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»Iradi¢né manazérske kvality ako
nasadenie, energia, oddanost
a motivicia nadalej patria me-
dzi Ziadané vlastnosti. Od talen-
tov a manaZzérov sa vSak vyzaduje
ovela viac. Hladaja sa ludia s in-
tegritou, lojilni a podnikavi, kto-
ri stoja oboma nohami pevne na
zemi. Zaroven st lidrami s vyso-
kou odolnostou vodi stresu, ktor{
net@zia {st s masou, ale chca byt
vpredu a ukazovat cestu. Ide pre-

dovsetkym o ludi, ktorf ticto slo-
va nevnimaja ako pekne znejace
frazy, ale o ludi, ktor{ im naozaj
veria a, ¢o je najdoleZitejsie, aj sa
podla nich spravaja,” hovori Igor
Sulik, Managing Partner pora-
denskej spoloénosti Amrop Slo-
vakia.

Ziujem o pracovitych a rozhod-
nych manazérov do ,dobrého
pocasia® klesi. Dopyt je po lu-
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Trh prace je presyteny schopnymi fudmi, z ktorych si
firmy mozu vyberat. Toto konstatovanie, hoci platilo este
nedavno, nezodpoveda realite. Na trhu je sice viac fudi,
ktori si hlfadaju pracu, ako pred krizou, avsak skutocnych
talentov nepribldda priamolumerne. Navyse, ekonomické
prostredie poznacené recesiou radikalne meni naroky

najma na riadiacich pracovnikov.

The companies can pick their employees from the labor
market that is full of capable people. This statement,
although true not long time ago, does not reflect the

reality. There are more people on the market looking for
a job than there were before crisis, however, the pool

of true talents does not grow proportionally. Moreover,
the current business climate affected by the recession
radically changes what is expected from the managers

“Traditional managerial qualities
such as drive, energy, dedication
and motivation are still expected.
But there is a lot more expected
from talents and managers. People
with high integrity, loyalty and en-
treprencurship, but firmly stand-
ing on the ground are on demand.
At the same time they must be
leaders with high frustration toler-
ance who does not want to just go

and leaders.

along with others, but they want
to be up front and lead the way.
These are the people, who do not
take these qualities as nice cliché,
but they truly believe in them and
moreover they live by them,” says
Igor Sulik, Managing Partner of
consulting company Amrop Slo-
vakia.
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doch, ktor{ zvladaja krizu a ne-
boja sa riskovat a Celit nestan-
dardnym vyzvam. Donedivna
Gspesni a ,nenahraditelni ma-
nazéri budt vymeneni, pricom
prioritou uz nebudd tzv. tvrdo-
faktorové atribaty. Do popre-
dia sa dostavaja tzv. mikké zruc-
nosti, predovsetkym kvality ako
pevné nervy, pruznost, odvaha,
slu§nost a schopnost ingpirovat
a inovovat. Kto chce zvlidnut
nielen krizu, ale aj nasledujtce
¢asy, ktoré uz nikdy nebuda také
ako predtym, potrebuje stabilna
osobnostnt zdkladfiu a schop-
nost riesit veci v podmienkach
permanentnej zmeny.

Podla prvych signalov sa boj o ta-
lenty uz zadal. ,Medzinirodni
§tddia The Human Resources
Agenda for CEE & CIS realizo-
vani spoloénostou Amrop, kto-

The interest in hardworking and
decisive managers to the “good
weather” times is declining. Peo-
ple who can cope with crisis situa-
tion, willing to take risks and face
non-standard challengesare on de-
mand. Until recently, the success-
ful and “irreplaceable” managers
will be replaced and it will not be
on hard-factors’ ground. The soft
skills will be more important, es-
pecially good nerves, flexibility,
courage, decency and ability to
inspire and innovate. Those who
want to cope with the crisis but
also be ready for the times to come
that will never be the same as be-
fore, need strong personality in
the core and ability to address
various issues in the permanent
change situation.

According to first signals the war
for talent has resumed. “Interna-
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rd bola zamerand na porovnanie
agendy ludskych zdrojov za po-
slednych pit rokov s budacimi
piatimi rokmi, poukizala na to,
Ze strategické plinovanie lud-
skych zdrojov sa spoloéne s iden-
tifikovanim a vyuzitim talentov
stava Coraz déleZitejsie,” vysvet-
luje Igor Sulik. Tieto fakty pod-
poruja aj zistenia, z ktorych vy-
plyva, Ze takmer 40 % vsetkych
CEO plianuje v roku 2010 prijimat
novych talentovanych ludi.

tional study The Human Resources
Agenda for CEE & CIS conducted
by Amrop with focus on compari-
son of the human resources agen-
da over the past five years and the
next five years showed that stra-
tegic human resources planning
together with identification and
utilization of talents has grown in
importance,” Igor Sulik explains.
These findings are backed up by
the statistics showing that almost
40% of all CEOs plan in 2010 hire
new talented people.

Ticto spravy si dobrym zname-
nim aj pre personilnoporaden-
ské spolo¢nosti, ktoré kriza po-
stihla pomerne vyrazne. Pokles
obratu len v oblasti Executive
Search sa v nicktorych pripadoch
vy$plhal az na 70 %. Spravy o po-
stupnom ozfvan{ trhu st preto
vitané. Hladanie talentov vdak
mé iné $pecifikd — v centre zauj-
mu s iné skdsenosti a vlastnos-
ti. ,Nijst talentovaného ¢loveka
so zruénostami, ktoré si vyzadu-

These findings are good sign also
for the human capital consult-
ing companies that have been
affected by the crisis quite serious-
ly. The downfall of revenue only in
Executive Search in some cases was
almost 70%. The news about the
market recovering is therefore wel-
comed. The search for talents has
its own peculiarities — there are
different experience and qualities
needed. “Finding talented person
with skills that are required today
is more difficult. That is because

je dnesok, bude tazsiec. Obdob-
nd trhova situdciu totiz zazilo
len malo z nich. A milo z nich
je odhodlanych a motivovanych
bojovat s aktudlnymi vyzvami.
Na ziklade $tGdiec Amropu moz-
no konstatovat, Ze najtvrdsi boj
bude o mladych ludf s troj- az
pitro¢nymi skisenostami,” pred-
povedi Igor Sulik.

Po kvalitnych ludoch je dopyt
stile a vo vSetkych sektoroch, aj
ked kazdy ma urlité $pecifika.
~Napriklad v oblasti zdravotnic-
tva a farmaceutickych spolo¢-
nostf je vysoky dopyt i ndroky na
$pecializdciu a expertné know-
how. Okrem toho pribada potre-
ba vaimat trh komplexne po pro-
duktovej i ekonomickej stranke.
Medzi dalSie atraktivne sektory
patri energetika alebo tzv. zele-
né technolégie a finanény sek-

only few people experienced mar-
ket situation similar to the one we
have right now. And only few of
them are willing to face and fight
the current challenges. Based on
the Amrop study we can say that
the toughest fight will be for peo-
ple with three-to-five years of ex-
perience,” Igor Sulfk predicts.

There is always 2 demand for good
people in all sectors, although
there are some peculiarities. “For
example in healthcare and phar-
maceutical sector, expert know-
how and specializations arc in high
demand. On top of that it is ex-
pected they will be able to broad-
ly sense the market in both prod-
uct as well as business dimensions.
Energy, green technology and fi-
nancial sectors are also attractive.
The banks and other financial in-
stitutions face difficult situations

tor. Banky a finanéné inStittcie
Celia naroénym situdciam, ktoré
prindsaji medzinirodné regula-
cie ako dodrZiavanie IFRS, Basel
principov a pod. Preto potrebuja
$pi¢kovych ludi a nemdZu si do-
volit zaostat v medzinirodnom
prostredi,* objastiuje Igor Sulfk.
Oziva aj automobilovy a vyrobny
priemysel. V stkromnom i §tit-
nom scktore bude otidzkou diia
hladanie ludi, ktori rozumeja
biznisu regulovanému Bruselom
aregulaénymi Gradmi.

,Dordastla mlada, sebavedomad a osobita generdcia
mladych talentoo a manaZzéroo, ktora dokaze
zoladnut chaos sucasngch i buddcich dni*

,Ostrg boj o buddce talenty sa zacal, hoci sme len

Pohlad potencidlnych kandidatov
na ro$ady v profesijnom smerova-
nf je opatrny. Kriza v ludoch vy-
volala silny pocit neistoty, a preto
takmer kazdy, kto ma ,,ista“ pozi-
ciu, tazko podstupuje riziko len
pre malé zlepSenie situdcie alebo
otaznu pracovni vyzvu. Motivo-
vat $pi¢kovych Tudi k zmene je
a eSte len bude tazké. Vyssi plat
nestaéf a uz nie je ani velmi déle-
zitym faktorom. Kandidati posu-
dzuja atraktivnost firmy vlastny-
mioc¢amiasktmajijejpostavenie

o strede zapasu s krizou.”
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“Young, self-confident and distinctive generation of

talents and managers has grown up to cope with

the chaos of today and future days.”

“The tough war for future talents has begun,
though we are only in middle of the battle with
the crisis.”

stemming from international
regulations such as complying with
IFRS, Basel principles, etc. There-
fore they need first-rate people and
cannot allow falling behind in in-
ternational environment,” adds
Igor Sulik. Automotive and manu-
facturing industries are also pick-
ing up. In private as well as public
sectors soon they will be looking
for people who understand busi-
ness regulated by Brussels and oth-
er regulation authorities.

The potential candidates are cau-
tious about making a change in

their carecers. The crises evokes in
people a strong feeling of uncer-
tainty, so almost everybody who
feels strong in his current posi-
tion is hesitant to take the risk for
a marginal improvement in his sit-
uation or for a questionable work-
ing challenge. To motivate top-
class people to change is, and will
be even more, difficult. Just pure
salary increase will simply not do it
as it is not an important factor in
most of the cases. The candidates
asses the overall attractiveness of
the company including its market
position, financial situation, good-
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na trhu, finan¢nd situiciu, meno
a najmi perspektivu a pravdepo-
dobnost dosiahnutia ciclov a vi-
zif. O potencidlnej zmene uva-
Zujt opatrnejsie. Praca Executive
Search konzultantov preto zadi-
na naberat aj inG Glohu. Okrem
nijdenia spravnych kandiditov
bude Glohou dfia presveddit ich
a spravne motivovat.

Viaceré $tadie, experti a riadite-
lia spolo¢nostf sa zhoduja v jed-
nom: trh sa zmenil a nadalej sa
meni. Pravidl4, ktoré platili ke-
dysi, s minulostou. A presne
nalinkovani nie je ani budtc-
nost. ,Boj o talenty bude ostre;jsi
ako pred nickolkymi rokmi, pre-
toZe dnes sa od kazdého vyzadu-
je o nieco viac a za menej. Okrem
zrucnosti, ktoré boli potrebné
v dobrych ¢asoch, st nevyhnutné
nové profesionidlne a osobnostné

will and outlook to achieve their
goals and visions. They are cagey
about potential change. The job
of Executive Search consultants
is getting additional role. They
need to not only identify the can-
didates, but also convince them
and motivate them to consider the
challenges.

Many studies, experts and CEOs
agree on one fact: the market has
changed and it is still changing.
The rules that were applied before
are the past. And the future is diffi-
cult to predict. “The war for talent
will be even tougher than few years
agoasitisexpected thateverybody
will have to deliver more for less.
Besides skills that were required in
good times new professional skills
and qualities are required. The
young generation has good basis
to face the new challenges since it
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¢rty a znalosti. Mladd genericia
talentov ma dobré predpoklady
na to, aby tymto vyzvam dcelila,
pretoZze vyrastla v turbulentnej-
s$ich a rychlejsich ¢asoch. Stéas-
n{ manazéri musia ticto talenty

ito them their experi-

create space for them to

~discover new ways and approaches
~ to overcome this difficult period,”

adds Igor Sulik.

rozpoznat, odovzdat im skase-
nosti a prenechat priestor na to,
aby spoloéne prekonali tazké ob-
dobic a objavili Gplne nové cesty
a pristupy,* dodava Igor Sulik.
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Amrop

Context Driven Executive Search

We believe that context matters to successful
executive search. Our Context Driven process is
a rigorous approach to understanding each
individual search and how it relates to both the
short and the long-term success of your business.

www.amrop.sk



