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Editorial

Last year almost half of all Slovaks felt they were living with the dark prospect of losing
their jobs because of the global economic downturn and more than half were worried that
their husbands or wives might be laid off, according to a 2009 Eurobarometer survey.

Observers and human resources professionals say that they cannot yet offer rosier predictions
for the Slovak labour market in 2010 and they advise caution combined with a clear-headed
view of upcoming challenges.
However, there are many issues to cover relating to the country’s labour market and

developments within the human resources sector. HR companies are facing the challenge of
adjusting to the new economic situation, being pressed to offer more, at higher quality but for
less money. Nevertheless, leading human resources professionals say that these difficult times
offer opportunities for businesses which are creative and innovative and at the same time still
deliver on the solid fundamentals of their business.
The Slovak Spectator has taken this advice and prepared the 2010 Career Guide with the

ambition of presenting a clear-headed view of the wide variety of issues that have been
resonating in the labour market and in business in general over the past year. The Career Guide
not only covers the fundamentals of the HR business and carefully dissects the current labour
market through analysis and opinions of professionals but also offers a peek at Slovakia’s
education and training landscape and reports the thoughtful views of those who keep their
fingers on the pulse of business developments in the Slovak economy.

Beata Balogová
Editor-in-chief
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LABOUR MARKET By Beata Balogová, Spectator staff

Global economic downturn, financial
crisis and recession will probably
become less frequently used terms in
upcoming business reports as the
most recent figures on industrial
production in Slovakia blessed market
watchers, business people and
ordinary citizens with the best results
in many months and the economic
forecasts for GDP growth in 2010 look
more favourable than they have been
for all of last year.

Still, economic analysts and labour market
experts advise business leaders and
employees to keep their optimism tamed

since the road out of the crisis will still be long
and rocky, describing it as a step-by-step
recovery, hindered by possible backward steps,
rather than a victorious sprint. The tone is even
more reserved when it comes to predictions for
improvement in the labour market since the low
number of available vacancies coupled with a
still rising jobless rate do not give Slovakia’s
army of unemployed much hope for better
times right now or in the near future.

Last year almost half of all Slovaks felt they
were living with the dark prospect of losing
their jobs because of the global economic
downturn and more than half were worried that
their husband or wife might be laid off: at least
this is what a 2009 Eurobarometer poll found. In
fact, Slovaks were among the most worried
Europeans when it came to their job prospects.

At the end of 2009, the country recorded
116,000 more unemployed than a year earlier
and a total of more than 335,000 jobless citizens,
making up 12.66 percent of those in the labour
force. Labour market experts say it may take
many more months until Slovakia’s jobs picture
looks better and some analysts are predicting
even gloomier news over the first six months of
2010, with new additions to the unemployed.

While human resource professionals are
rather cautious with their predictions, they say
some unmistakable trends can be detected:
wastefulness, seemingly ever-secure diamond
jobs with lavish pay, managers simultaneously
negotiating job options with dozens of firms,
and similar excesses have sunk into oblivion.
Companies have trimmed down their human
resources budgets and observers say only the
fittest and most innovative and creative firms
operating in the HR field will survive and
prosper.

Recruitment freezes and staff downsizing are
the two main responses taken by companies
operating in the region of central Europe and
CIS (Commonwealth of Independent States) to
maintain or restore their profitability affected by
declining sales caused by the economic
downturn, according to a survey conducted by
Amrop, a human capital consulting company, in
2009.

THE EVOLVING HR BUSINESS
The challenge for human resource businesses
has been to adapt to the new economic
environment in which they must deliver more,
of higher quality, faster and with fewer staff,
and moreover at a lower price, Gerard Koolen,
managing partner of Lugera & Maklér, a
recruitment company, told The Slovak Spectator.

These companies have been forced to modify
their scope of activities and make other
adjustments to meet the needs of the market.

“The trend is that several consultancy firms
that in the past provided only executive search
services have currently widened their activities
based on the needs of their clients and have
started providing also personnel audits, training
and coaching,” Vladimir Koša, managing
director of Consilium Consulting, an executive
search and HR consulting firm told The Slovak
Spectator.

According to human resources professionals,
it is not only that the labour market will lag
behind a revival in the economy with a certain
delay but also that the types of employees
sought by companies will also change.

“The firms will be more careful in creating
new jobs,” said Mario Fondati, a senior
consultant with Iventa, a management
consulting company. “With an increasing
number of orders, production workers will be
first hired, while personnel leasing will work as
well.”

Other companies have been through
acquisitions or mergers and they will first
optimize their production, he added. The
creation of all new managerial or administrative
positions in these companies will be very
carefully evaluated, Fondati said.

One HR professional said that the crisis has
changed the type of managers that companies
will seek in coming years, suggesting that a
certain kind of top-level leaders are a thing of
the past.

“Lavishly paid supermen are finished in
business,” Martin Krekáč senior partner at
Amrop Hever and chairman of the Jenewein
Group told The Slovak Spectator. “The time
after the crisis will be an era of humble leaders
who more frequently inspire and support others
rather than supervise and manage; they teach

others and leave enough space around
themselves so that other talents can grow and
take a share of responsibility on their own
shoulders.”

Krekáč believes that the crisis emerged from
the chairs of those with a feeling of being
“irreplaceable” and “overly self-confident” and
that now firms will open their doors for a
different type of manager – “flexible co-
business, partner types who offer new ideas and
are not afraid to take responsibility and make
the right decisions, all the while motivating
others and wanting to continue to learn
themselves.

But HR professionals also say that the high
number of employees seeking jobs will remain
the big challenge for 2010. Monika Martináková
of Trenkwalder said that in 2008 her company
had huge problems in finding the needed
number and qualified employees but that 2009
was a watershed moment for personnel
agencies because the number of people
searching for work became much higher than
the number of job offers. Another change was
that during the crisis some firms discovered that
they were able to find employees on their own,
without a need for external assistance.

“The structure of those unemployed will
change as well with the number of long-term
unemployed increasing, thus changing the work
demands of personnel agencies linked to the
selection and preparation of these applicants,”
Martináková said.

GOVERNMENT ANTI-CRISIS ACTIONS
Since the economic downturn hit Slovakia the
government of Prime Minister Robert Fico
initiated several anti-crisis packages – with one
set of measures specifically directed at the
labour market to assist employers in preserving
jobs or even creating some new ones. In
February 2009, the government threw several
lifelines to employers and employees in the
labour market at a total cost of €332 million,
while stating that the measures might inflate the
government’s deficit.

An amendment to the Income Tax Act
increased the non-taxable part of the tax base
from its previous amount of 19.2 times the basic
subsistence level (€3,435.27) to 22.5 times
(€4,025.70) from March 2009 until the end of
2010. The income limit at which the non-taxable
part of the tax base starts to shrink was changed
from 100 times the subsistence level to 86 times
the subsistence level. The income threshold for
Slovakia’s so-called ‘millionaire’s tax’ (based on
Slovak crowns) began to apply to persons
earning more than €15,387 annually.

Flux in labour market continues in 2010
Downturn, changing business needs and educational concerns are all in play
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A so-called ‘employee bonus’ or in actuality
a negative income tax for low-income wage
earners was also initiated and can be claimed
for the first time in 2010, based on 2009
earnings. Parliament also adopted an
amendment to the VAT law that shortened the
period for the government to refund excess VAT
paid by businesses from 60 to 30 days. The
amendment also permits certain companies
operating under one business umbrella to
register as a group for VAT purposes. As well,
self-employed people with annual incomes
under €170,000 who do not employ anyone else
were also exempted from some bookkeeping
duties, the SITA newswire reported.

A revision to the law on investment
assistance authorised the government to
provide financial assistance to more businesses
during the period between April 1, 2009 and
December 31, 2010.

Critics of the government said that some of
the anti-crisis measures had come too late and
that other measures which could have helped
were not pursued at all. The government was
also criticised by the opposition parties for
failing to reduce public spending.

Rearding the government’s anti-crisis
measures, Jana Mrvová, an analyst with Poštová
Banka said that to support the labour market,
the government should aid the business
environment and improve its ability to generate
new jobs after the recovery and help businesses
to cut their labour costs.

CRITICS ATTACK SOCIAL COMPANIES
One of the most controversial government
intercessions into the labour market was its
authorisation for the development of so-called
social companies, which have also raised some
questions with the European Union. Critics say
these social firms are non-transparent,
expensive and not able to accomplish their
primary task.

Eight pilot companies were established in
2008 and received €5.4 million in advance
payments. The Labour Ministry’s goal was for
these companies to employ 10,000 people
annually. The average annual state contribution
for each job position in a social firm was €3,303
in 2009 with €33 million in total funds allocated
for these firms.

A series of reports in the Slovak media about
social company pilot projects launched in
August 2008 suggested that there were ties
between the new enterprises and Smer, the
largest party in the current ruling coalition. The
Slovak Governance Institute (SGI), a public
policy NGO, also said it detected flaws in the
way that social companies operate and warned
that the defects could result in the EC refusing
to reimburse Slovakia for the money it spent on
the enterprises. The Labour Ministry
subsequently cancelled a contract with one of
these companies – Arvik.

“The social firms operate mostly in areas
already occupied by private investors,”
Radovan Ďurana of the Institute of Economic
and Social Studies (INESS), an economic think
tank, told The Slovak Spectator. “A subsidy for
jobs in social firms creates artificial competition
for these private companies which, de facto,
endangers existing jobs, particularly in areas of
production with lower added value.”

The largest opposition party, the Slovak
Democratic and Christian Union (SDKÚ),
criticised the government for what it called
ineffective policies to reduce unemployment. In
November 2009, Eugen Jurzyca from the SDKÚ
said the jobless rate in Slovakia had been
growing much faster than the average in other
EU countries and had grown faster than in
neighbouring EU countries.

Jurzyca said that if Slovakia’s
unemployment rate had grown at the same pace
as in other EU countries Slovakia would have
had 70,000 fewer unemployed. However, Michal

Stuška, spokesman of the Labour Ministry, told
TV news channel TA3 last November that if the
government had not adopted its 35 anti-crisis
measures there would have been at least 150,000
more unemployed in Slovakia at that time.

LABOUR MARKET HAS MULTIPLE SORE
POINTS
Since the economic crisis hit Europe, more than
4 million people in the EU have lost their jobs,
with males, young people and employees with
low qualifications or the contingent labour force
being most affected.

Market watchers say that unemployment
will remain one of the most painful sore points
in the Slovak economy and they expect the
jobless rate to exceed 13 percent in 2010.

Dávid Dereník, a macro-analyst with
UniCredit Bank expects the jobless rate to
increase further, mainly due to the influx of
workers laid off from completed construction
projects as well as employees who will return to
the labour market from speculative sick leave.

“Reduced unemployment, in general,
responds with a certain delay and an eventual
turn is expected sometimes after the first half of
the year,” Dereník said.

At the end of December the labour offices
reported that they had only 5,000 available jobs
listed in their databases.

The lower number of vacancies has
considerably changed the dynamics of the job
market, making it less likely that employees will
seek to move on to another job because of the
prospect of better pay.

Krekáč thinks that wages in 2010 will be
very similar to 2009.

“New jobs will be added very slowly and
wages will see no significant increase, perhaps
except in the state sector where political rules
rather than economic ones apply and in sectors
that have not been affected that significantly, for
example in energy, IT and telecommunications,

G E N E R A L P A R T N E R

Labour Minister Viera Tomanová
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or in the pharmaceutical sector,” Krekáč told
The Slovak Spectator.

Fondati does not expect any significant
slump in wages but he predicts stagnation in
fixed salary scales or modification of wages
towards the use of the variable parts of the
salary or the revaluation of bonus systems.

In certain fields the labour market has a
large available pool of employees.

“There are signals that mainly production
companies have more possibilities in selecting
employees, also for specialized positions,” said
Fondati. “However it does not apply generally.
In this time of recession firms are not getting rid
of their best employees or experts in specialised
areas who are crucial for the operation of the
company.”

According to Krekáč, employers will
demand that their employees handle more and
more demanding tasks within the same time
and for the same pay.

“In general, people’s willingness to work
under conditions that they would not have
accepted in better times will increase,” he said.

Koša said that some companies might still
experience a lack of availability of high-quality
candidates and excellent managers – those who
are usually not free and on the labour market.

“Firms are trying to keep and motivate these
kinds of employees so that they stay. Head
hunters have a much harder time to snatch
them for their clients than ever before,” said
Koša.

VALUE OF UNIVERSITY DEGREES
IS QUESTIONED
Labour market pressures and toughening
competition intensified questions about the
shaky bridges between businesses and
academia and the value that degrees granted by

Slovak universities have for Slovak businesses.
This was seasoned by a number of scandals that
emerged last year in academia with one of these
involving fast-track diplomas granted to
students.

In mid 2009 labour experts warned that
Slovakia’s jobless rate would surge in
September when fresh graduates from high
schools who failed to gain admission to
universities or who did not plan further study
but had not found work would register at the
labour offices. The government decided that it
was a better option to help young people go to
universities rather than enter the
unemployment lines. The government said it
would find some extra cash to help the schools
with the financial pressure that admitting 5,000
or more students would cause.

Education Minister Ján Mikolaj, apparently
concerned about rising unemployment, rushed
to join the crusade against unemployment
among young people and pressured Slovakia’s
universities to admit additional students over
their annual admission quota. This opened
additional questions: How will the schools
accommodate extra students when Slovak
dormitories are already a constant target of
criticism? Do the schools have the available
teaching capacities to assure that the additional
students do not deteriorate the quality of
education?

But the most urgent issue for most of the
universities in 2009 was trying to meet the
criteria that Mikolaj’s ministry required for
gaining accreditation – in a massive assessment
process that the schools are now to experience
every six years.

The requirement for a maximum number of
students per professor caused the most concern
for many schools. The Education Ministry said

that for a university to preserve its status the
ratio of students to the number of faculty
members (PhDs, professors and assistant
professors) should not exceed 20. After having
admitted extra students, however, this turned
out to be quite a challenging task for some of
the universities which then were at risk of
losing their status as a university and being
reclassified as a lower level school.

The Education Minister harvested instant
criticism from the country’s opposition parties,
as expected, but ethics watchdogs and think-
tanks such as the Slovak Governance Institute
joined in the chorus.

“Increasing the level of education is always a
good step,” Miroslav Beblavý, onetime
chairman of the Slovak Governance Institute
think-tank, told The Slovak Spectator.
“However, this measure was done in a way that
seems counterproductive because it was carried
out by forced pressure on the schools to admit
more students, regardless of their ability to
study.”

Beblavý said there are two reasons why the
additional students could have a negative
impact on the quality of education: first, if the
quality of the newly-admitted students is low,
which is likely, they will drag down the quality
of study for all; and secondly, the universities
must find finances for the study of these
students, especially if the state fails to keep its
promise of sending additional money.

University rectors and education
professionals have been warning that pressures
on quantity only harm the quality of education.
The universities themselves have been
showered by criticism that many of them are
unable to produce qualified professionals
suitable for the current requirements of
business.

The government initiated several anti-crisis packages.
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By Beata Balogová, Spectator staff

Despite the logical instinct to look
towards the future with optimism as
the contours of an economic recovery
appear on the horizon, Martin Krekáč
advises to keep caution combined with
a clear-headed view, especially when it
comes to developments in the labour
market. Krekáč is the president of the
Slovak Business Alliance and has his
fingers tightly on the pulse of the
business environment.

The Slovak Spectator spoke to Krekáč about
the barriers standing in the way of
business, the effectiveness of anti-crisis

measures taken by the government and also
about ways that firms can initiate some positives
changes in response to the economic crisis.

TThhee  SSlloovvaakk  SSppeeccttaattoorr  ((TTSSSS))::  AAccccoorrddiinngg  ttoo
tthhee  BBuussiinneessss  AAlllliiaannccee  ooff  SSlloovvaakkiiaa  ((PPAASS)),,
ccoonnddiittiioonnss  ffoorr  ddooiinngg  bbuussiinneessss  iinn  SSlloovvaakkiiaa
hhaavvee  wwoorrsseenneedd..  TThhee  BBuussiinneessss  EEnnvviirroonnmmeenntt
IInnddeexx  ((IIPPPP))  pprreeppaarreedd  bbyy  PPAASS  hhaass  bbeeeenn
ccoonnttiinnuuoouussllyy  ddrrooppppiinngg  ssiinnccee  22000066  aanndd  iiss  nnooww
aatt  iittss  lloowweesstt  lleevveell  ssiinnccee  22000011..  WWhhaatt  ffaaccttoorrss
hhaavvee  ccoonnttrriibbuutteedd  ttoo  tthhiiss??

MMaarrttiinn  KKrreekkááčč  ((MMKK))::  Currently, the enduring
economic downturn contributes most to the drop
in the index. Nevertheless, the reason for the
perceived decline in conditions for doing business
is also the insufficient activity of the government
against the crisis and against barriers to doing
business. The low effectiveness of the government
in using the resources of the taxpayers, which has
been criticised by the business community, gets
negatively reflected in several areas of the
business environment. Despite the significant
negative impacts of the crisis on tax revenues for
the state budget the government has been
delaying the necessary radical spending cuts in
all departments. The result of this passiveness, in
combination with the long-criticised and
unresolved questions regarding enforceability of
laws and the functioning of the judiciary is the
cause of the recent drop in the index.

TTSSSS::  WWhhiicchh  aarreeaass  hhaavvee  bbeeeenn  ssuubbjjeecctt  ttoo  tthhee
ssttrroonnggeesstt  ccrriittiicciissmm  bbyy  tthhee  bbuussiinneessss
ccoommmmuunniittyy??

MMKK::  When evaluating the environment as
measured by the index, businesses have

tended over the long-term to most harshly
criticise the issue of enforceability of laws and
the functioning of the judiciary. Businesses do
mind the uncertainty evoked by the length of
court trials, the level of corruption, and the
insufficient proficiency and impartiality of
judges, while they would also welcome an
increase in the moral integrity of judges.
There is no clear solution for improving the
situation within the judiciary. The payroll tax
burden is another barrier, though in this time
of growing public finance deficits the chances
of trimming down the payroll tax rate are
diminishing as well. Thus the government
should at least try to simplify the payroll tax
system by merging some of the rates and
simplifying the bookkeeping related to the
taxes, since along with the rates, businesses
also complain about the complicated nature of
the system. 

Recently, businesses have also increasingly
been complaining about perceived growth in
corruption and the disfunctional political
system in the state, which is a reaction to
scandals involving several ministries that were
revealed by the media, along with the apparent
disinterest of politicians in thoroughly
investigating the cases. Another chronic
problem is bureaucracy and procrastination at
state administrative bodies.

TTSSSS::  HHooww  ddoo  yyoouu  vviieeww  tthhee  sstteeppss  ttaakkeenn  bbyy
tthhee  ggoovveerrnnmmeenntt  ooff  PPrriimmee  MMiinniisstteerr  RRoobbeerrtt
FFiiccoo  ttoo  eeaassee  tthhee  iimmppaacctt  ooff  tthhee  eeccoonnoommiicc  ccrriissiiss
oonn  tthhee  llaabboouurr  mmaarrkkeett??  WWhhiicchh  mmeeaassuurreess  ddoo
yyoouu  ccoonnssiiddeerr  mmoosstt  bbeenneeffiicciiaall  aanndd  wwhhiicchh  iinn
yyoouurr  ooppiinniioonn  hhaavvee  bbeeeenn  iinneeffffeeccttiivvee  oorr  mmaayy
hhaavvee  hhaadd  aa  nneeggaattiivvee  iimmppaacctt??

MMKK:: In its first three anti-crisis packages the
government adopted 69 partial measures, 13 of
which were directly aimed at the labour market
and support for employment. Among them
were measures to support persons becoming
self-employed, subsidizing newly-created jobs,
temporary government support for payroll
taxes, education and career consultancy and
development of social companies. Despite the
fact that the [labour] ministry registers some
interest on the part of the business community
in these forms of support, the overall
effectiveness of these measures is low.

Unemployment in Slovakia has grown faster
than in most of the other EU countries and it is
not the result of the country’s strong orientation
on the automotive or electro industry, because
unemployment has grown fastest in regions
where no large investments of this type have
been made. Measures that would remove
barriers in the way of businesses and which
over the long-term advance more intensive
development of business activities would make
a much stronger contribution to the labour
market. A flexible labour code, good
enforceability of laws, lower payroll taxes,
fighting against corruption – these are all
measures that could help the economy and also
the labour market because these would
strengthen the development of business
activities, thereby creating new jobs.

TTSSSS::  PPAASS  hhaass  ccaarrrriieedd  oouutt  aa  llaarrggee  ssuurrvveeyy  oonn
ddooiinngg  bbuussiinneessss  iinn  SSlloovvaakkiiaa’’ss  rreeggiioonnss  wwiitthh  tthhee
ggooaall  ttoo  iiddeennttiiffyy  ccoommppeettiittiivvee  aaddvvaannttaaggeess  aanndd
ddiissaaddvvaannttaaggeess  ooff  tthhee  rreeggiioonnss..  AAfftteerr  ssuurrvveeyyiinngg
mmoorree  tthhaann  2255,,000000  bbuussiinneesssseess  ccaann  yyoouu  tteellll  uuss
ssoommee  ooff  tthhee  iinniittiiaall  ffiinnddiinnggss??  

MMKK::  The respondents were most critical
about bridging the gap between the needs of the
labour market and academia, the lack of
knowledge of foreign languages, and the impact
of the level of the minimum wage on
businesses. They were positive about the
motivation, discipline and diligence of
employees, along with the long-term
availability of employable labour.

Within the field of human resources,
businesses most significantly perceive regional

Looking ahead with caution 
and a clear-headed view
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Businesses must assess their weaknesses and react flexibly with new approaches

Martin Krekáč
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differences in the employability,
level of education, knowledge of
foreign languages and degree of
fairness in selecting employees. In
the business environment, they
perceive differences in the
availability of technologies and the
development potential of
Slovakia’s districts. Businesses are
not only concerned about the gaps
between the developmental level
of particular districts, but also
about the fact that these gaps are
widening.

TTSSSS::  WWhhiicchh  aarree  tthhee  mmoosstt
ccoommppeettiittiivvee  llooccaalliittiieess  iinn
SSlloovvaakkiiaa  aanndd  wwhhiicchh  aarree  tthhee  oonneess
tthhaatt  aarree  llaaggggiinngg  bbeehhiinndd??

MMKK:: The most competitive
areas are the districts within
Bratislava with Trnava district
following closely behind of all.
These districts are benefiting
mostly from the high education
level and the knowledge of
foreign languages, qualified job
applicants and the fair process of
selection of employees based
exclusively on the most qualified
candidates and not personal
contacts. The negative perception
of these aspects, in combination
with weak bridges between
education and the labour market,
places the districts of Veľký Krtíš,
Gelnica, Poltár, Levoča and
Trebišov in the worst rankings.

TTSSSS::  AAnnaallyyssttss  ddoo  nnoott  eexxppeecctt
mmuucchh  iimmpprroovveemmeenntt  iinn
SSlloovvaakkiiaa’’ss  llaabboouurr  mmaarrkkeett  iinn  tthhee
ccoommiinngg  mmoonntthhss..  WWhhaatt  ddoo  yyoouu
eexxppeecctt  ttoo  sseeee  hhaappppeenniinngg  oonn  tthhee
llaabboouurr  mmaarrkkeett??  WWiillll  ffiirrmmss  rreeaacctt
ttoo  tthhee  ppaarrttiiaall  rreeccoovveerryy  iinn  tthhee
eeccoonnoommyy  bbyy  ccrreeaattiinngg  nneeww  jjoobbss??

MMKK:: In the current,
complicated situation it is very
difficult to broadly predict future
developments. Despite this, it is
possible to say that improvement
cannot be expected in the labour
market in the upcoming months.
This statement stands even if we
state that Slovakia will experience
a moderate economic revival this
year. The financial and economic
downturn reached Slovakia several
months after it devastated the
world’s largest economies and in
the way that its arrival was
delayed, its departure will also be
delayed. Despite the logical
instinct to look at the future with
optimism in association with the
revival of economy, rather caution
and sober views are desirable. The

statistics and forecasts for this year
aren’t that positive. Based on these,
we could reach the economic level
of 2008 sometime in 2011. 

I do not think that firms will
react to the long-awaited revival of
the economy by creating new jobs.
I assume caution, a slower takeoff,
innovative approaches and more
intense use of existing resources,
including human resources. The
crisis taught a lesson to many:
certain wastefulness that
organisations could afford in times
of economic growth will forever
remain history.

TTSSSS::  YYoouu  hhaavvee  ssaaiidd  bbeeffoorree
tthhaatt  tthhee  ccuurrrreenntt  ddoowwnnttuurrnn,,  aalloonngg
wwiitthh  iittss  nneeggaattiivvee  iimmppaaccttss,,  ccoouulldd
aallssoo  bbrriinngg  ssoommee  ppoossiittiivveess  ttoo
SSlloovvaakk  ccoommppaanniieess..  WWhhaatt  mmiigghhtt
tthheessee  bbee??

MMKK::  Certainly, I could mark as a
positive aspect the fact that firms
gained time to think about the near
and distant future. The recent fast
growth dragged several
organisations onto a speedy
rollercoaster and it was difficult for
these firms to find the time and
space for long-term strategic
planning. The managements focused
on maximising their outputs while
neglecting issues of innovation,
effectiveness and flexibility. The
optimising initiatives often had a
single goal and did not fall under
the wider strategic heading and
principles of sustainable growth.
After the crisis, this approach will no
longer be possible. This is why the
crisis can be seen as a positive
impulse to install new approaches
and programmes.

The drop and slowdown in
growth brings a chance to explore
internal strengths and weaknesses.
Complicated managerial
structures, ineffective
communication, unclear reporting
or weak management of
effectiveness within a strategic
goal, or a weak corporate culture,
often had a more negative impact
on the functioning of a firm than
the crisis itself. It is necessary to
learn one’s weaknesses and then to
react flexibly, innovate, seek out
investment opportunities, and
create new approaches and
solutions.

Martin Krekáč is senior partner of
Amrop Slovakia and chairman of

the Jenewein Group.
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Facing the challenges of change
HR managers and firms deal with tight budgets and new issues

Companies forced onto a strict
financial diet by the global downturn
have trimmed down their human
resources budgets – putting immense
pressure on the HR industry, where
now only the strongest and most
adaptable firms are prepared to move
forward. Both clients and HR
consultancies and personnel search
firms have had to reach back to the
fundamentals of the field but they
have also needed to fully deploy their
skills in innovation and creativity to
respond to the new challenges of the
labour market.

The Slovak Spectator spoke to Igor Šulík,
managing partner of Amrop Hever
Slovakia, an executive search company;

Gerard Koolen, managing partner of Lugera &
Makler, a recruitment company; Vladimír Koša,
managing director of Consilium Consulting, an
executive search and HR consulting firm; and
Drahomíra Kutňanská, area manager of
Randstad, an executive search company. These
four experienced executives in the human
resources field spoke about the most important
issues resonating in their line of work and the
challenges that they expect the coming years
will bring to human resources development and
management.

TThhee  SSlloovvaakk  SSppeeccttaattoorr  ((TTSSSS))::  WWhhaatt  aarree  tthhee
mmoosstt  iimmppoorrttaanntt  cchhaannggeess  tthhaatt  hhaavvee  eemmeerrggeedd
wwiitthhiinn  tthhee  hhuummaann  rreessoouurrcceess  ffiieelldd  oovveerr  tthhee
ppaasstt  yyeeaarr??  HHooww  hhaass  tthhee  gglloobbaall  eeccoonnoommiicc
ddoowwnnttuurrnn  aaffffeecctteedd  tthhee  ffiieelldd??

IIggoorr  ŠŠuullííkk  ((IIŠŠ))::  The global turmoil has
affected the human resources area quite
intensively. We have been witnessing growing
unemployment, cuts in HR budgets, only
marginal or no wage increases, many cost-
saving measures beaing taken – there is a lot of
uncertainty among the working population as
well as among professionals operating in the
field of human resources consulting.
The HR departments have been under pressure,
dealing with issues that they were not so much
accustomed to. Many HR services that they had

been outsourcing they tried to internalise and do
in-house. Some had good outcomes; some have
proved to not be good decisions, leading to even
greater problems. Adapting to the new situation
has not been easy for HR managers. HR
managers need to show their creativity and
ability to innovate, to tackle the side effects of
the downturn by combining approaches that
focus not only on saving money but above all on
engaging, developing and retaining top
performers and talents. As many companies
have tried to save on costs, their HR budgets
were put under intense pressure as this area
seemed to be the one where firms could save
money. That has led to a decreased volume for
the HR consulting industry, which means that
only the strongest and more adaptable ones will
cope effectively with the changed market
situation.

GGeerraarrdd  KKoooolleenn  ((GGKK)):: The most important
change we have seen is that clients and HR
agencies went back to basics. Only bsolutely
necessary services were being requested by
clients. All “glitter & glamour” services were
rapidly abandoned. Furthermore, prices have
been reduced considerably and competition has
increased. Also, because many clients were
buying only at the lowest price, the quality of
services has gone down due this price pressure.
All human resource service providers I know
have reduced their staff.

VVllaaddiimmíírr  KKooššaa  ((VVKK)):: In these times it is
crucial that HR managers become respected
partners within businesses. It has always been
important that they are empathic towards the
needs of business; however now this relationship
must be much tighter. While the expectations
towards HR are much higher, top managers are
also more willing to listen to HR managers. Many
HR managers understand this situation and have
started being proactive: they are not waiting for
requests from leadership but are submitting
solutions and putting new ideas on the table. For
example, in the case of layoffs they have guided
managements not to rush into hasty layoffs only
to improve their numbers when key employees
and specialists might also leave the firm, resulting
in further decline of the business. They have
promptly initiated personnel audits and launched
projects of talent management which has started
being a very strong trend not only globally but
also locally. 
Of course, this is linked to the change in the

model of benefits and the system of rewards but
at the same time it is systematically focused on
key people of the firm, meaning not only
managers at top levels but also key people at
mid and lower management positions and
specialists.

DDrraahhoommíírraa  KKuuttňňaannsskkáá  ((DDKK)):: One of the
most significant changes is that most firms have
appreciated the existence of their internal
personnel departments or help of external
consultancy or personnel firms. It was a year
when companies had to review every single
employee and monitor their effectiveness. The
companies optimised their organisation
structure and installed a reward system based
almost entirely on performance, they merged
departments, even combined several positions
which of course resulted in negative responses
from employees. On the other hand, human
resources experts got the green light in 2009 and
proved their importance for the companies
while becoming an equal partner for
managements.

The worst impact of the global crisis in the
human resources area was, of course, the layoffs
of employees. However, one must note that the
crisis isn’t and it was not the sole reason. Other
aspects of the market contributed as well; for
example, pressures on cutting prices, increasing
efficiency, and reducing the total expenses of the
company. The market has been cleaned both on
the part of the employers and employees as
well. Only the strongest remain. 

TTSSSS::  WWhhaatt  aarree  tthhee  mmaaiinn  cchhaalllleennggeess  tthhaatt
eexxeeccuuttiivvee  sseeaarrcchh,,  rreeccrruuiittmmeenntt  aanndd  HHRR
ccoonnssuullttaannccyy  ffiirrmmss  wwiillll  ffaaccee  iinn  22001100??  WWhhaatt  wwiillll
bbee  tthhee  ssttrroonnggeesstt  iissssuueess  rreessoonnaattiinngg  iinn  tthhee  aarreeaa
ooff  hhuummaann  rreessoouurrcceess  dduurriinngg  tthhee  uuppccoommiinngg
yyeeaarrss??

IIŠŠ:: As the economy will slowly recover from
the downturn, the same applies also for HR
consulting firms. Once the companies on a
broader scale start to realise that the current
situation provides an opportunity for upgrading
their teams, this will create increased demand
for search services. As an Amrop survey
conducted last year outlined – 43 percent of the
surveyed organisations believe that attracting
and recruiting top talent for key positions will
be as difficult or even more difficult during the
next five years, despite the current downturn, in
comparison to the past fast-growth context of
the region. Talent discovery (internal as well as
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external), retention of key people, and creating a
working environment that will allow for
realisation of people’s full potential: those are
the challenges that HR will have to address in
the near future.

GGKK:: The main challenge for many
consultancy firms will be to adapt to the new
economic environment in which the agency has
to deliver more, has to deliver a higher quality,
has to deliver faster and must do all this with
fewer employees and at a lower price, and thus
at lower margins. Further, clients need their
consultancy firms to be pro-active in cost-
reduction activities, to be a close partner for
them in determining which cost-structures are
openly communicated, and deciding which
activities clients can take over from their
consultancy firms.

VVKK:: Successful personnel-advisory
companies and consultancy companies that
focus on executive search understand that
during these times their relations with the clients
must be even tighter. The crisis has resulted in
an amazing clean-up of the HR sector. Over the
past 10 years, companies emerged which
claimed that they were providing very
demanding executive search services but all they
were offering was intuitive mailing of CVs. In
the market influenced by recession, clients have
understood that these intuitive services are no

longer acceptable. Without professional depth
and the personal maturity of consultants, these
firms which lack experience will not survive.
The success of executive search companies will
also this year, more than ever before, be
generated by consultants who have several years
of experience and can offer detailed knowledge
of the market, not only for clients but also for
candidates.

The trend is that several consultancy firms,
which in past provided only consultancy in the
area of executive search, have currently widened
their activities based on the needs of their clients
and have also started providing personnel
audits, training and coaching. These companies
must professionally handle situations when the
selection process within the business of a client
stretches through several months, while
shareholders even enter the process and the
number of rounds increases. Sometimes it even
happens that the leadership decides due to
another wave of recession that the positions
won’t be filled at all, and the organisational
structure will change instead. Another trend is
that clients no longer seek only ambitious young
managers but they have also started betting on
mature and experienced managers. Before, there
was a trend of seeking out managers from other
fields to bring winds of change; now however,
there is a demand for experienced managers
from the given sector who can immediately
throw themselves to work and produce instant
results.

DDKK:: In the past months it has become
obvious that firms have started to more
frequently use the form of personnel leasing and
I expect that this service will become one of the
most sought after personnel services. Companies
started appreciating this type of employment
from several different points of view and we are
also noticing a more positive response on the
part of candidates. It is a turning point in which
we can see progress in the awareness of both the
employer and employee. However, other
services provided by personnel agencies will not
fall behind. Even if there are a higher number of
candidates on the market when compared to
previous years, companies still face the same
problems. One of the reasons is the need to use
time more effectively and to not lose it in the
selection of the suitable candidates for the
positions offered. The other reason is that there
are not many professionals added to certain
areas of the job market, thus the search itself is

left up to the professionals who have richer
resources and who are able to offer either
temporary or permanent solutions in the case of
the absence of key people in a company.
Consultancy companies are able to diagnose the
problems of a firm while focusing on its strong
and weak aspects. They also compare the Slovak
market with surrounding countries and bring in
what is missing here while preventing those
developments which would not make positive
contributions to the market. 

TTSSSS::  AAbboouutt  aa  yyeeaarr  aaggoo,,  eexxppeerrttss  ssaaiidd  tthhaatt
tthhee  ccrriissiiss  wwiillll  ggiivvee  eemmppllooyyeerrss  tthhee  bbeenneeffiitt  ooff
hhaavviinngg  aa  llaarrggeerr  ppooooll  ooff  eexxppeerrttss  ffrroomm  wwhhiicchh  ttoo
sseelleecctt  tthheeiirr  ffuuttuurree  eemmppllooyyeeeess..  HHaass  tthhiiss
sscceennaarriioo  mmaatteerriiaalliisseedd??  WWhhaatt  aarree  tthhee  mmoosstt
ssiiggnniiffiiccaanntt  cchhaannggeess  tthhaatt  eemmeerrggeedd  oonn  tthhee
llaabboouurr  mmaarrkkeett??

IIŠŠ::  This has become only partially true. It
takes a visionary and strong leader to go for the
strategy of recruiting people in difficult times
and trying to attract the best on the market. Not
many companies invested in such an approach.
It can be expected that the next couple of years
will still be favourable to those who try to get
the best people onboard. It will take time and, of
course, resources need to be invested in this, but
I strongly believe it is a worthwhile investment.
The labour market in 2009 shifted from one
shaped by a short supply of qualified labour to a
market where the demand for labour has
decreased. This has affected all HR functions.
Despite this, the high performers and best
specialist in their fields are still in high demand.
Due to the overall uncertainty, people in the past
year were rather hesitant to make a career
change. According to AESC, it is expected that in
2010 people will be twice as open to considering
a change as in the previous year.

GGKK:: Yes, that has occurred. Blue and white
collar labour in particular is now plentifully
available for operative jobs and lower
management positions. But the availability of IT
personnel has not changed. There was also an
opposite trend. For mid-level and high-level
management positions the pool of available
candidates for newly-created positions became
smaller as many managers were reluctant to
leave their present employer for a new employer
due to the perceived risk because of the crisis.

VVKK::  When we asked this question of several
clients who had nourished such a hope, we
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were getting answers that when they publish an
ad they receive hundreds of responses and it
can be seen that there are more people on the
market than in the past. However, they are still
experiencing a lack of high-quality candidates
and excellent managers who are usually not free
and on the labour market. Firms are trying to
keep and motivate these kinds of employees so
that they stay. Head hunters have a much
harder time to snatch them up for their clients
than ever before.

DDKK::  The situation has greatly changed and
there are many people who are seeking their
place on the job market. The layoffs are one part
but there is also the fact that people who
worked abroad have returned and are trying to
find jobs in the Slovak market or are simply
waiting for the situation to calm down so they
can return to a foreign country. In general I
would say that there is no huge influx of
experts on the market. Many of those who are
most sought are not searching for new job
opportunities since they are not unemployed.
And those experts who were forced to seek jobs
had no problem finding one within a couple of
weeks. The largest change that the market has
experienced is the high jobless rate of qualified
people and, of course, graduates for whom the
situation is critical.

TTSSSS::  AAnn  aaccaaddeemmiicc  ttiittllee  nnoo  lloonnggeerr
nneecceessssaarriillyy  mmeeaannss  qquuaalliittyy  oorr  pprrooffeessssiioonnaall
rreeaaddiinneessss  ffoorr  aa  pprrooffeessssiioonn,,  oobbsseerrvveerrss  aanndd  HHRR
eexxppeerrttss  ssuuggggeesstt..  HHaass  tthhee  vvaalluuee  ooff  aaccaaddeemmiicc
ttiittlleess  ddeetteerriioorraatteedd  iinn  SSlloovvaakkiiaa??  IIff  ssoo,,  wwhhaatt  aarree
tthhee  rreeaassoonnss  bbeehhiinndd  tthhiiss  ttrreenndd  aanndd  wwhhaatt  aarree
tthhee  ooppttiioonnss  ffoorr  tthhee  sscchhoooollss  ttoo  cchhaannggee  tthhiiss??

IIŠŠ::  The quality of university education in
Slovakia is a long-standing and complex
problem. Just have a look at the recent findings
about a university handing out degrees without
students even studying. Knowing this, how can
anybody then rely on what a person has learned
at university?

The lack of quality in teaching staff, the low
demand from students for a higher quality of
education along with no high demands on
students by teachers leads to a rather mediocre
quality of education for graduates. Universities
have almost renounced their role as centres of
research, so they are not attracting researchers
and scientists who could upgrade their ranks.
They are just not being scholarly centres of
excellence.

A systematic change is needed; it starts with
resources, making students co-responsible for
financing their studies – that can bring
resources to the system. More autonomy in
governing  universities – introducing a
governance model to the management of these
institutions could be another means for helping
them to be better managed and to reflect what
labour market needs. And I think that both
sides – teachers as well as students – need to get
tough with each other. Students need to
demand that teachers are better prepared and
work on themselves, and teachers need to
demand that students are working to earn the
degree, and if they are not, then they should not
graduate. I would be very happy if Slovak
universities would attract the best students from
various countries and would not face the
situation that the best students are studying
abroad because they cannot get the education
they should here.

GGKK:: I agree. An academic title hardly
indicates that the person will be successful in a
profession. On the other hand, an academic title
is important as it gives a strong indication about
the person’s intellectual capacity. I have no
factual information whether the value of the
academic titles has deteriorated. Such a
conclusion, I guess, can only be made based on
research. What certain schools could do is to
focus on and adjust their programmes much
more on practice instead of theory.

VVKK::  There is a vicious circle emerging here.
Yes, these claims stand true; not only HR

experts and representatives of personnel
agencies, but also firms where university
graduates take up jobs, see this trend, which
does not pertain only to the professional level
but also to the personal value system. I think
there are several factors impacting this trend:
first, it is linked to poor training by the family
and the crisis currently in some families; then
with the quality of the education system at
elementary and secondary schools. As far as
colleges are concerned the whole system of
financing should be rethought along with the
remuneration of teachers and their motivation. 

If the budget and financing of a school
depends on the number of students which it
accepts, then many schools cancel entry exams
and reduce entry criteria. This inevitably
impacts the quality and the level of students. As
far as the educators are concerned, they often
leave the country or work in the private sector.
Many have additional jobs and have obligations
at several universities. The solution is not easy.
Nevertheless, as long as we do not view
education as an investment, but rather as an
unavoidable expense – and in this case Slovakia
sits at the bottom of the charts not only in
Europe but also worldwide – only very little
will change. I think the situation would
partially change if effective links are created
between the universities and the private sector
such as strategic alliances based on partnership.
Colleges need resources which some businesses
could provide under certain circumstances.
Many firms are strongly motivated to get talents
from the schools and thus the possibility to tune
a mutually advantageous system emerges.    

DDKK::  I also lean towards the opinion that an
academic title does not necessarily mean high
professionalism. One of the reasons is that
people often gain an academic title in a
programme that they do not practice in their
professional lives. Then it is not surprising if we
hire a candidate with an academic title but from
another field. Then, if a candidate works in the
field he or she studied, then of course a
candidate who has never gained such academic
title cannot be compared to the first candidate,
who is of greater benefit to the company.
However, the system of university education at
most schools is exclusively focused on
theoretical knowledge. Schools often fail to offer
practical experience for the students while we
all know that theory does not always
correspond to work practice.

G E N E R A L  P A R T N E R

People are less inclined to make career changes.

Ph
ot

o:
 R

eu
te

rs



Joerg Keplinger
Managing Director
Williams & Partner
Klariská 14, 811 03, Bratislava
Tel.: +421 2 2051 2720
Fax: +421 2 5413 1291
E-mail: info@williams.sk

Life philosophy: Success and happiness are a question of attitude!
Work credo: Never give up!

Kateřina Benešová
Head of ACCA, Czech Republic, Slovakia, Hungary
ACCA (The Association of Chartered Certified Accountants)
Na Příkopě 9/11, Praha 1
Tel.: +420 222 240 855, 0949 340 144
Fax: +420 224 239 720
E-mail: katka.benesova@cz.accaglobal.com

Life philosophy: Happiness comes from within not from outside.
Work credo: Walk the talk and lead by example.

Dana Blechová
Country Manager
IVENTA Slovakia Management Consulting s.r.o.
Jakubovo nám. 13, 811 09 Bratislava
Tel.: +421 2 5737 3715
Fax: +421 2 5737 3710
E-mail: dana.blechova@iventa.sk

Life philosophy: Be yourself.
Work credo: Keep expectations high.

Vladimír Koša
Managing Director
Consilium Consulting, s.r.o.
Štefanovičova 18, 811 04 Bratislava
Tel.: +421 2 5342 1145
Fax: +421 2 5441 0272
E-mail: kosa@consilium.sk

Life philosophy: Always treat others the way you want them to treat you
Work credo: Be proactive.

Lukáš Bakoš
Partner
Maxman Consultants, s.r.o.
Gajova 4, P.O. Box 5, 820 04 Bratislava
Tel.: +421 2 5263 1515
Fax: +421 2 5263 1552
E-mail: bakos@maxman-consultants.com

Life philosophy: The one who stops being better stops being good.
Work credo: Do what you can with what you have where you are, now!

Ladislava Chvostaľová
Manager
Amrop Slovakia - Context Driven Executive Search
Zámocká 36, P. O. Box 283, 814 99 Bratislava
Tel.: +421 2 5443 6001-7
Fax: +421 2 5443 6001-7
E-mail: ladislava.chvostalova@amrop.sk

Life philosophy: Do not wait for your ship to come in, swim out to it.
Work credo: It is better to fail in originality than to succeed in imitation.

Tatiana Hargašová
Managing director
BPP Professional Education
Apollo BC II, Prievozská 4/B, Bratislava
Tel.: +421 2 5810 4030
Fax: +421 2 5810 4031
E-mail: tatianahargasova@bpp.com

Life philosophy: The key is to find the right balance.
Work credo: Everything is possible.

Silvia Kotúčová
Country Manager
R.I.Consultancy Services (Slovakia), s.r.o.
Na Vŕšku 6, 811 01 Bratislava
Tel.: +421 2 5920 7923
Fax: +421 2 5920 7914
E-mail: skotucova@recruitment.sk

Ján Menkyna
Partner
Menkyna & Partners Management Consulting, s.r.o.
Palisády 47, 811 06 Bratislava
Tel.: + 421 2 5463 0652
Fax: + 421 2 5441 2718
E-mail: jan.menkyna@menkyna.com

Life philosophy: To live in such a way that I am not ashamed of my feelings, thoughts,
words or deeds.
Work credo: Work hard but enjoy the rest.

Martin Krekáč
Co-Founder & Chairman
JENEWEIN GROUP
Zámocká 36, P. O. Box 294, 814 99 Bratislava
Tel.: +421 2 5443 6001-7
Fax: +421 2 5443 6001-7
E-mail: krekac@jeneweingroup.com

Life philosophy: Being old does not mean refusing to learn from one's grandchildren.

Rastislav Káčer
Chairman
FIPRA Slovakia - Public Policy & Regulatory Advisers
Zámocká 36, P. O. Box 374, 814 99 Bratislava
Tel.: +421 2 5443 6001-7
Fax: +421 2 5443 6001-7
E-mail: rastislav.kacer@fipra.com

Life philosophy: When you do something, try to do it the best you can.

George Miklas
Managing Director
AGO Europe s.r.o.
Tolstého 9, 811 06 Bratislava
Tel.: +421 2 5441 8082
Fax: +421 2 5443 5471
E-mail: gmiklas@ago.sk

Life philosophy: Life is about creating and re-creating energy in a cohesive balance.
Work credo: Be a good listener and use innovative thinking while considering all
options and selecting the solution to meet mutual success.
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Eva Strečková
Managing Partner
Dr. Pendl & Dr. Piswanger Management Consulting s.r.o
P&P Management Impulse s.r.o
Cukrová 14, 813 39 Bratislava
Tel.: +421 2 5932 4488
Fax: +421 2 5932 4487
E-mail: pp@pendlpiswanger.sk

Natália Šegedová
Country Manager Slovakia
Grafton Recruitment Slovakia
Obchodná 2, 811 06 Bratislava
Tel.: +421 2 5920 8111
Fax: +421 2 5920 8119
E-mail: natalia.segedova@grafton.sk

Life philosophy: Find something you love to do and you'll never have to work a day in
your life.
Work credo: Even if you are on the right track, you will still get run over if you just sit there.

Igor Šulík
Managing Partner
Amrop Slovakia - Context Driven Executive Search
Zámocká 36, P. O. Box 283, 814 99 Bratislava
Tel.: +421 2 5443 6001-7
Fax: +421 2 5443 6001-7
E-mail: igor.sulik@amrop.sk

Life philosophy: To live my life in truth.
Work credo: With belief in character, competence, commitment and teamwork
to strive for excellence.

Zuzana Weberová
Branch manager
CPL Jobs, s.r.o.
Vysoká 14, 811 06 Bratislava
Tel.: +421 2 3219 1200
Fax: +421 2 5263 1587
E-mail: zuzana.weberova@cpljobs.sk

Life philosophy: You always pass failure on the way to success.
Work credo: Under promise, over deliver.

Mária Nádaždyová
Senior Program Manager
EPPP - European Public Policy Partnership
Zámocká 36, P. O. Box 283, 814 99 Bratislava
Tel.: +421 2 5443 6001-7
Fax: +421 2 5443 6001-7
E-mail: nadazdyova@eppp.sk

Life philosophy: The world is not perfect but this should not prevent us from trying to
make it a better place for everyone.
Work credo: The product sells but the journey counts.

Eva Slobodová
Senior Consultant
Amrop Slovakia - Context Driven Executive Search
Zámocká 36, P. O. Box 283, 814 99 Bratislava
Tel.: +421 2 5443 6001-7
Fax: +421 2 5443 6001-7
E-mail: eva.slobodova@amrop.sk

Life philosophy: The meaning of life is to give life meaning.
Work credo: Carpe diem.

Peter Pliešovský
Managing Director
ISG spol. s r.o., executive search
Štefánikova 19, 811 05 Bratislava
Tel.: +421 2 5249 9218
Fax: +421 2 5249 9175
E-mail: pliesovsky@isg.sk

Life philosophy: Everything you say and do is a reflection of the inner you.
Work credo: The difference between a successful person and others is not lack of
strength, not lack of knowledge, but rather a lack of will.

Philippe Riboton
Managing Partner
HR Partners Slovakia
Zámocká 30, 811 01 Bratislava
Tel.: +420 220 400 128
Fax: +420 220 400 123
E-mail: philippe.riboton@hrpartners.cz

Life philosophy: Not only there is no God, but try getting a plumber on weekends. (Woody Allen)
Work credo: The only thing to do with good advice is pass it on. It is never any use to oneself.
(Oscar Wilde)

Luboš Sirota
Chairman of the Board & CEO
Trenkwalder, a.s.
Námestie 1.mája 18, 811 06 Bratislava
Tel.: +421 2 5710 8300
Fax: +421 2 5710 8305
E-mail: l.sirota@trenkwalder.com

Life philosophy: Life is the game that must be played.
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Mariana Turanová
Managing Partner Slovakia
TARGET Executive Search
Ventúrska 14, 811 01 Bratislava
Tel.: +421 2 5441 1617
Fax: +421 2 5441 1617
E-mail: mariana.turanova@targetfuture.com

Eva Zahradniková
Principal Consultant
ISG, spol. s r.o.
Štefánikova 19, 811 05 Bratislava
Tel.: +421 2 5249 9175
Fax: +421 2 5249 9218
E-mail: zahradnikova@isg.sk

Life philosophy: It is not length of life, but depth of life.
Work credo: Customers have the most crucial place in everything we do.

Patrik Zoltvány
Senior Partner
FIPRA Slovakia - Public Policy & Regulatory Advisers
Zámocká 36, P. O. Box 374, 814 99 Bratislava
Tel.: +421 2 5443 6001-7
Fax: +421 2 5443 6001-7
E-mail: patrik.zoltvany@fipra.com

Life philosophy: Destiny is not a matter of chance; it is a mater of choice. It is not
something to be waited for; it is something to be achieved.

Who’s who Professionals
at HR companies
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By Igor Šulík, Special to the Spectator

Despite the global economic downturn,
the strategic appetite of investors who
are already operating in central and
eastern Europe (CEE) and the
Commonwealth of Independent States
(CIS) to remain in the region is strong,
according to a recent survey looking at
these firms’ investments in the human
resources sector. More than half of
those surveyed are likely to stick to their
original HR investment plans; less than
half decided to postpone these
investments; and only a very few have
decided to stop investing in the human
resources completely. Overall, firms
seem to have maintained their
confidence in the significant long-run
potential of the region, according to this
2009 survey conducted by Amrop, a
human capital consulting company.

Amrop surveyed the human resources
agenda of leading companies already
established and operating in CEE and

CIS and compared their last five years’ key
priorities with their main concerns today, as well
as their ambitions and targets for the five-year
period until 2014.
Upgrading and restructuring of sales and

marketing functions came first in the ranking of
the firms’ priorities to recover performance in the
region, ahead of cost-cutting programs,
according to the survey which solicited responses
from more than 300 CEOs and regional and
country human resources directors covering
most industrial sectors.
Management development, personnel cost

optimisation and strategic HR planning
constituted the three main areas where these
firms are willing to concentrate their attention
through 2014, according to the 2009 survey,
which asked about several key areas of strategic
human resources management: regional
governance (centralisation vs. decentralisation),
expatriate policy, talent management, training
and development, executive search and
recruitment.
Attracting and recruiting top talent for key

positions will be as difficult, or even more
difficult, for the period up to 2014, despite the
current downturn, in comparison with the recent

fast-growth context of the region, according to 43
percent of those surveyed.
One third of those surveyed are planning to

decrease their contingent of expatriates in the
CEE and/or CIS region. This change in direction
illustrates the desire by many employers to
empower the local country’s management team
and to save on costs.
The role of regional headquarters will be

reinforced by 2014, with 61 percent of the
respondents declaring their intention to
implement a higher degree of regional
centralisation in the near future. The motivation
for this is mainly financial. The move towards
reinforcing management control enhances
savings programs and new synergies at the
regional level.
While the results of the research show an

emphasis on management development, 60
percent of the surveyed companies already have
or plan to freeze their training budget. Senior
management will look for new approaches, such
as in-house engagement programs, rather than
traditional executive education. For example, the
respondents said the demand for internal
coaching will increase in the region by 25 percent
during the next five years.
Recruitment freezes and staff downsizing are

the two main measures widely implemented by
the surveyed organisations operating in the CEE
and CIS region to restore profitability affected by
the recession, with 75 percent of companies in
the survey already using or planning to
implement such steps.

CEE AND CIS REMAIN ATTRACTIVE
Despite a fast-changing environment that
presents difficult trade-offs and demanding new
challenges, most investors said they are keeping
faith in the real growth potential of the CEE and
CIS regions. By attracting and accumulating
significant inflows of foreign direct investment
during the last decade, the CEE and CIS regions
have witnessed both subsidiaries of world-class
organisations as well as new key domestic
players grow in these market. Some were set up
from scratch by entrepreneurs, others developed
through mergers and acquisitions in all sectors of
the economy.
Quite often, these domestic companies or

subsidiaries rapidly approached or even
overcame the average performance or size of
companies’ other top business units to become
new worldwide benchmarks: this was connected
with a boom in local demand, the speed of
growth in market shares and, sometimes,
unusual and exceptional returns on equity.

Some corporations had to reinvent their
organisational models to satisfy the local
demand, especially in the retail industry. These
numerous successes reflected both the great
potential of the region and the fast development
opportunities, but in many cases, these had
extremely short-term financial returns. In the
service industry, returns lasted up to one year in
comparison with five years in manufacturing.
One may argue that this picture is a little
idealistic and only represents yesterday’s reality.
Nevertheless, potential still exists in the long run.
This is why 61 percent of those surveyed did not
simply change their minds nor review their
investment plans, but kept an intact ‘strategic
appetite’ for the CEE region despite the current
downturn.

CHANGING ROLE OF HRMANAGEMENT
In addition to supervising their business in times
of challenges, most CEOs in the region will need
to embody the roles of human resources and
corporate communication directors in order to
engage everyone within the appropriate change
dynamics.
Shaping a new vision for the future

sometimes requires reinventing the business
model and engaging key employees while
limiting resistance to change at the same time.
The new challenges also require certain
leadership skills which are not necessarily the
same ones that made CEOs successful during the
recent euphoric years.
However, companies which look for new

opportunities and alternatives to cost-cutting
programs, and adopt a positive approach to their
talent and business initiatives, should overcome
the recession more easily than others, having
prepared the groundwork for growth and
recovery with a better talent advantage once the
downturn is over.
Actually, the ability of any organisation to

take over and further develop market shares lost
by competitors will require an adequate ‘HR
reservoir’, which is strong, engaged and
motivated in the near future.

Survey highlights need
to nurture top talents
Companies in the region face unique HR challenges
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Therefore, human resources directors will
have to show their creativity and ability to
innovate to tackle the side effects of the
downturn, by combining approaches that focus
not only on saving money, but above all on
engaging, developing and retaining top
performers and talents.
At the end of the day, this talent advantage

will really make the difference once the crisis is
over. The winners in the upcoming years in the
CEE and CIS regions will be the organisations
that keep investing in top performers and talents
and that are capable of leveraging performance
and new growth opportunities through
engagement of people, not only through cost
optimisation.
In other words, enhancing key employees’

engagement and developing and retaining
talents are to become the number one topics over
the next five years. The challenge here is not only
to successfully manage change globally but
above all to guarantee the organisation’s ability
to deliver sustainable performance in the near
future.

EFFECTS ON THE HR CONSULTING
INDUSTRY
Despite concerns about retention, the survey
results show that external mobility (separation
rates) of key employees has not increased in the
CEE and CIS regions since the beginning of the
recession. In fact, retention is perceived as a
major and more difficult issue to cope with for
the upcoming five years. Almost half of
respondents believe that the risk of losing staff is
greater today than before the crisis.
Actually the risk of losing valuable managers

is higher in the case of best performers and high-
potentials for two main reasons. First, these
categories of employees are usually aware of
their market value and confident when applying
for new positions, whether hunted by HR
consultancies or not. Second, thanks to the
depressed labour market and companies’
reactions to it, competitors can more easily
recruit skilled and experienced talent, who are
more difficult to recruit in more prosperous
economic times.
One reason high achievers are more likely to

leave their employer in a crisis stems from the
way a company treats employees who either stay
or are asked to leave; those who stay can be
adversely affected psychologically if layoffs are
not handled well and will carry these memories
into better times when job offers might be more
plentiful. Thus, the feeling of affiliation to the
team and to the company depends a lot on the
management style and the dominant behaviours.
One usual but unavoidable consequence of

the downturn is decreasing confidence of
employees toward the near future and their
employers’ ability to guarantee their professional
growth and/or stability in the mid-term. With
some exceptions, this statement is also valid
among top performers, talents and high-
potentials.
But this phenomenon is somehow amplified

in the CEE and CIS regions, as local employees

are much more concerned with short-term rather
than long-term perspectives, which are
connected to cultural and historical roots. This
short-term orientation greatly influences the level
of commitment and engagement at work today,
which tends naturally to decrease in
organisations.
This disengagement also appears to be

stronger during restructurings, which has
become a major concern for most companies in
the region, as this can have a significant impact
on productivity, quality and customer care. For
the same reason, the risk of losing talents and top
performers increases.
This risk is particularly serious in the CEE

and CIS regions as 45 percent of the respondents
in the Amrop survey estimated that the
identified populations of talents, high potentials
and best performers were simply not yet

managed, as such, in their respective
organisations. One third even emphasized an
absence of appropriate retention policies.
Thus, the current downturn also suggests a

need for greater support and external assistance
to deal with crisis and conflict management,
change implementation, executive development
and coaching.
The greater demand for management

development, management assessment,
personnel cost optimisation and strategic HR
planning is also expected alongside traditional
consulting on retention policies and on
recruitment of new executive talent.

Igor Šulík is a Managing Partner at Amrop
Slovakia.

Jerome Touiller, human resources services

Source: AMROP
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By Michaela Stanková, Spectator staff

Accreditation maps Slovakia’s
academic landscape
Rectors claim the process brought changes but critics say systemic overhaul is still needed

Last year was in many ways historical
and unforgettable for most Slovak
universities. There were several
scandals as media revealed one
school issuing so-called express
diplomas to children of academic staff
(and others) and discovered
plagiarised texts being proudly
presented by some Slovak academics
as the fruits of their own work. But
universities will mostly remember
2009 as the year when the results of
the Slovak Education Ministry’s
comprehensive accreditation process
were presented.

TheAccreditation Commission, working
under the Education Ministry, evaluated
the quality of 27 Slovak higher education

institutions according to criteria developed by
the ministry to judge the universities’
performance in research and education at all
three academic levels (bachelor’s, master’s and
doctoral). The long-discussed and often much-
criticised process has in the end taken less than
a year to complete and although it was expected
to accurately reflect the state of higher
education in Slovakia and to divide its
universities into three categories, the
accreditation process has caused a great deal of
controversy, confusion and unanswered
questions.

RESULTS OF THE ACCREDITATION
The Accreditation Commission announced its
results on August 21, 2009, and proposed that six

schools – the University of Veterinary Medicine
and Pharmacy in Košice, the Technical University
in Zvolen, Comenius University in Bratislava
(UK), the Slovak University of Technology in
Bratislava, the Technical University of Košice, and
Pavol Jozef Šafárik University in Košice (UPJŠ) –
would remain universities.

However, these were the results of
comprehensive accreditation at public schools
only. Six private universities await their results
during the course of 2010. Until then, Slovakia’s
comprehensive accreditation process cannot be
considered completed.

University status not only means a certain
degree of prestige for the schools. Of the three
categories projected for the future (universities,
unclassified schools and technical colleges),
only universities will be allowed to award PhDs
and they will also be entitled to more financial
support from the state, at least in the case of

Are there enough jobswaiting for us out there?
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public schools. One school, the private
University of Economics and Management, was
categorised as a technical college and will be
able to offer programmes only at the
undergraduate (bachelor’s) level.

Most Slovak schools – according to the
accreditation – presently fall into the category of
unclassified schools, which means they will not
be able to award PhD degrees and will get a
smaller portion of subsidies from the state
budget. They were given one year to improve
their standing, which could eventually allow
them to regain their status as universities.

In the first results, five schools – the Slovak
University of Agriculture in Nitra, Žilina
University, Matej Bel University in Banská
Bystrica, the University of Economics in
Bratislava, and Constantine the Philosopher
University in Nitra – failed to fulfil only one
criterion: the number of students compared to
the number of professors, docents and lecturers,
which should be under 20. They were given
additional time to correct this deficiency.

“It was the first comprehensive accreditation
ever,” the Minister of Education, Ján Mikolaj,
said in an interview with the aktualne.sk news-
server in December 2009 in defence of his
decision to grant additional time to the schools.

“It wasn’t easy to set the criteria. We were
worried that some might miss by only tenths of
points and it would be incorrect to strip them of
their university status for that.”

By February 2010 most of these schools had
announced that they had fulfilled this criterion
and thus expect to keep their status as
universities.

“At Žilina University we missed that criterion
only by little,” the rector of Žilina University Ján
Bujňák told The Slovak Spectator. “Since we
habilitate dozens of professors each year, appoint
about 20 docents [associate professors] after
habilitation and issue about a hundred PhD titles,
we don’t have a problem to fulfil this condition.”
(Note: Shortly before the Career Guide went to
print, three additional schools were confirmed to
keep their status as universities: Matej Bel
University in Banská Bystrica, the University of
Economics in Bratislava, and Constantine the
Philosopher University in Nitra.)

UNIVERSITY COMPLAINTS
However, not all universities accepted their
failure in one or several criteria as solely their
fault. On August 3, shortly before the results
were presented, the General Prosecutor’s Office
received a complaint regarding the criteria used

in the accreditation, questioning their
lawfulness and their retroactive application.
According to the complaint, the criteria were
valid only since January 2008 but were used to
evaluate the performance of the schools back to
2002, which the complainants argued meant
that they were applied retroactively and thus
unlawfully. The Education Ministry refused to
accept the complaint and recommended that the
government and the courts reject it too.

The University of Economics in Bratislava
(EUBA) was one which had initially appealed
against the comprehensive accreditation results.
Rector Rudolf Sivák welcomed the education
minister’s decision to add EUBA and four other
schools to the category of universities as soon as
they fulfilled this one criterion.

“My opinion is that the comprehensive
accreditation process will have to be evaluated
thoroughly, including the criteria that were used
in the process,” Sivák told The Slovak Spectator
at that time.

Sivák said that EUBA failed to meet the limit
of 20 students per professor, docent or lecturer,
because they were required to follow the
ministerial norm of a minimum of 14 students
per teacher at all levels. Also, universities were
directly encouraged by the government during

SP90184/1
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the economic crisis to accept more students for
which they got higher financial compensation
from the ministry, and for these reasons Sivák
does not consider the criterion on the ratio of
students to teachers to be appropriate.

RECTORS’ OPINIONS
On the other hand, rectors whose universities
walked through the accreditation process
smoothly and retained their university status
without any reservations appreciated the whole
process and its results, saying that it has
brought changes to the life of their schools.

“The comprehensive accreditation forced us
to think about the existing study programmes
and even to create some new programmes
which we submitted for accreditation,” the
rector of the Slovak University of Technology,
Vladimír Báleš, told The Slovak Spectator.

Comenius University rector František Gahér
said that the results have had a strong influence
on the life of his university since September
2009, also mentioning newly designed and
accredited programmes as one of the biggest
changes. The rights of some Comenius faculties
and departments to habilitate docents and
professors have also been changed: some of the
faculties had their rights suspended, while
others gained more.

“Non-granting, suspension, or granting
these rights for limited period of time is a
reason for some faculties or departments to
intensify their work in the area of personnel
growth and improvement in the quality of their
research and scientific activities,” Gahér told
The Slovak Spectator.

When asked to indicate the drawbacks of the
comprehensive accreditation process and its
results, rectors did complain in one voice about
the limited impact the results will have on
financial support to universities from the state.

“At the rectors’ conference we originally
supported the comprehensive accreditation
because the ministry had promised us that the

subventions for universities would be divided
on the basis of its results,” Báleš said, adding
that it does not currently seem this promise will
be fulfilled, which may only become totally
clear after the accreditation is completely
finished.

The head of the Accreditation Commission,
Ľubor Fišera, said in an interview for the Trend
weekly published in December 2009 that the
latest proposal to differentiate financial support
for schools according to its category planned on
using a coefficient of 1.2 for university-type
schools, 1.1 for unclassified schools and 1.0 for
technical colleges.

“That means the scissors are close to zero,
and it seems it’s going to be done in ‘a Slovak
way’ again, and the differences will be very
small,” Fišera said in the interview.

Despite that prospect, as well as an
unusually great amount of bureaucracy, both
Báleš and Gahér have said that the process was
objective and transparent.

“I hope that the overall result will lead to a
basic division of schools according to their
quality,” said Gahér. “Comenius University has
been supporting the introduction of the
classification of a research university since 2002.
Today’s university status is being achieved by a
much higher number of schools than the
research university status would include, and so
[the accreditation process] defines a wider first
league rather than a narrower and better extra-
league.”

Báleš was rather more sceptical about the
division of universities according to their
quality on the basis of these accreditation
results.

“Unfortunately, [parliamentary] elections are
near and from this point of view the
accreditation wasn’t timed very well, since
politics has interfered into the results – mainly
in that the division of the schools into
categories, after all, will be approved by
parliament and by the government or the

Education Ministry,” he said. “That means that
not experts – my apologies to the politicians –
but politicians and political interests will
decide.”

Báleš said he would welcome much stricter
criteria for other facilities of a university such as
its libraries, student comfort in study rooms and
items like this.

“So that a school founded in the building of
a kindergarten cannot proclaim itself a
university, as it often happened with the private
universities in Slovakia,” he said, adding that
the criteria about the number of students per
academic staff members could be on the other
hand less strict.

Gahér said he thought there should have
been a second dimension in the accreditation
process – monitoring the reality at universities
in comparison to the accreditation documents:
whether the guarantors of the academic
programmes teach there in reality; whether the
teaching transpires within the scope described
in the accreditation documents; and whether the
testing of students fulfils the standards.

“I’m afraid that at some schools the process
of teaching doesn’t happen in the same way as
it is described in the accreditation documents
and that the worries about some schools issuing
low-quality or easily obtained, or even
fraudulently obtained, diplomas are justified,”
Gahér said, adding that the Accreditation
Commission has been too busy so far to check
on these questions.

“I hope also that pressure from the critical
part of the public will result in a clearing of the
waters of the academic environment,” he
concluded.

EXPERT SAYS IT WAS AWASTE OF TIME
While many rectors believe the comprehensive
accreditation was done relatively well and that
it might bring some improvement to the overall
system as well as to individual schools, several
observers and public policy experts in the field

The University of
Economics in Bratislava
(UEB) provides a

comprehensive education in economics
andmanagement study programmes.
It offers education on all three university levels
in 63 accredited study programmes. On the
undergraduate level, students can select
Foreign Languages and Intercultural
Communications - a university wide
programme taught in foreign languages, and on
the Masters level they can select International
Financial Management – a university wide

programme taught in German, International
Management – a university wide programme
taught in English and Sales Management –
a university wide programme taught in French.
Students can also study technical subjects in
foreign languages within the framework of the
complementary Germanophone study in
cooperation with Martin Luther University
in Halle and the partial Francophone study
in cooperation with the University at Grenoble
with the possibility of obtaining a certificate
from a foreign university. The University also
ensures a Slovak-German Master of Business
Administration programme in cooperation with
the European Business School in Berlin.

Students may study English, German, French,
Spanish, Russian and Italian as foreign
languages. During their studies, they can also
complete a part of their study abroad within the
framework of CEEPUS, ERASMUS, Danubia
Summer School or other programmes. UEB
cooperates with over 90 foreign universities
throughout the world. It is also a member
of the International University Association and
the European University Association, which has
twice carried out an international evaluation of
the University of Economics in Bratislava.
In 2010, the University of Economics
in Bratislava will celebrate the 70th anniversary
of its establishment.

University of Economics in Bratislava
SP90188/1
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of education do not share the rectors’
enthusiasm and state that many drawbacks in
the system remain unsolved and are seemingly
without potential solutions.

Miroslav Beblavý from the Slovak
Governance Institute (SGI) criticised several
aspects of the comprehensive accreditation
process and the interpretation of its results,
including the fact that the accreditation results
worked with average numbers – which provide
an overview of the overall quality of
universities – but do not consider single
programmes and university faculties or
departments.

“From this viewpoint, there can be a poor
quality programme run at an ‘elite’ university,
provided it fulfils the basic standards given by
law,” Beblavý wrote in his analysis published
by the Trend weekly. “Therefore the Slovak
[accreditation] process cannot be used as a
guide for parents and students that successful
accreditation, sealed by the ‘university’ title,
guarantees a better quality of education.”

According to the education minister, however,
the accreditation results should in practice serve
to distinguish graduates in the labour market,
since studying at a quality school should improve
one’s chances to get a good job.

“Graduating from Comenius University has
a different ‘ring’ in the view of an employer
than graduating from some new private
school,” Mikolaj said for aktualne.sk. “It’s like
that everywhere in the world; for instance in
Ireland everyone desires to study at Trinity
University, which is a source of national pride
for them in itself. [...] When someone has
finished Trinity, he or she can be sure about
getting the job he or she aspires for.”

Martin Krekáč, chairman of the Jenewein
Group and the president of the Business
Alliance of Slovakia (PAS) said education is
only one of the factors that HR experts take into
consideration when filling middle level and
higher managerial positions or specialised
positions.

“Prestigious education simply doesn’t
guarantee getting a prestigious job,” Krekáč
told The Slovak Spectator. “The applicants are
always evaluated in a comprehensive manner,
and [HR experts] search not for the best, but for
the most appropriate candidate for a given
position.”

In practice, specialised executive search
advisers can help employers to find the most
appropriate candidate on the basis of all
available information, including the candidate’s
potential to learn quickly and develop
professionally, which according to Krekáč can in
a relatively short time outweigh any potential
lacking in one’s university education.

Krekáč views Slovak university education as
not being in very good condition. He said one
of the problems is that Slovak university
education is largely focused on humanities, as
every second university student studies some
humanities-related programme. Another
problem that he believes hinders the
competitiveness of Slovak universities is that
only around 5 percent of the researchers
affiliated with Slovak universities are
recognised internationally.

According to Krekáč, employers say that
university graduates have rather good theoretical
preparation, but that they are less prepared with
practical skills. More intensive cooperation
between academia and the business sector is one
of the solutions to this problem he says.

“On the other hand, it’s necessary to say that
a systemic change in the university education
system is even more important,” Krekáč said,
adding that the system would work better if it
was based on market principles. He said it has
become fashionable to make university
education accessible to the highest number of
young people as possible, while nobody is
capable of determining how many university
graduates Slovakia actually needs.

“The right thing would be to let the young
generation decide whether to study or not,”
Krekáč said. “But it should be happening in the
conditions of real supply and demand.”

Miroslav Řádek, an analyst with the
European Public Policy Partnership institute,
also believes Slovakia’s system of university
education does not work well.

“Obviously, we cannot say that absolutely
everything in our academic environment is
wrong, but thanks to the recent problems
highlighted in the media the public can see that
a problem really exists and that it can have very
unpleasant and sensitive consequences,” Řádek
told The Slovak Spectator.

He was referring to several situations
revealed by the Slovak media, one of which was

a scandal at the University of Alexander
Dubček in Trenčín (TnUAD) which eventually
led to the resignation of its rector. The charges
against the university started erupting in late
October 2009 when the Pravda daily wrote that
the daughter of the dean of the Faculty of Social
and Economic Sciences had finished her studies
in just nine months in what is normally a five-
year course and that she had also spent one of
her semesters at an exchange stay in Bologna,
Italy. Her brother took two years to finish the
same course of study while simultaneously
studying in England. During the same time
period, media reported on several cases in
which Slovak academics had plagiarised texts
and presented them as their own.

“The whole system of university education
in Slovakia needs in-depth changes – its public-
service character should change into an
environment which we could call a market for
education,” Řádek said. He does not believe the
accreditation results will help to increase the
quality of Slovak universities – on the contrary.

“There is a certain paradox in that the criteria
were set by the same people who work in the field
that was being evaluated,” Řádek said. “I’m not
suggesting there was a direct conflict of interests,
but it’s the same as if a hockey match was
refereed by persons chosen by the players.”

Beblavý also said that the comprehensive
accreditation did not examine the problems in the
system that resulted in scandals such as the one in
Trenčín. He said those drawbacks are to a large
extent a legacy of the previous communist regime
and have not been eliminated even after 20 years
– despite the fact that there is, according to
Beblavý, some evident improvement. He noted
that in the past 20 years ideological absurdities
have been done away with, generational change is
gradually happening, and the internationalisation
of universities, thanks to programmes such as
Erasmus, are all positive developments in the
system.

“What we know, however, is that there is a
clear lagging behind the Czech Republic, and
even clearer gap with the Anglo-Saxon
countries and large part of western Europe,”
Beblavý told The Slovak Spectator. “That has,
however, been here for a long time; only the
Czechs have overtaken us since they’ve been
improving faster than us since the [1989]
revolution.”

One of the few accredited European universities offering advanced veterinary study programs in General Veterinary Medicine leading to
DVM degree

proud of 20 -year history of teaching the art and science of veterinary medicine in English
with hundreds of graduates working in their respective fields back in their home country

OPENSTWOENGLISH STUDY PROGRAMS INGENERAL VETERINARYMEDICINE IN ACADEMICYEAR 2010/2011
�� 6-   year study for high school leavers �� 4-year post bachelor study for bachelors in life sciences

For further information visit our webpage www.uvm.sk or contact our Office for foreign study by email on study@uvm.sk or vice-rector for foreign and postgraduate studies 
prof. Ing. Olga Ondrasovicova, PhD on ondrasovicova@uvm.sk

University of  veterinary medicine and pharmacy in Košice
SP90213/1   
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Active also as /
Spoločnosť je aktívna
aj v oblasti

Job Offers in Countries /
Ponúkaná práca v
krajinách:

Placements in 2009 /
Obsadzované pozície v
roku 2009

1 Aleko Agency, s.r.o. Eva Dolžová
Levočská 4 +421(0)2 5363-1582 +421(0)51 452-0783 1997 � � 1 � � � � � � � NA � � � � � �

Prešov 080 01 +421(0)51 452-0783 aleko@ 5 2
aleko@praca-info.sk www.praca-info.sk praca-info.sk E, R 256

2 All Prof Slovakia s.r.o. Marta Vácziová
Sliačska 14/A +421(0)2 5556-6287 -8 +421(0)2 5556-6287 2000 � � 2 � � � management �

Bratislava 811 07 +421(0)2 5556-6289 vacziova@ 5 1
office@allprofslovakia.sk www.allprofslovakia.sk allprofslovakia.sk E NA

3 Lotty s.r.o. Work and Education Exchange Dušan Elko
Nám. SNP 8 +421(0)2 5556-3939 +421(0)2 5556-3939 1993 � � � 6 � � � � � � � NA � � � � � � � �

Bratislava 811 06 +421(0)2 5556-3939 lotty@ 5 2
info@lotty.sk www.lotty.sk lotty.sk E, G NA

4 MECCTI Slovakia s.r.o. Lucia Henčelová
Einsteinova 24 +421(0)2 5263-2137 +421(0)32 744-0174 2010 � � 1-4 � � cabin crew �

Bratislava 851 01 +421(0)2 5263-2138 lucia@ 8 2 aviation
slovakia@mecabincrew.com www.mecabincrew.com mecabincrew.com E NA

5 Personnel Agency Martin Paal
Bajkalská 25 +421(0)948 790-700 +421(0)948 790-700 2000 � 2 � � � � � cabin crew � � � � � �

Bratislava 827 18 +421(0)2 5823-3476 paal@ 4 1 stevwards
paal@personnel.sk www.personnel.sk personnel.sk E 124

6 Tatra Marine s.r.o. Juraj Boroš
Radlinského 6 +421(0)2 5262-2945 +421(0)918 648-089 1996 � NA � � � quarterdeck, � � � � � �

Bratislava 811 07 +421(0)2 5262-2955 juraj.boros@ 5 NA marine crew
info@tatramarine.sk www.tatramarine.sk tatramarine.sk E, G, I NA
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Consulting realm /
Oblasti poradenstva

Active also
as / Aktívna
tiež ako

Three major sectors for human capital
consulting / Tri najdôležitejšie sektory pre
poradenstvo v oblasti ľudského kapitálu

2 A-Omega Adela Makovinská
Sinokvetná 25 +421(0) 2 4363-5383 +421(0) 905 961-031 12 � � � � � � public sector, � �

Bratislava 821 05 +421(0) 2 4363-5383 amc@ 12(10) medium-sized and large companies
amconsulting@amconsulting.sk www.amconsulting.sk amconsulting.sk

2 AuJob, s.r.o. Peter Ulbrik
Jelenia 11 +421(0)2 5296-6882 +421(0)902 933-111 15 � � IT sector, � �

Bratislava 811 05 +421(0)2 5296-6882 ulbrik@ 15(0) production,
office@aujob.eu www.aujob.eu aujob.sk E,G,F financial sector

3 Eduka s.r.o. Ján Smik
Riečna 2 +421(0)2 5464-3441 +421(0)2 5464-3441 12 � NA
Bratislava 811 02 +421(0)2 5464-3442 jsmik@ 12(0)
eduka@eduka.sk www.eduka.sk eduka.sk E,G

4 EPPP - European Public Policy Partnership M. Nádaždyová, M. Krekáč
Zámocká 36, P.O.Box 283 +421(0)2 5443-6001-7 +421(0)2 5443-6001-7 8 � � private sector,
Bratislava 814 99 +421(0)2 5443-6001-7 slovakia@ 6(2) public sector,
slovakia@eppp.sk www.eppp.sk eppp.sk E,G,F,H,R EU institutions

5 HRman, s.r.o. Pavel Uhrinčať
Prešovská 41 +421(0)37 655-8887 +421(0)903 556-655 10 � � � � � � automotive, � �

Nitra 949 01 +421(0)37 655-8886 uhrincat@ 10(0) public administration
hrman@hrman.sk www.hrman.sk hrman.sk E medical and pharma

6 Hudson Global Resources, s.r.o. Alex Yurchenko
Šafárikovo nám. 4 +421(0)2 3216-1800 +421(0)2 3216-1800 6 � � � � NA � �

Bratislava 811 02 +421(0)2 3216-1801 bratislava@ 6(0)
bratislava@hudson.com www.hudson.com hudson.com E,G,R

7 Human Progress Centre, s.r.o. Boris Kapucian
Štefánikova 47 +421(0)2 5249-5588 +421(0)2 5249-5588 4 � NA
Bratislava 811 04 +421(0)2 5249-4702 kapucian@ 4(0)
hpc@hpc.sk www.hpc.sk hpc.sk E

8 Ivan Perlaki Consulting Ivan Perlaki
Martinengova 8 +421(0)2 6280-1193 +421(0)2 6280-1193 NA � � � � NA
Bratislava 811 02 +421(0)2 6280-3017 iperlaki@ NA
info@perlaki.sk www.perlaki.sk perlaki.sk E

9 Jenewein Group Martin Krekáč
Zámocká 36,P.O. Box 294 +421(0)2 5443-6001-7 +421(0)2 5443-6001-7 103 � � � � � � � foreign investors, EU institutions, �

Bratislava 814 99 +421(0)2 5443-6001-7 slovakia@ 88(15) MNCs and leading local companies,
slovakia@jeneweingroup.com www.jeneweingroup.com jeneweingroup.com E,G,F,H,R public sector, NGOs

10 KNO Slovensko s.r.o. Steven J. Kelly
Tolstého 7 +421(0)2 5443-2303 +421(0)2 5443-2303 9 � � � � � NA
Bratislava 811 06 +421(0)2 5441-0148 kno@ 7(2)
kno@kno.sk www.kno.sk kno.sk E,G,R

11 Krauthammer Slovakia, s.r.o. Marián Dubjel
Záhradnícka 60 +421(0)2 2090-2415 +421(0)2 2090-2415 7 � � � � � finance, pharma medical,
Bratislava 821 08 +421(0)2 2090-2416 info.slovakia@ 4(NA) IT/telecom, services,
info.slovakia@krauthammer.com www.krauthammer.com krauthammer.com E,G,F,H,D,S,R,Chi manufacturing

12 Libellius s.r.o. Martin Chinoracký
Hattalova 19 +421(0)2 4463-6366 +421(0)905 700-228 8 � � � � NA
Bratislava 831 03 +421(0)2 4463-6367 martin.chinoracky@ 8(0)
info@libellius.com www.libellius.com libellius.com E,G

13 Maxman Consultants, s.r.o. Lukáš Bakoš
Gajova 4, P.O.Box 5 www.maxman-consultants.com +421(0)907 790-222 5 � � � � � � IT/telecom,
Bratislava 820 04 +421(0)2 5263-1515 bakos@ 5(NA) manufacturing,
bakos@maxman-consultants.com +421(0)2 5263-1552 maxman-consultants.com E, Pl energy

14 PDI Slovensko, spol. s r.o. Jana Kupkovičová
Tomášikova 64 www.pdininthhouse.com +421(0)2 4911-4914 10 � � � � � NA
Bratislava 831 03 +421(0)2 4911-4901 jana.kupkovicova@ 6(2)
daniela.skripkova@pdininthhouse.com +421(0)2 4911-4927 pdininthhouse.com E, G,R,H

1 A-Omega, s.r.o. Katarína Ikrényiová
Zámocká 9 +421(0)34 772-2336 +421(0)905 303-291 6 � � � � � � production companies, � �

Malacky 901 01 +421(0)34 772-2336 katarina@ 4(0) services- health services,
a-omega@a-omega.sk www.a-omega.sk a-omega.sk E,S transport and wholesale trade

15 Williams & Partner s.r.o. Joerg Keplinger
Klariská 14 +421(0)2 2051-2720 +420 2 2255-0070 11-20 � � � finance and bank sector � � �

Bratislava 811 03 +421(0)2 5413-1291 keplinger@ NA consumer goods
info@williams.sk www.wnp.com wnp.com E,G, Ro industry

(NA = Not Available, E = English, G = German, F = French, H = Hungarian, R = Russian, S = Spanish, I = Italian,
Ro = Roamnian, Pl = Polish )

Compiled by Marta Fukasová.



RETAINED EXECUTIVE SEARCH FIRMS
G E N E R A L P A R T N E R

SP90211/1

Chief
eecutive officer

Phone
E-mail

Generálny riaditeľ
Telefón
E-mail

Company
Address
City, Postal code
E-mail

Phone
Fax

www

Názov
Adresa
Mesto PSČ
E-mail

Telefón
Fax

www

(v abecednom poradí)

(Listed alphabetically)

Ye
ar

of
Es

ta
bl

ish
m

en
ti

n
SR

/#
of

Em
pl

oy
ee

si
n

SR
/

La
ng

ua
ge

s/
Ro

kz
alo

že
ni

av
SR

/P
oč

et
za

m
es

tn
an

co
v

vS
R

/J
az

yk
y

Te
m

po
ra

ry
em

pl
oy

m
en

ta
ge

nc
y/

Re
cr

ui
tm

en
ta

ge
nc

y/
H

um
an

ca
pi

ta
lc

on
su

lti
ng

fir
m

/

Pr
of

es
sio

na
ls

ta
nd

ar
ds

/A
ve

ra
ge

se
ar

ch
tim

e(
w

ee
ks

)/
#

of
br

an
ch

es
in

SR
(#

of
br

an
ch

es
w

or
ld

w
id

e)
/P

ro
fe

sn
ýš

ta
nd

ar
d

/P
rie

m
er

ný
ča

sv
yh

ľ.
vt

ýž
dň

oc
h

/P
oč

et
po

bo
čie

kv
SR

(v
o

sv
et

e)

Pr
od

uc
tio

n
/V

ýr
ob

a
Au

to
m

ot
iv

e/
Au

to
m

ob
ilo

vý
pr

iem
ys

el
En

er
gy

Se
ct

or
/E

ne
rg

et
ika

Te
le

co
m

m
un

ica
tio

ns
&

IT
/T

ele
ko

m
un

iká
cie

&
IT

Fi
na

nc
e/

Fin
an

čn
ýs

ek
to

r
Lo

gi
st

ics
/L

og
ist

ika
Sa

le
s/

Pr
ed

aj
Ad

ve
rt

isi
ng

&
M

ed
ia

/R
ek

lam
aa

M
éd

ia
Tr

av
el

&
re

st
au

ra
nt

s/
Ce

sto
vn

ýr
uc

h
ar

eš
ta

ur
ác

ie
H

ea
lth

Ca
re

/Z
dr

av
ot

ní
ct

vo
Pu

bl
ic

se
ct

or
/V

er
ejn

ýs
ek

to
r

Pr
of

es
sio

na
ls

(la
w

ye
rs

,a
ud

ito
rs

...
)/

O
db

or
ní

ci
(p

rá
vn

ici
,a

ud
ito

ri.
..)

#
of

pl
ac

em
en

t/
Bo

ar
d

an
d

C-
le

ve
l/

M
id

dl
em

an
ag

em
en

t/
Ce

lko
vý

po
če

t
um

ies
tn

en
í/

Bo
ar

d
aC

-ú
ro

ve
ň

/
St

re
dn

ým
an

až
m

en
t

Ex
ec

ut
iv

eb
oa

rd
co

ns
ul

tin
g

/P
or

ad
en

stv
o

sp
rá

vn
ym

or
gá

no
m

sp
ol

oč
no

sti
M

an
ag

em
en

ta
ud

its
/M

an
až

ér
sk

ea
ud

ity
In

te
rim

m
an

ag
em

en
t

/I
nt

er
im

m
an

až
m

en
t

Tr
ai

ni
ng

/T
ré

no
va

ni
e

O
ut

pl
ac

em
en

t/
O

ut
pl

ac
em

en
t

Active also
as / Aktívna
tiež ako

Placements in SR
in 2009 /
Obsadzovanie
pozícii v roku 2009

Other services /
Ostatné služby

Target sectors / Obsadz. sektory

1 Accord Group ECE Jana Martinová Affiliated with: AltoPartners Executive Search Worldwide
Podjavorinskej 4 +421(0)2 2063-3248 +421(0)2 2064-3248 2004 AESC � � � � � � � � � � NA � � � �

Bratislava 811 03 +421(0)2 5443-2921 j.martinova@ 6 4-6 89%
bratislava@accord-ece.com www.accord-ece.com accord-ece.com E, G, F 1(33) 11%

2 Amrop Slovakia Igor Šulík, Martin Krekáč Affiliated with: Amrop - Context Driven Executive Search
Zámocká 36, P.O.Box 283 +421(0)2 5443-6001-7 +421(0)2 5443-6001-7 1990 � AESC, ECGI � � � � � � � � � � � � 102 � � � �

Bratislava 814 99 +421(0)2 5443-6001-7 slovakia@ 25 4-6 31
slovakia@amrop.sk www.amrop.sk amrop.sk E,G,F,H,R 1(88) 71

3 Appel Counselling, s.r.o. Ľubomír Dranga Affiliated with: Glasford International
Štefánikova 47 +421(0)2 5249-5588 NA 1993 � � ISO9001:2000 � � � � � � � � � � NA � �

Bratislava 811 04 +421(0)2 5249-4702 dranga@ 9 2-4 NA
info@appel.sk www.appel.sk appel.sk E,G 1(0) NA

4 Arthur Hunt, s.r.o. Blanka Schellingová
Obchodná 24 +421(0)2 5263-2761 +421(0)2 5263-2761 2000 � NA � � � � � � � � � � � � NA � � �

Bratislava 811 06 +421(0)2 5273-1090 schellingova@ 7 3-4 NA
office@arthur-hunt.sk www.arthur-hunt.com arthur-hunt.sk E,G,F 1(11) NA

(NA = Not Available, E = English, G = German, F = French, R = Russian, H = Hungarian) Compiled by Marta Fukasová.

5 Consilium Consulting, s.r.o. Vladimír Koša
Štefanovičova 18 +421(0)2 5342-1144 +421(0)2 5342-1145 2005 � � NA � � � � � � � � � � NA � � � � �

Bratislava 811 04 +421(0)2 5441-0272 kosa@ 6 2-3 NA
consilium@consilium.sk www.consilium.sk cosilium.sk E,G,H 1(NA) NA

6 Dr. Pendl & Dr. Piswanger Management Consulting s.r.o. Eva Strečková Affiliated with: Intersearch Worldwide, Dr. Pendl & Dr. Piswanger Group
Cukrová 14 +421(0)2 5932-4488 +421(0)2 5932-4488 1993 � � NA � � � � � � � � � � � � NA � � � �

Bratislava 813 39 +421(0)2 5932-4487 streckova@ 4 6-8 NA
pp@pendlpiswanger.sk www.pendlpiswanger.sk pendlpiswanger.sk E,G 1(90) NA
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