











Business in Matopolska

Reasons for
staff turnover

The research sought to ascertain the rate and reasons for staff
turnover, which is defined as the act of an employee leaving
his/her job voluntarily. Nearly one-third (29%) of the companies
surveyed indicated a low level of turnover, and not exceeding
5 per cent. A similar number of those surveyed estimated the
figure to be at a medium level, within the range 5 to 10%.
Almost one-fifth (18%) of respondents claimed to have a high
level of staff turnover i.e. over 10%.

23) Estimated level of staff turnover
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Source: Advisory Group TEST Human Resources Survey

The reasons for leaving a job are closely correlated with turnover
rates. Interviewees identified four main reasons for why
employees change their job. Over half of the respondents (53%)
cited unsatisfactory remuneration as the main reason. The
second general reason, indicated by 47% of interviewees, was
the general need for a change. The survey responses reveal that,
for many, the reality of the job in question differed from the
expectations previously held by the employee. Other reasons
mentioned were professional burnout syndrome, leading
to a desire for a change of profession. A desire to start one’s
own business activity was also cited. The third main reason for

24) Main reasons for leaving job

remuneration location of employer need for a change journeys abroad

Source: Advisory Group TEST Human Resources Survey

Labour Martket and Human Resources raport.indd 20

leaving a position was a decision to travel abroad — an answer
provided by 29% of those surveyed. However, respondents
emphasised that the importance of this as a factor was clearly
in decline.

We have supplemented the data gathered from direct
interviews with investors with information from the Complex
Analysis of Staff Turnover, which is based on data collected
as part of a Polish survey on remuneration conducted
by RaportPlacowy.pl. The average staff turnover in the first half
of 2008 is presented below:

First 6 months of 2008

Poland 7.67 %

Matopolska 5.55 %

The data above has been completed by a helpful evaluation
of levels of absenteeism. This demonstrates that employers
in Matopolska do not experience problems with employees
avoiding work.

25) Evaluation of absence levels

very low average high very no data
low high available

Source: Advisory Group TEST Human Resources Survey

The vast majority of interviewees indicated a very low level
of absenteeism, with such responses accounting for 65% of all
answers. Both low and average absences level were claimed
by 6% of respondents. The same results were observed for
those claiming high and very high levels of absenteeism.
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Business in Matopolska

I dentification of factors determining location
and development of investments

The companies surveyed evaluated certain factors when
choosing Matopolska as a location for their new investments.
Respondents discussed their reasons for selecting specific
locations, evaluated actions of local authorities with regard
to the level of support for new investments, and also shared
information on their forthcoming development plans in the
region.

Evaluation of the attractiveness of the local
labour market with regard to investment location

26) Investment attractiveness of Matopolska
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Source: Advisory Group TEST Human Resources Survey

Respondents positively assessed the investment attractiveness
of Matopolska. Over one-quarter (29%) of those surveyed
consider Matopolska to be a very attractive location for
investment, 24% as attractive, and a further 24%
of interviewees assessed the region’s attractiveness for
investment as average. Access to qualified human resources
with knowledge of foreign languages was evaluated
particularly well. The experience and knowledge held
by potential employees was cited as being a very strong
advantage. At the same time, respondents highlighted
difficulties relating to operating in Matopolska, including
a high level of competitiveness among the region’s employers
and a “drainage” of the labour market.

Reasons for investment in Matopolska

The most frequently cited (59% of all answers) reason for
choosing Matopolska as a new investment location was
access to human resources: the large number and availability
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27) Reasons for choosing Matopolska
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Source: Advisory Group TEST Human Resources Survey

of university-educated, trained specialists. Of slightly less
importance but still significant was the excellent reputation,
the "magic” of the city of Krakéw (41%). In just under one-
third (29%) of cases, all or part of the central management
board comes from Matopolska, which naturally results in the
establishment of new locations in the area. The positive and
favourable attitude of the local authorities towards new
investments also plays an important role in the decision-
making process, as mentioned by 35% of respondents.
A particularly positive evaluation was given to the assistance
and support provided by the Niepotomice Gmina in the
development of investment activities. Moreover, the
respondents pointed to both the region’s political stability
(12%) and its lower costs (6%) compared to alternative
locations for their investments.

Evaluation of employment costs compared
to other regions

28) Evaluation of employment costs
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Source: Advisory Group TEST Human Resources Survey
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Almost two-third of interviewees (63%) assessed employment
costs in Matopolska as being average. In their opinion, these
costs are comparable to employment costs in other big Polish
cities, for example Poznan and tédz. Almost one-fifth (18%)
of companies assessed employment costs to be high, with
12% claiming that they were ‘very high’. The companies
surveyed said that the “costs have increased but are still
adequate” and that "the costs are similar to those in other
cities. However, they are lower than in Warszawa.”

Plans for the future with regard
to the development of employment and
investments in the region

29) Development plans
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Nearly half the respondents (47%) have no plans to increase
employment within the next 2-3 years. A lack of development
plans typically means maintaining current employment levels.
Slightly over one-third (35%) of companies declared
an intention to continue employment growth (a continuation
of recruitment activities at a similar or higher level as compared
to previous years). Planned employment growth was
homogeneous. There were statements on 10%, and even
100% employment increases. Less than one-fifth
of interviewees (18%) did not provide an explicit answer
regarding development plans, which may result from a lack
of officially confirmed information or plans.
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Evaluation of legal regulations and activities
of local authorities with regard to supporting
the development of entrepreneurship

and investments

30) Evaluation of local authorities’ activities
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Source: Advisory Group TEST Human Resources Survey

Surveyed investors’ opinions regarding local authority
assistance and support for their business in Matopolska are
mixed. On the one hand, almost one-third of companies (29%)
assess the activities of local authorities with regard to providing
assistance to new investors in the region as being poor. On the
other hand, over one-third (36%) of companies express positive
or very positive opinions on this matter. Negative opinions
related to the following fields of cooperation with local
authorities: excessive bureaucracy, an insufficient number
of apartments and business premises, difficulties in purchasing
land or insufficient care for the region’s infrastructure. Very
positive opinions were again expressed regarding the activity
of the Niepotomice Gmina as being a gmina that helps and
supports new investors.
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Business in Matopolska

I dentification of barriers
to hiring new employees

The companies surveyed were asked to share information
on the difficulties encountered during the recruitment process
with candidates and employees from Matopolska. Respondents
answered questions concerning methods of levelling out
or minimising the aforementioned difficulties, the degree
to which they impair an effective recruitment process and
costs incurred.

What kind of problems/difficulties are
encountered during the recruitment process/
when hiring candidates? (for which positions
is there an insufficient number of suitable
candidates and for which jobs is the number
of candidates sufficient, etc?)

31) Barriers to recruitment
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Source: Advisory Group TEST Human Resources Survey

When asked about the most frequently encountered barriers
to acquiring and recruiting employees, the companies surveyed
indicated a low level of candidate motivation in almost half
of the cases (47%), as well as their motivation throughout their
career with the company. The candidates, as well as the
employees, are seen as people with lower-than-expected levels
of work motivation, mobility and company loyalty. The
companies surveyed are aware of a high level of staff turnover
and, in some areas of their recruitment, mention a lack
of required professional experience. The companies talk about
the so-called generation gap, which is reflected in the low
number of specialists in technical fields, a lack of managers
at the medium level of management as well as specialists
in interdisciplinary fields (for example technologists). 12%
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of companies emphasise the importance of knowledge
of foreign languages (especially less common languages such
as Dutch, Norwegian, Romanian or Hungarian). Only rarely did
the companies mention other factors impairing recruitment:
bureaucracy (6%), time pressure (6%) and strong competition
on the market (6%).

To what extent are these problems a significant
obstacle to further investment in Matopolska?

32) Significance of recruitment barriers

5 u
0

very high average low very no data
high low available

Source: Advisory Group TEST Human Resources Survey

The barriers to searching for and recruiting employees
mentioned by the surveyed companies were then evaluated
with respect to theirimportance and level of risk in conducting
effective recruitment activities. Just over one-third (35%)
of companies assessed these barriers as having a ‘very low’
impact on investment activities. Just under one-fifth (18%)
assessed them as being highly significant, with an identical
proportion of respondents identified them as having a ‘low’
impact. Nearly a quarter of interviewees did not answer this
question. To summarise, although the companies are aware
of and experience difficulties related to the recruitment
process, they have developed their own ways to overcome
them.

What activities are recommended/applied in order
to eliminate these problems?

Representatives of the companies surveyed were then asked
to indicate what methods of eliminating barriers to recruitment
had been applied and found to be effective. The most frequent
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33) Recommendations for eliminating barriers to recruitment

job fairs

reorganisation
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Source: Advisory Group TEST Human Resources Survey

were: actions at schools and higher-education institutions
(cooperation with higher-education institutions, secondary
schools and vocational schools, the introduction of new
sought-after faculties and new teaching methodologies,
training students in higher business awareness and actions
aimed at forging a stronger connection between science and
business). Just under one-fifth (18%) of respondents conduct
independent recruitment in order to reduce the impact
of barriers to recruitment. 12% of companies recommend
participation in job fairs. A smaller proportion of respondents
(6%) mention a number of other ways of eliminating such
barriers: recommendations/reference, monitoring the labour
market, cooperating with labour offices, changes to their
internal organisation (for example introducing overtime,
in order to eliminate recruitment requirements), internal
training and promotion, as well as the development
of a positive image of the company, which, over the long-term,
encourages candidates to work there. A significant number
of interviewees (53%) did not answer this question. This does
not necessarily mean that companies had not developed
methods of overcoming recruitment barriers.
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Business in Matopolska

Methods used to find
new candidates

The analysis of the labour market in Matopolska also includes
the recommendations of the companies surveyed regarding
methods used to search for and effectively recruit work
candidates. The methods put forward by the survey
respondents were then evaluated for effectiveness and costs
incurred in connection with their application.

Methods used to find new candidates

34) Methods used to find new candidates

Source: Advisory Group TEST Human Resources Survey

The companies surveyed mention the following methods
of searching for candidates: independent recruitment (47%),
cooperation with recruitment agencies (41%), trust
in recommendations/reference and networking (35%),
cooperation with institutions (labour offices, higher-education
institutions, organisers of job fairs) (35%). Other less common,
yet effective, methods were also mentioned: the organisation
of internships and apprenticeships (18%), ‘event-hunting’
(searching for potential candidates during events such
as conferences, congresses, meetings of trade associations,
etc.) (12%). The means of candidate recruitment also included
announcements (press, the Internet), with this method being
mentioned by more than half of the respondents.
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Are the methods applied satisfactory/sufficient?

35) Effectiveness of methods of finding new candidates

Source: Advisory Group TEST Human Resources Survey

Just under half (47%) of the companies surveyed rated the
effectiveness of the developed and applied methods of finding
new candidates as high. Over one-third of companies (35%)
assessed their effectiveness as ‘very high'. Slightly under one-
fifth of companies surveyed (18%) did not express an opinion
on the effectiveness of the aforementioned methods of finding
new candidates. To summarise, in spite of previously mentioned
difficulties in reaching qualified candidates in Matopolska, the
companies do manage to overcome these difficulties.
Knowledge of the local labour market conditions makes
it easier for them to undertake effective recruitment
activities.

How do the surveyed companies view the costs
of this process? Are they significant/increasing?
Are they representative of the value derived?

36) Costs of the applied methods of searching for new employees

Source: Advisory Group TEST Human Resources Survey
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More than half of the companies surveyed (53%) view the
costs of searching for new employees to be average.
Approximately one-fifth (18%) of companies consider them
to be high, and 12% to be low. Generally speaking, although
the companies have noticed an increase in costs in comparison
with previous years, they still regard them as acceptable. They

also highlight a recent increase in the costs of creating

a positive corporate image as well as training costs, which,
although coming later, also have an impact on recruitment
costs.
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Business in Matopolska

Flexible employment
methods

The surveyed companies were asked about the types of flexible
employment methods applied with employees. The most
popular method of making the company more flexible for the
employee is the application of a contract on a part-time (three-
quarter) basis. This method was used by 71% of those surveyed.
A contract on a part-time (half) basis is preferred by 41%
of employers. A mandate contract (the contractor undertakes
to perform a specific legal transaction for the principal)
is @ more popular form and is used in nearly every second
company surveyed (47%). Hiring on the basis of a specific work
contract is also common, this model being applied by 35%
of those surveyed. Working from home (understood as carrying
out all work from home) and teleworking (partial performance
of employment duties at home) are the most rarely applied
flexible forms of employment. As the preferred method
of making work more flexible for employees, working from
home was mentioned by only 12% of interviewees, while
teleworking appeared in 29% of all answers. Among the
entrepreneurs surveyed, 12% claimed to not use any practices
of this kind. Finally, it should be mentioned that some
companies applied several of these practices at the same time.

37) Flexible forms of employment
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Source: Advisory Group TEST Human Resources Survey

We also asked the companies to explain the reasons behind
applying flexible forms of employment. Just over one-third
(35%) of all companies surveyed claimed that the main reason
was to match employees’ expectations. Another reason was
the specific nature of the company (for example a shift system),
such an answer being given by 6% of those surveyed. Besides,
many companies perceived the choice of these forms
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of employment as simple and convenient. This type of answer
was provided by 18% of the surveyed.

38) Reasons for utilising flexible forms of employment
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When expressing an opinion on the flexible forms
of employment applied, respondents often expressed a positive
opinion. This was the case for 41% of those surveyed. Negative
opinions were expressed by only 6%. However, the majority
of companies could not evaluate such activities (53% of those
surveyed).

39) Evaluation of the applied flexible forms of employment
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Forms of hiring
employees

In conversations regarding the recruitment and hiring of new
employees, we analysed the forms of employment applied.
Here, a rule was confirmed. Companies first hire employees for
a probationary period, then for a specified, fixed period, before
then upgrading the status to an unspecified period of time
(rolling). The most frequent form of hiring new employees
declared by respondents was the contract for an unspecified
period of time. This form of contract, being the most desired
by employees, is applied by 59% of the companies surveyed.
A probationary contract is also popular and is used by every
second company (53% of those surveyed). A contract for
a specified period is given by 41% of those surveyed, according
to the respondents.

40) Forms of hiring new employees
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Source: Advisory Group TEST Human Resources Survey
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Business in Matopolska

Cooperation of enterprises |
with personnel consulting agencies

The surveyed companies were asked for information on their 41) Outsorcing of HR functions
cooperation with personnel consulting agencies with regard

to human resources management. The answers concerned the .
reasons for establishing such cooperation, as well as its 10
scope.

What HR functions are outsourced by the
company?

out
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The most common HR functions outsourced by the companies g
. . . . . Source: Advisory Group TEST Human Resources Survey
surveyed include: recruitment, including recruitment for
temporary positions (59%), development of payroll reports
(24%), HR and payroll outsourcing (12%), training (6%),
outplacement (6%), personnel consultancy (6%). Roughly one- @
fifth (18%) of companies did not specify any outsourced
HR function and the same proportion did not provide any

answer for this question.
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Business in Matopolska

Dynamics of the remuneration market

for Matopolska

The following studies constitute part of the results of an analysis
of remuneration, performed within the framework of the
RaportPlacowy.pl project on a regular basis by the Advisory
Group TEST Human Resources.

In the analysis, we considered salary increases applied
by companies in 2008 and those planned for 2009.

Poland Matopolska
Management 4.40% 1.67%
Directors 7.86% 8.13%
Managers 9.23% 10.65%
Specialists 10.73% 12.42%
Regular employees 10.72% 10.72%

Source: Advisory Group TEST Human Resources Salary Survey

In the next table, we present the level of salary increases
to be applied in 2009. As before, we present average values
by job position level.
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Poland Matopolska
Management 4.37% 3.15%
Directors 5.90% 5.00%
Managers 6.54% 5.00%
Specialists 6.85% 5.80%
Regular employees 7.09% 5.93%

Source: Advisory Group TEST Human Resources Salary Survey

The tables above show that the dynamics of the remuneration
market, both within Poland as a whole and in Matopolska, are
becoming weaker. This is mainly due to two factors: the first
being the high levels of salary increase recorded in recent years
that were connected with a healthy economic situation
together with strong remuneration pressure from employees;
the second factor is the onset of the economic downturn and
the effects currently being experienced. Considering a series
of less-than-positive data emerging from the market,
it is possible that some companies will adjust their salary
increase plans and that salary increases may be even lower
in 2009 than those currently being declared by companies.
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The Invest in Matopolska project, delivered under Malopolska Regional Operational
Programme 2007-2013 (Measure 8.1 International promotion of Matopolska)
is a response to the need for measures stimulating Matopolska’s economic promotion
at the international level.

The project is implemented by Matopolska Regional Development Agency S.A.,
(Matopolska Agencja Rozwoju Regionalnego S.A.), which is the project leader,
the Marshal’s Office of the Matopolska Region and Krakow Technology Park Ltd
(Krakowski Park Technologiczny Sp. z 0.0.). The goal of the project is to create
a strong international social and economic position for Mafopolska, in particular
in terms of the region’s potential for investment.

The core target audience of the project includes: individuals, decision-making and

advisory bodies involved in the investment market and opinion-forming environments
(industry-specific media, industry associations and organisations, representatives
of foreign investment support institutions) operating on the national, European and
worldwide level.

The following activities are undertaken under the project:

W direct contact with investors from such countries as Japan, South Korea, the
USA, Israel, as well as countries in Western Europe;

preparation and distribution of information materials about Matopolska’s
investment potential (real property, human resources, support of investments);

cooperation with investors within Matopolska;

modern business communication methods (the Internet, sector-specific
publications, tailor-made materials, etc).
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