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Introduction:  
The benefit of this survey

In recent years employee 
benefits have been at 
the forefront employers’ 
minds. And while much 
has been written around 
the advantages of offering 
extra employee benefits, 
little is known about what 
benefits will appeal to 
the various employee and 
candidate cohorts. 

On the back of this information vacuum, many leading global 

companies’ battle to keep employees happy with increasingly 

elaborate perks.  So we in Cpl wanted to understand what 

employers can do in order to offer benefits that are of real 

value to their people.  In our CEE Benefits Survey we asked 

passive and active candidates living in Slovakia, Czech 

Republic, Poland and Hungary; from all rungs of the career 

ladder, a series of questions around benefits.  Over 5000 

individuals took part.

The results of this survey are not shocking, but they are 

reassuring. Employees are rational and realistic about what 

they want for the most part. A deep-rooted desire to add 

value and to receive fairness from their employers came across 

in the results. A need for more and better communication 

between employers and employees is also evident.

This survey was conducted to shed light on what is being 

offered in terms of employee benefits in the CEE region. As 

well as to uncover what should be offered. We hope you find 

this information insightful, thought provoking and enjoyable. 

E M P L O Y E E S  A R E  R A T I O N A L 
A N D  R E A L I S T I C  A B O U T 

W H A T  T H E Y  W A N T  F O R  T H E 
M O S T  P A R T .
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Cpl Jobs: Benefits in  
Czech Republic

Michaela Kafková
Branch Manager
at Cpl Jobs 

michaela.kafkova@cpljobs.cz

+420 221 773 609

Given the steady increase in the number of

open roles in the Czech Republic; the

perceived career “risk” associated with

changing employer has been greatly reduced.

 

More and more passive candidates are eager 

to explore new opportunities with new 

companies. In order to avoid losing their best 

people employers need to understand what 

it is that drives employee happiness. Hence 

we have conducted this CEE wide Employee 

Benefits Survey to offer an insight into the 

most effective means of attracting and 

retaining talent. 

The survey results are fascinating. Particularly 

for those of us based in the Czech Republic 

where employee happiness is more important 

than ever before. So much more in fact that 

new trend we are seeing in the Czech

Republic is the appointment of a “Chief 

happiness Officer” in many companies,

particularly in IT companies.

Data generated from this survey shows 

that after salary; work environment and 

opportunities for professional development 

are the most important criteria for candidates 

choosing an employer or moving to a new job 

in the Czech Republic. Conversely, reasons why 

employees leave include issues such as poor 

management and particularly; a perceived lack 

of opportunities for career growth. Employees 

working in the IT space tend to move towards 

employers offering candidates the chance to 

take part in more interesting projects.

Worker mobility in the Czech Republic is 

highest among Millennials (generation Y) and 

in terms of career level, it is Managers who are 

most willing to relocate for a new role. Our 

results show that the circumstances under 

which employees are most willing to relocate 

to another city or country includes professional 

experience opportunities. Relocation packages 

are helpful in smoothing the transition and 

thus they serve to encourage greater levels of 

worker mobility. According to our respondents, 

Employer Brands that stand out most are 

those offering a good work-life balance as they 

send out the message that they are genuinely 

interested in taking care of their employees. 

Benefits most frequently offered by 

employers in the Czech Republic include 

5 weeks paid annual leave, paid sick leave 

and meal vouchers. Benefits most frequently 

sought by employees in the Czech Republic 

are often family orientated. Candidates 

look for employers who offer Child Care 

Facilities, Flexible Working Hours and 

Emergency Leave. Younger candidates look 

for Travel Opportunities, longer Holidays 

and Opportunities to Work from another 

Country. Personal and Career development 

opportunities are an important factor for 

individuals from all generations and often 

candidates are drawn towards employers 

who offer access to courses, certifications and 

training that will enhance their existing skills 

set.

This piece offers a snapshot of what employees  

in the Czech Republic and the wider CEE 

region currently look for when they are 

choosing an employer. Enabling employers 

to overcome the labour force challenges that 

are rife in the region, the survey results are 

summarised for efficiency and presented in a 

manner that is both engaging and informative. 

I hope you enjoy reading the results of our CEE 

Benefits Survey. If you should have any queries,  

do not hesitate to contact me.

Michaela Kafková
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Cushman & Wakefield: 
Market Insight

Based on the CPL survey, the working

environment is one of the most important

criteria for candidates choosing an employer or 

moving to a new job in the Czech Republic.

The working environment has to satisfy 

different working styles, cellular offices have 

been replaced by open plan spaces, which 

also take advantage of hot-desking. These are 

the current trends for modern office living. 

The offices are mainly set up as “human 

centric”, giving employees a sense of comfort, 

integrity and creativity but also providing 

great opportunities for sharing, meeting 

and interaction. Another new addition to 

modern office living is the introduction of 

attractive common areas usually attached to 

big kitchenettes, that evoke a hotel lobby or 

bar feel. Experience shows that these are the 

areas where people would rather meet to hold 

creative discussions instead of using more 

artificial or formal meeting rooms. Having 

an open plan design is definitely the most 

efficient way of planning seating, especially 

when a clean desk policy is applied. However, 

the productivity of employees is proven to be 

higher when they have their own desks within 

their comfort zones. The premises also need to 

be equipped with quiet rooms and call booths 

provide enough space for concentration and 

phone calls.  

IT and SSC companies have recently been very 

progressive in creating extraordinary solutions 

for their office users. Their offices do not look like 

offices anymore, with shared desks, huge bar 

areas, non-stop free catering, sleeping zones, 

table football, slides between floors, whirlpools, 

saunas etc. These are just some features that 

we can find in a modern IT company office. 

Obviously, this enhances a homely feeling and 

supports creativity, but it can be problematic for 

some of the X generation.

One size just does not fit all and designing 

the office space by the DNA of the company 

is becoming very important to attract the 

best talent. Nevertheless, the location of the 

premises is still a very important factor, behind 

an attractive salary and personal development.

Radka Novak

The Brno office market is an example of where 

the office location proves to be one of most 

important criteria’s for employees. Based on 

research undertaken by Cushman & Wakefield 

and CPL, looking at some of the largest cities 

in Central Europe, Brno offers one of the 

lowest prime rents. However, what makes Brno 

attractive to companies are the low salaries, 

in particular those in the IT sector. The reason 

why salaries in Brno are the lowest is due to 

other benefits, such as the location of office 

premises and the amenities that they offer. 

Employees require the office to be located in 

the city centre with perfect access to public 

transport, with plenty of amenities and within 

the vicinity of other “blue chip” companies. 

Companies that are located in outer city 

locations have to provide something more 

than just a higher salary.

Lukáš Netolický

Radka Novak
Partner | Head of Office 
Agency 
at Cushman & Wakefield

radka.novak@cushwake.com

+420 602 249 119

Lukáš Netolický
Senior Consultant
at Cushman & Wakefield

lukas.netolicky@cushwake.com

+420 606 764 573
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Sodexo: Market Insight

Sodexo is the world leader in quality of life 

services. Specialising in employee Benefits 

and Rewards, Sodexo manage and deliver a 

diverse range of services, designed to improve 

employee satisfaction thus vastly increasing 

their client’s competitiveness.  We asked 

Sodexo’s HR director Marketa Faltusova for her 

insights on the CEE labour landscape:

How important is Employee Happiness?

One of the simplest and yet most significant 

issues under scrutiny in the CEE Benefits 

Survey is employee happiness. Employee 

happiness can have a substantial effect on 

productivity levels within an organisation. 

Where employees are not happy they will only 

cover the very basics of their job requirements. 

The results of this survey encourage 

employers to take a fresh look at all employee 

engagement measures to get a better grasp of 

employee happiness from a human to human 

perspective.

How do candidates select an employer?

The most important factor for candidates 

is sufficient compensation-followed by 

job design. Talented people want to know 

how interesting the employer company is; 

therefore company image is an important 

factor when they are selecting an employer. 

The structure of the company and number 

of layers of management are important also 

and candidates tend to seek out employer 

organisations where progression paths are 

clearly mapped out.

Why do employees leave an employer?

Workers generally leave line managers. As 

the adage goes; an employee joins the 

company but leaves the boss. In circumstances 

where an employee who does enjoy a good 

working relationship with their line manager, 

is presented with a great offer from a rival 

employer, tough negotiations are likely to come 

into play before the employee reaches a final 

decision. In other words, the decision to leave a 

good line manager is never an easy one.

How important is salary level?

Generally speaking salary levels are more 

important to blue collar workers. In my 

experience, it is very difficult to teach low 

income earners to take into account the whole 

compensation package. White collar workers 

are more willing to accept a lower salary in 

exchange for a more interesting job. 

How open are CEE candidates to relocation?

Worker Mobility within the Czech market 

is low. Romania is a bit better. In the Czech 

Republic we are seeing a lot of Slovak workers 

coming here for work. Naturally, similarities 

in the Czech and Slovak languages make it 

easier for candidates to travel between the two 

countries for work.

Under what circumstances are candidates

willing to relocate to another city or country

for work? 

Companies looking for a candidate to 

relocate need to be willing to arrange the 

whole relocation process on behalf of the 

candidate in terms of documents and full 

compensation. The employer organisation 

is often expected to cover the transport of 

goods and travel costs such as flight tickets 

for the new employee and their family. 

Healthcare is often included in the relocation 

package and the company will ensure that 

the whole family is covered.

In your opinion what makes an employer 

sand stand out?

Employer differentiation must be audience 

specific. In other words employers need to ask 

Marketa Faltusova 
HR Manager 
at Sodexo BenefityUNDERSTANDING

THE COMPLEXITIES OF 
OFFICE REAL ESTATE

cushmanwakefield.cz Cushman & Wakefield 
Czech Republic

@CushWakeCzech

CW office 297x210 PRESS.indd   1 30.05.16   14:10
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themselves: what is my target group in terms 

of candidates? The employer message has 

to be aligned with the audience they wish to 

target. The way the company communicates 

is very important. Non-traditional, innovative 

ways are very popular. More and more often we 

are seeing employers opening their doors by 

offering virtual office tours .e.g. Proudly.cz is a 

website where employers present themselves 

and their office environment through the use of 

a virtual tour.

What benefits could potentially be more 

appealing to candidates than a salary increase?

Flexibility is very popular with candidates at 

the moment. Candidates particularly look for 

employers offering opportunities to work from 

home. Flexibility around benefits offered is 

also a good way to attract candidates without 

increasing salary costs e.g. some employers 

are putting in place a benefits points system 

which allows candidates to pick and choose 

the benefits package that suits them best. 

What are the biggest challenges facing

employers in the CEE market?

The low unemployment rate, is contributing 

to talent scarcity issues. The downside to the 

fast growing Czech economy is that demand 

for talent is high. We are seeing structural 

employment issues particularly in technical 

areas where the number of people with the 

required skill set does not meet the needs of 

companies operating in the local market.  

Sodexo: Market Insight
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 What drives employee 
happiness?

In our CEE wide Employee 
Benefits survey our 
first question sought to 
uncover what workplace 
happiness looks like 
through the eyes of 
employees across the  
CEE region. 

What we discovered was 
quite simple.

Happiness is a choice
We all view the world through our own unique lens and 

the world of work is no different. Everyone has their own 

perception of the workplace, driven by a combination of 

past experiences and individual traits and characteristics. So 

therefore, a naturally optimistic person is likely to have a very 

different opinion to that of an employee with a pessimistic 

attitude in the same work environment. We may even risk 

saying that an absolute truth doesn’t exist. But at the same 

time, we can’t argue with the facts.

50/50
Our survey shows that nearly half of respondents (49.8%)

are happy with their current employer, with men (51.4%)

displaying higher levels of satisfaction than their female

counterparts (47.5%). 

Over the past number of decades we have been seeing 

women place a higher price on the value that they bring to  

“ T H E R E  I S  N O  P A T H  T O 
H A P P I N E S S .  H A P P I N E S S 

I T S E L F  I S  T H E  P A T H . ” 
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the workplace. Yet, while women generally perform better in 

education and are characterized by higher levels of emotional 

intelligence; there is still a pay gap between men and women. 

This is the main driver of unhappiness among women in the 

workplace. 

Interestingly, an equal number of female and male

respondents declared themselves to be utterly unhappy in

their current job – with one in four respondents indicating

that they are completely unsatisfied with current

employment conditions. 

Why not
Aside from the gender pay gap a number of other issues 

influence employee happiness. For instance, happiness 

appears at different levels of the career ladder. Remarkably, 

none of the respondents who describe themselves as trainees 

reported that they were satisfied in their jobs. A perceived lack 

of adequate benefits coupled with low salaries are the biggest 

factors impacting job satisfaction among this cohort. At the 

other end of the career ladder, an equal number of directors 

across all sectors declare dissatisfaction (39%) as those 

directors who declare satisfaction (also 39%) with their jobs. 

It would seem that the level of responsibility associated with

being a ‘head of’ can result in an individual finding themselves

in a permanent state of stress. 

A further 22% of directors are unsure as to whether they 

are happy. 

Correlations between the size of the business and levels of 

employee satisfaction were spotted throughout the data. 

The survey results show that the least satisfied individuals are 

those working in small companies, employing up to 10 people 

(42.3%). One of the main reasons being limited opportunities 

for self-development. Other causes of dissatisfaction among 

employees in small businesses include low salaries and not 

being paid on time. 

8.1%

20.9%

22.1%

48.8%

ARE YOU HAPPY WITH YOUR CURRENT JOB?

Other

I’m not 

sure

No

Yes

POLAND

8.8%

17.5%

17.5%

56.1%

CZECH REPUBLIC

5.0%

27.5%

25.0%

42.5%

SLOVAKIA HUNGARY

9.3%

13.3%

26.7%

50.7%

A SELECTION OF STATEMENTS FROM RESPONDENTS WHO TICKED ‘OTHER’:

“This is a good work place, but for me this is just a job to allow me to survive while  
I go to university” 

“Mixed feelings”

“I am happy as one can be with conditions and career prospective in this location 
where prospects are very limited”

“In general yes, but I could get paid a bit more”
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Key Takeaways

Happy employees are productive employees: at least according to  
a recent study at the University of Warwick in the U.K. On average 
happy employees are 12% more productive.

Our survey results  show that while compensation packages are a 
big deal when employees are hired, once a deal has been struck the 
source of motivation tends to shift. The motivation comes from the 
challenge of the work, the purpose of the work, the opportunity to 
learn and the opportunity to contribute.

Underlying all employee concerns is that they make enough money 
to make a life for themselves and their families, but they also want to 
know that other needs or wants can be covered. When these needs 
and desires are taken care of, they have less to worry about and are 
therefore happier. Regularly review the types of benefits you offer to 
ensure you’re offering solutions that address those personal needs  
and wants.
 

Small firms in Eastern Europe still tend to suffer from a lack of 

liquidity and it is not unusual for employees to feel the brunt of 

this. Particularly in Hungary where 27% of employees describe 

themselves as unhappy with their current employer. 

 

Most happy
Employees working in sectors such as law, marketing, office 

administration, real estate and IT are happiest with their 

current employers. 

In the midst of these, people aged 26-30 are the group most

satisfied with their jobs with 63% declaring themselves to be 

happy with their current employer. 

It is worth noting that this is generally a time of dynamic career 

development for this group of college and university educated 

people who are being promoted and trusted professionally for 

the first time in their careers. Individuals working in companies 

located in the Czech Republic are the happiest working group, 

with almost 57% of respondents declaring themselves to be 

happy with their current employer and workplace. 

Two thirds of Managers surveyed across the entire CEE region 

are completely satisfied with their employer and workplace.  

Unsurprisingly, in all it is those employees who supervise, 

make decisions, have independence and influence and who 

are paid what they perceive to be an appropriate salary who 

are most happy.

49.8%
of respondents are 
happy with their 
current employer



O N  A V E R A G E  H A P P Y 
E M P L O Y E E S  A R E  1 2 % 

M O R E  P R O D U C T I V E .
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 The criteria used when 
choosing an employer

It was 1943 when the 
world was first introduced 
to Maslow’s hierarchy of 
human needs. 

The theorist and 
psychologist Abraham 
Maslow, placed 
physiological and safety 
needs at the most basic 
level of the hierarchy.

First Things First
While the Hierarchy of Human Motivation has largely fallen 

out of fashion with modern philosophers and psychologists, 

still some of its principles such as need propensity, can help 

us to understand human motivation. Ironically Maslow’s 

theory came into existence just a few years before the Socialist 

regime took hold over Eastern Europe.  It is said that a stuffed 

person will never fully understand a hungry one. Some might 

say that Eastern European countries have been hungry for 

decades – hungry for freedom, for products and services and 

for the opportunity to express a viewpoint. Hungry for the 

needs that Abraham Maslow would have called basics. It is 

around 20 years since employees from the CEE region have 

experienced the changes introduced by capitalism. Not only 

do they now have access to the basic things they were in the 

past deprived of, they have become influential players in the 

labor market. Which is why for our second CEE Benefits Survey 

question we asked ‘What criteria do you use when selecting or 

changing employer (work place)’.

“ H O W  C A N  W E  E V E N 
B E G I N  T O  T H I N K  A B O U T 

S E L F - A C T U A L I Z A T I O N  O R 
E S T E E M  N E E D S  O N  A N 

E M P T Y  S T O M A C H ? ”
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What can money buy?
For nearly 85% of our survey respondents the most important 

factor when choosing an employer is an attractive salary. 

Research results also indicate that the importance of 

remuneration varies dramatically by sector. It is valued most 

highly by employees in internet/e-commerce, insurance, 

R&D and banking sectors with 100% of employees in these 

sectors identifying ‘Attractive Salary’ as criteria they use when 

selecting/changing employer or work place. 

Extra benefits are more important for respondents than form 

of Employment, Employer Prestige, Employer Reputation 

and Access to New Technologies. The more money you get, 

the more needs you can meet. And since the average worker 

spends a minimum of 40 hours a week in his or her work 

place, they want to be remunerated sufficiently to make life as 

comfortable as possible during down time. Economic motives 

are still deeply integrated in their employment choices. 

What can’t money buy?
While attractive salary was cited most often amongst survey 

respondents, not far behind in order of importance was 

opportunities for Growth and Personal Development. 

In fact 100% of respondents aged 25 and under across the 

entire CEE region deemed it to be of significance when 

selecting an employer or workplace. Growth and Personal 

Development refers to activities that improve awareness and 

identity helping to develop talents and potential. Employers 

who engage in these activities build human capital and 

enhance the quality of life of their employees. It goes without 

saying that employers who contribute to the realization 

of employee aspirations generate employee loyalty. Loyal 

employees stay because they want to. They go above and 

beyond the call of duty to further their company’s interests.

Following on from Growth and Personal Development in order 

of importance is Location. 

Over 60% of respondents consider Location to be among the

most important criteria when selecting or changing employer. 

Location is of particular importance to respondents from 

Poland where 65% cited it as a reason to switch jobs or 

employers. Needless to say working close to home means 

having more time for family, personal interests and rest. 

A large degree of uniformity exists within the criteria workers 

across the CEE region use when selecting or changing 

employer with a few exceptions.  

For example, respondents from Hungary are least interested 

in flexible working hours with only 43% listing this option as 

compared with 75% of respondents from the Czech Republic 

and 68% of respondents from Poland. Employees from Poland 

are the cohort who are most interested in money with over 

90% saying that they would switch employer for  

a more attractive salary. Employees from the Czech Republic 

and Slovakia are the cohorts most influenced by Employer 

Reputation and Employer image, still only 42% of Slovaks and 

40% of Czechs would be tempted to switch employer for this 

reason. 

Unsurprisingly employee age and career stage have an impact 

on the factors which are of significance. 

For the youngest cohort of respondents (18-25) the most 

important factor is personal development whereas prestige 

has little meaning. For managers and directors, working in 

an international environment is deemed to be of importance 

whereas IT specialists are inclined to look for flexible working 

hours and a convenient office location. The needs of our 

oldest cohort of respondents and those of our youngest do 

correlate on one factor, people aged 50+ and trainees (aged 

18-25) look for employment stability – one in every two of 

these employees indicated that ‘form of employment’ is a very 

important factor when selecting an employer. 

While for the most part our needs vary with age, life cycle 

stage, position and personal ambitions at the most basic level 

many of us want the same things: a full fridge and a safe place 

to sleep. 

 

85.2%
of respondents 
consider salary to be 
the most important 
factor when selecting 
or changing employer
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Key Takeaways

It come as no surprise, that the most successful businesses are the 
ones that work the hardest to please their employees, and it’s up to 
managers to make sure they’re giving their people what they want 
to the best of their abilities. Given the fact that for nearly 85% of 
respondents the most important factor in choosing a job is an attractive 
salary, a key takeaway from the data gathered in response to this 
question is pay employees enough to take the issue of money off the 
table. 

Your employees need to provide for themselves and their families, so, of 
course, salaries, bonuses and benefits are important. Therefore it’s better 
to pay people a little more than the norm and allow them to focus on 
their work than to pay them based on performance.  

WHAT CRITERIA DO YOU USE WHEN SELECTING/CHANGING EMPLOYER (WORKPLACE)?

18.3%Prestige

Access to newest technologies

Form of employment

Company image /  

employer reputation

Benefits

International work environment

Good corporate culture

Flexible working hours

Location

Personal development

Attractive salary

22.2%

30.3%

38.7%

40.5%

45.8%

49.6%

52.5%

60.6%

73.6%

85.2%



I T ’ S  B E T T E R  T O  P A Y 
P E O P L E  A  L I T T L E  M O R E 

T H A N  T H E  N O R M  A N D 
A L L O W  T H E M  T O  F O C U S 

O N  T H E I R  W O R K  T H A N 
T O  P A Y  T H E M  B A S E D  O N 

P E R F O R M A N C E .
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What drives employees 
to change employer?

While many of us are 
now waking up to the 
realization that some 
stress is good for us and 
that it can actually be 
a source of motivation 
driving us to succeed, 
few of us actively seek 
out stressful situations. 
Changing jobs is often 
thought to be one of the 
most stressful situations 
any adult can go through. 

While a few years ago it was considered normal for a person 

to work for one company for the duration of their working life, 

often holding the same position for decades. Nowadays it is 

considered to be of huge value to change job from time to 

time, gaining experience in different environments, industry 

verticals and work cultures. 

Change is the only constant
When we asked our survey participants, under what 

circumstances they might consider changing employer we 

were unsurprised to discover that money is not the only factor 

dominating the decision-making process. Almost two in every 

three respondents cite ‘Bad Management’ (65%) and ‘Lack of 

Development Opportunities’ (63.6%). 

‘Offer of a Better Salary’ is still the biggest driver of employee 

rotation; 66% of respondents selected this as the circumstance 

under which they would consider changing. 

“ C H A N G E  I S  T H E  O N L Y 
C O N S T A N T ”
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The answers were virtually the same in small companies (with 

less than 10 employees) as compared to larger organizations. 

The results indicate that once a person reaches a satisfactory 

salary level, the importance of money diminishes and factors 

such as more meaningful work conditions gain in importance. 

Here, men working in small companies are more likely to 

change job due to a ‘Lack of Development Opportunities’ 

(65% of men as compared with 59% of women) and ‘Poor 

Atmosphere’ (60% of men as compared to 57% of women).  

Slightly more women than men selected ‘Offer of a More 

Senior Role’ as a reason to consider a change of employer (43% 

of women as compared to 40% of men). 

Looking at country variances, between 60% and 80% of 

respondents across each of the individual countries surveyed, 

cited ‘Offer of a better salary’ as a reason to consider 

changing employer. 

Other circumstances under which employees in Poland 

are particularly likely to change employer include, ‘Poor 

Atmosphere’ (70%), ‘Lack of development Opportunities’ (67%) 

and equally ‘Bad Management’ (67%). In Slovakia reasons 

include ‘Bad Management’ (70%), ‘Poor Atmosphere’ (56%) 

and ‘Boring Job’ (54%). Conditions which prompt respondents 

from the Czech Republic to consider changing include ‘Bad 

Management’ (69%), ‘Poor Atmosphere’ (64%) and ‘Lack of 

Development Opportunities’ (64%). And finally in Hungary 

workers cite ’Poor Atmosphere’ (50%), ‘Lack of Development 

Opportunities’ (65%) and ‘Bad Management’ (60%) as the main 

circumstances under which they would consider a move to  

a new employer.

If there is no struggle, there 
is no progress
Given that the majority of employees spend almost half 

of their lives in the workplace, it comes as no surprise that 

atmosphere is critical to employee satisfaction. Linked to 

this workers, frequently change jobs because they are simply 

bored and if the work environment is unfavorable. 

People want to enjoy their daily routines and to feel that they 

are able to develop themselves and do something meaningful 

with their lives. 

15.7%Badly designed office

22.1%

31.8%

Offer of improved benefits

Offer of more senior role 41.4%

Boring job 50.4%

Poor atmosphere 59.3%

Lack of development 

opportunities
63.6%

Bad office location

65.0%Bad management

66.1%Offer of better salary
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Key Takeaways

Not everyone will be happy in their job – some will be living out 
their dream position, others will be looking for something different.  
Sometimes, when an employee leaves, it can be inevitable, but if you’re 
constantly losing your best players and turnover is high, then you have  
a real problem. In order to fix this problem, you need to understand why 
it is that your employees are leaving.

Data uncovered in question 3 of our survey shows that in addition to 
‘Offer of a better salary’ the most common reasons why employees leave 
include:

Bad Management

It is a well-known fact that employees don’t leave jobs they leave 
managers. A highly skilled, intelligent and productive employee doesn’t 
always make a good manager. You need to invest time, money and 
resources in training your leaders and emphasizing the crucial role  
they play.

Lack of Development Opportunities

Often when managers are asked about their inattention to employees, 
they attempt to excuse themselves, using words such as “trust,” 
“autonomy,” and “empowerment.” This is complete nonsense. Good 
managers manage, no matter how talented the employee. They pay 
attention and are constantly listening and giving feedback. A lack of 
training and development leads to stagnation. 

People like to achieve through a journey – they don’t want to go 
straight to the top, or stay in the position they’re in. If they don’t get the 
opportunity to do this with you, they will look for an employer who will 
give them that opportunity.

Poor Atmosphere

If you want your best people to stay, you need to think carefully about 
how you treat them. While good employees are as tough as nails, their 
talent gives them an abundance of options. You need to make them 
want to work for you.
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To stay or not to stay?

According to Hertzberg’s 
theory, money does not 
provoke employees to 
work harder but it will 
contribute towards their 
overall satisfaction with 
the job and with their 
employer. We wanted 
to explore this theory 
to see to what extent 
money will encourage 
employees within the CEE 
employment community 
to look for a new job.

Money as a reason to leave?
In line with data gathered through earlier questions in 

our survey; respondents indicated that money has the 

biggest impact on job rotation decisions. Two in every three 

respondents admit that a raise in salary would stop them from 

leaving their current company. The offer of additional extrinsic 

benefits such as company cars and discounted meals would 

also convince almost 40% of employees not to leave their 

present employer, particularly in sectors such as call centers, 

marketing and law. 

The message coming from respondents in answer to this 

question was quite clear: We work for money not for fun. In 

fact only 24.7% of respondents listed ‘fun initiatives’ among the 

reasons not to change employer.

This came from individuals at almost every level of the career 

ladder. One exception however was company directors who 

gravitate towards more intrinsic benefits such as in-company 

transfers (within other offices in country or internationally) 

and improvement in internal communication. The offer of 

more training and development would convince 46.7% of 

A C C O R D I N G  T O 
H E R T Z B E R G ’ S  T W O 

F A C T O R  T H E O R Y  O F 
E M P L O Y E E  M O T I V A T I O N , 

M O N E Y  I S  N O T  A 
M O T I V A T O R . 
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IN YOUR OPINION, WHAT CAN COMPANIES/EMPLOYERS DO TO STOP EMPLOYEES FROM LEAVING THEIR COMPANIES?

Senior Managers to remain with their current employers. 

Unsurprisingly people in more senior positions with higher 

salaries are more likely to stay for factors associated with self-

development and convenience derived from office location 

and opportunities to work from home.

Beyond money 
Improvements in internal communications would prevent 59% 

of surveyed individuals from leaving their current employer. 

Satisfaction surveys as a means of dialog was cited as a tool 

that employees would like use more often to convey to their 

employers what is of value and what is not of value from a 

benefits point of view. As mentioned above, individuals in 

more senior roles want the same.

Greater levels of flexibility and the opportunity to work from 

home was also high on the wish list for the majority of 

respondents. In addition, many expressed a need to feel more 

appreciated and also to be set more challenging tasks. 

The prevailing sentiment is that people don’t want to be 

perceived as a little cog in a big machine. That they are 

individuals each with their own independent needs. Having a 

voice, autonomy and more responsibility is how they measure 

how important they are within their employers’ organization. 

The survey results make a strong case for employers to 

track reasons for attrition through exit interviews in order to 

better understand what prompts employees to leave the 

organization they work for. 

24.7%Provide more fun activities for employees

35.6%

37.8%

Offer performance based bonuses  

or incentives

Offer in-company transfers (within other 

offices in country or internationally)

Offer more benefits

Improve internal communication

Raise salaries

Provide more trainings

42.2%

44.0%

58.9%

69.5%

OUR RESPONDENTS STATED:

“Offer space for initiative, personal growth, more challenging tasks” 

“Stop thinking that everybody can be replaced”

“Show more respect and appreciation to employees”

“Organize work better”

“More flexibility”

“Actually care for their employees, that would really help”



22

Key Takeaways

Few things are as costly and disruptive as good people walking out the 
door. The sad thing is that this can easily be avoided. All that’s required 
is a new perspective and some extra effort on the manager’s part.

Improve Internal Communication

59% of survey respondents indicated that ‘Improved Communication’ 
would prevent them from leaving their current employer. 
Communication is a two-way process, so assess the channels through 
which people can give and receive this information.

Challenge your People

Great bosses challenge their employees to accomplish things that seem 
inconceivable at first. Instead of setting mundane, incremental goals, 
they set lofty goals that push people out of their comfort zones. Then, 
good managers do everything in their power to help them succeed. 
When talented and intelligent people find themselves doing things 
that are too easy or boring, they seek other jobs that will challenge their 
intellects.

Let People Pursue Their Passions

Talented employees are passionate. Providing opportunities for them 
to pursue their passions improves their productivity and job satisfaction. 
But many managers want people to work within a little box. These 
managers fear that productivity will decline if they let people expand 
their focus and pursue their passions. This fear is unfounded. Studies 
show that people who are able to pursue their passions at work 
experience flow, a euphoric state of mind that is five times more 
productive than the norm.

69.5% of respondents think that 
a salary raise would stop 
employees from leaving 
companies



T A L E N T E D  E M P L O Y E E S 
A R E  P A S S I O N A T E . 

P R O V I D I N G 
O P P O R T U N I T I E S  F O R 

T H E M  T O  P U R S U E  T H E I R 
P A S S I O N S  I M P R O V E S 
T H E I R  P R O D U C T I V I T Y 

A N D  J O B  S A T I S F A C T I O N . 
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Home is a state of mind

Generally speaking the 
recent recession has not 
prompted previously 
immobile workers in 
the EU to become more 
mobile. To the surprise 
of many, Europe is still 
a stay-at-home place, 
particularly when 
compared with the US. 
Encouragingly however, 
in more recent times, a 
greater responsiveness 
has been creeping in. 

It is worth noting that comparisons with the US will most 

likely always leave Europe short. Language barriers, cultural 

differences, dissimilarities in education systems and a lack of 

cross-border personal ties means that relocation is less attractive 

for workers across Europe. Despite all of these factors however, 

the rate of EU mobility has risen since 2006 from 2.0% to 2.7% 

in 2013. This growth rate change was for the most part brought 

forth by the accession of the new member states in Central 

and Eastern Europe. When for example Latvia got into trouble 

during the 2008 financial crisis causing unemployment to shoot 

up; Latvian workers looked for jobs outside their homeland; with 

a resulting net emigration of about 6% of the population in the 

years 2008-2012.

Ready to relocate
Across our entire Benefits Survey we have seen evidence that the 

contemporary Central Eastern European work market consists 

of two very different mind sets: the Socialist and the Capitalist. 

These two separate ways of thinking are not only mixed within 

organizations but also within individuals themselves. The results 

of this question ‘Would you consider relocating to another city or 

country’ showcased both the Capitalist and Socialist mentality 

that exists simultaneously in so many of our respondents. 

T O  T H E  S U R P R I S E  O F 
M A N Y ,  E U R O P E  I S  S T I L L 

A  S T A Y - A T - H O M E  P L A C E .
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More than 40% of respondents are ready to relocate to another 

city or country and 3.2% indicated that they would only 

consider relocating to another city. 

One in seven respondents would definitely reject an offer 

of employment which requires them to relocate. The data 

demonstrates strong levels of open-mindedness to the 

prospect of relocation coming from people based in the  

CEE region. 

What’s on the table?
A correlation exists in responses from Poland, Hungary and 

Czech Republic where 40% of employees from each of the 

different countries stated that they are willing to relocate. 30% 

of respondents from Slovakia stated that they would be willing 

to relocate. 

Looking at different industry verticals the cohort who are most 

likely to relocate are employees working in call centers, banking, 

R&D, marketing and law. 

Responses differ according to gender with 47.3% of male 

respondents stating that they are willing to relocate as 

compared to 28.4% of women. 

Differences also exist at varying levels of the career ladder with 

67% of directors and 56% of senior managers willing to relocate 

as compared with individuals at the lower levels where for 

example 33% of respondents in specialist roles state that they 

are willing to relocate. 

What is interesting is the fact that while 14.8% of our 

respondents would definitely reject an offer of relocation, 

41.5% of respondents stated that willingness to relocate would 

depend on the offer-thus not closing themselves off from the 

prospect of relocation.

WOULD YOU CONSIDER RELOCATING TO ANOTHER CITY/COUNTRY?

Yes but only to another city within my country

No

Yes

Maybe (depends on the offer)

3.2%

40.2%

41.5%

14.8%

41.5%
of respondents 
indicate that the 
decision to relocate 
depends on the 
attractiveness of the 
job offer
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Key Takeaways

What is Worker Mobility and why is it so important?

Worker Mobility or Labour Mobility can refer to the ability and capacity 
of workers to move from one place to another, one job to another or 
one industry to another. It refers to alternative employment. 

For the purposes of this survey we have focused on Geographic Labour 
Mobility.  

As Geographic Labour Mobility improves, so do the lives of workers 
around the globe. As a general rule, workers are able to find better 
paying jobs and improve their living situations when less control is 
placed on where they can move and what occupations they can apply 
for. At the same time, businesses improve because workers receive 
better training and the right employee can be hired. 

Economies improve as productivity improves.

Workforce Mobility by Country

40% of respondents from Poland, Czech Republic and Hungary are 
willing to relocate to a different city or country.

30% of respondents from Slovakia said that they are will to relocate

14.9% of respondents from the 
CEE region are not willing 
to relocate at all
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Name your price

Following on from our 
last question ‘Would you 
consider relocating to 
another city or country?’ 
we wanted to understand 
what benefits might 
tempt those individuals 
to make the move and 
what relocation support 
is considered to be of the 
greatest help. 

Win/win
Unsurprisingly the most alluring benefit across all groups is 

a higher salary. Almost 70% of those surveyed claimed that 

a significantly larger salary would convince them to relocate. 

Intrinsic benefits are not irrelevant to the relocation question 

however, with 63% of respondents indicating that they would 

relocate for a more interesting job. The notion of motivating 

self-driven employees to stay in your organization through job 

enrichment and vertical loading is not a new one. It is however, 

one which is often overlooked by employers. Particularly 

employers in the CEE region where wage increases are too 

often considered before other less costly and more rewarding 

options are explored. Linked to a more interesting job, 45% of 

respondents cited ‘Opportunities for promotion’ as a benefit 

that would tempt them to consider relocating for a job. 

Food for thought
In Poland, 41% of respondents expressed a willingness to 

relocate for Employers who cover travel costs. In Hungary and 

Slovakia respondents are more likely to relocate for a benefits 

I N  E U R O P E  W O R K E R 
M O B I L I T Y  I S  A T  I T S 

H I G H E S T  A M O N G 
E M P L O Y E E S  I N  T H E  C E E 

R E G I O N .  
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No special circumstances are required

package which includes: flexible working hours, remote working 

options, one shorter work day per week (Friday), one extra 

vacation day, free coffee and snacks in the office. Specialists 

from customer service, IT, call centers and e-commerce sectors 

showed particular interest in the availability of food and coffee 

in the office. Respondents from the Czech Republic were the 

least willing to relocate with 20% of respondents stating they 

would not relocate regardless of the relocation support or 

benefits packages on offer. 

In terms of gender specific preferences, Men are more likely 

to be persuaded to relocate by opportunities for promotion 

whereas women are more likely to relocate if the offer of help 

with relocation is on the table. 

Suggestions around the type of relocation support that would 

prove useful include the use of property management services, 

help with logistics (transportation companies), help with 

finding a school or kinder garden, company flat with low rent. 

Respondents need to feel that they have an employer who 

wants them to be successful in their new location– a helping 

hand, in what is likely to be a challenging time for them.

Making the first move
Greater levels of flexibility at work and help around moving 

employee family members stand out as the most appealing 

ways to convince candidates to relocate. 

To encourage talented people to stay with your company, you 

have to keep them engaged and at the same time give them 

a sense of freedom. 

Our survey shows that employees up to the age of 40 are 

the most willing to relocate. Particularly if the offer of a more 

interesting job presents itself.

WHAT BENEFITS/PERKS WOULD TEMPT YOU TO RELOCATE TO ANOTHER CITY OR COUNTRY?

3.2%

I’m not willing to relocate 12.8%

Better employer reputation  19.9%

A more attractive location 26.0%

Travel cost refunds 30.6%

An attractive benefits package 42.0%

Help with relocation 43.1%

Opportunities for promotion 44.8%

A more interesting job 63.3%

Higher salary 69.4%
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WHAT KIND OF RELOCATION SUPPORT WOULD YOU FIND MOST USEFUL?

Help with finding a school for my kids 28.8%

Administrative assistance 34.7%

Help with finding a job for my family 

members
46.5%

Rent free company apartment  for limited 

period of time 40.6%

Help with moving & transportation 41.0%

Money bonus for relocation 50.6%

Funding for renting an apartment 50.9%

Company apartment available for low  

rent rate
52.4%

Help with finding an apartment 63.1%

Key Takeaways

A lot of hard work goes into relocating. Finding a new place to call 
home, becoming acquainted with a new environment, mastering a new 
job, and building a new support network — all at the same time. To say 
it is difficult to be successful at all of these things is something of an 
understatement. 

Offering employees a variety of flexible relocation services sends out the 
message that you understand what is involved in a move and tells them 
that you want your employees to be successful. 

Suggestions for the type of relocation services that would be of help 
include: paid house hunting trips, transportation of cars, assistance in 
selling or buying a home, help figuring out how to rent out a property, 
and event organizers to settle employees into their new home. The offer 
of help with job placement or employment leads for the employees 
spouse was also mentioned several times by respondents. 
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O F F E R I N G  E M P L O Y E E S 
A  V A R I E T Y  O F  F L E X I B L E 
R E L O C A T I O N  S E R V I C E S 

S E N D S  O U T  T H E  M E S S A G E 
T H A T  Y O U  U N D E R S T A N D 

W H A T  I S  I N V O L V E D 
I N  A  M O V E  A N D  T E L L S 
T H E M  T H A T  Y O U  W A N T 

Y O U R  E M P L O Y E E S  T O  B E 
S U C C E S S F U L . 
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What makes an Employer 
Brand stand out?

There was a time when 
the onus was on the 
candidate to make 
themselves seen in the 
labor market. These days 
there is equal pressure on 
employers to stand out 
which is why the eighth 
question in our survey 
sought to uncover what it 
means to be an employer 
of choice.
 

Employer branding as a phrase was first coined by McKinsey 

back in 2001. Since then the past 15 years have brought 

expediting growth in digital communication. Social media has 

become dominant. 

In many organizations Recruiting and Marketing functions 

have joined forces and candidate attraction is very much 

a joint effort carried out on social platforms. 

For the most part, candidate expectations have been 

raised as a result of these efforts and employers are now 

communicating to a very sophisticated audience. Here we 

examine what it is that audience looks for in an employer 

brand.

Learning Curve
Two out of every three respondents’ view professional 

development opportunities as being paramount to an 

attractive Employer Brand. 

 C A N D I D A T E  E X P E C T A T I O N S 
H A V E  B E E N  R A I S E D  A N D 

E M P L O Y E R S  A R E  N O W 
C O M M U N I C A T I N G  T O  A 

S O P H I S T I C A T E D  A U D I E N C E .
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A huge number of candidates in today’s talent market are 

drawn towards employers who can offer their people the 

chance to grow both personally and professionally. 

There are a great many ways to provide workers with learning 

opportunities. The important thing to do from an Employer 

Branding Perspective is to let the market know that your 

organization has bought into the talent development concept.

Content is Key
Recruiters have embraced content marketing. Worthy content 

builds worthy relationships with candidates and enhances 

their perception of the employer brand. Providing information 

that helps candidates professionally, builds trust and positive 

feelings toward your company. 

53% of respondents (mostly 30+) find that a good company 

career page is an important communication tool between 

them and the hiring company. 

Good content is subtle. It blends in with the information 

streams that the candidate engages with on a daily basis. 

The information provided should be useful to your audience. 

It should also be reflective of the spirit and tone of your 

corporate culture. Off brand content is worse than no content.

Tell don’t sell 
For almost 45% of respondents, organizations offering 

internship programs qualify as an attractive employer. 

Internship programs demonstrate commitment to employee 

development. Both male and female respondents expressed 

a strong desire to know more about the hiring company-they 

look for clear information on what it is the organization does. 

Managerial staff and directors deemed engagement with 

brand ambassadors to be an important part of employer 

branding policies. All in all, employees at every level see skills 

development as key to obtaining a worthy work force. The right 

way of thinking here is educating rather than selling.

IN YOUR OPINION WHAT EMPLOYER BRANDING ACTIVITIES ARE WORKING TO ATTRACT TALENT?

CSR activities 10.8%

Brand ambassadors (at universities)

Company Open Days

Sharing insights from the company

Internships programs

Good company career page

Professional development opportunities

28.2%

32.1%

33.6%

44.8%

53.1%

66.1%
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Show me your benefits

It is no secret that many 
companies today go to 
great lengths to secure 
talent. Offering lavish 
employee benefits is no 
longer a unique way to 
attract and retain people, 
for many organizations, 
particularly those in 
the tech industry, it is a 
threshold requirement 
when building an 
Employer Brand. 

3M are reported to help employees to lose weight, stop 

smoking, and manage stress. Cisco Systems offers physical 

therapy and acupuncture. Included in the multitude of perks 

and benefits Google offer are free food, access to an onsite 

bowling alley and sleep pods. Hershey Foods Corp. has its own 

fitness centers for employees, spouses, and dependents and 

Chesapeake Energy has an indoor rock climbing wall. The J.M. 

Smucker Company holds bowling nights and softball games 

for its employees. Boeing gives its employees 12 paid holidays 

and a winter recess between Christmas and New Year’s Day. 

Oshkosh Corporation offer training to FastTrack employee 

promotions. Yahoo staff members get discounts to ski resorts 

and amusement parks. 

You could say that many US based employees are living the 

American benefit dream. It was not so long ago, employees 

in the CEE region could get charcoal support for the 

winter season, a gift of stockings for female employees on 

international women’s day or circus tickets for children. 

The ninth question in our Benefits Survey looks at how this has 

changed in recent years. We asked the question: What Perks 

and Benefits do you receive from your current employer?

O F F E R I N G  L A V I S H 
E M P L O Y E E  B E N E F I T S  I S 

N O  L O N G E R  A  U N I Q U E 
W A Y  T O  A T T R A C T  A N D 

R E T A I N  P E O P L E .  
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The bigger, the better
Our survey results show that aside from increased remuneration 

packages the most common addition to employee benefits 

across the CEE region are increased training opportunities, 

enabling employees to improve or gain new skills – nearly 43% of

survey respondents obtain such a benefit. 

Employee development and knowledge enhancement as a 

perk works both ways, employers gain competitiveness from 

the competences and capabilities they generate in their 

workforce and employees gain marketable skills. 

Lunch coupons and cell phones are common perks also with 

39% of employers making them available. Basic medical care is 

offered by 37% of employers and 14% offer extended health care 

packages which include healthcare for family members. Only 

7% of employers offer private dental care. Almost 11% of survey 

respondents claim that they don’t receive any benefits from 

their employer. Our data shows that the size of the company 

has a major impact on the benefits package on offer. 

Who gets what?
Less than 5% of employees working for companies with over 

250 employees stated that they don’t receive any benefits as 

compared to 38% of employees working for companies with 

less than 10 employees. 

Basic medical care, sport cards, lunch coupons and financial 

bonuses are the most common benefits available to people 

working in companies with more than 50 employees. 

The mix of benefits available varies among the different 

countries. Employers in Poland more often offer sport cards 

than employers in other CEE countries. In Czech Republic 

and Slovakia, language courses are more readily available to 

employees alongside the opportunity to work from home. 

Hungarian employees more frequently receive financial bonuses 

as compared to respondents from other CEE countries. 

10.8%
of respondents don’t 
get any additional 
perks or benefits 
from their current 
employers

Key Takeaways

For both large and small organizations it makes sense, where possible 
to secure deals with the suppliers of these perks and benefits. 
This makes it more affordable to offer perks such as coverage of work 
transportation costs and gift cards for staff members. 

Savvy firms with limited resources see the advantage in non-monetary 
benefits such as flexible working hours and time off for study and exams 
all in all leading to a more motivated and better developed workforce.
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WHAT PERKS AND BENEFITS DO YOU RECEIVE FROM YOUR CURRENT EMPLOYER?

Dental care

To-Work transportation costs cover

Integration camps

I don’t get any perks

Studies (refinancing)

Extended medical care

Discount for company products

Conference/Fairs invitations

Company car

Movie, Theatre, Concerts tickets

Gift cards (e.g. Sodexo)

Insurance

Additional free days

Sports cards

Language courses

Home office

Financial bonus

Basic medical care

Cell phone (also for private use)

Lunch coupons

Trainings

7.2%

8.6%

10.1%

10.8%

10.8%

13.7%

14.7%

15.1%

15.5%

16.2%

18.7%

20.1%

22.7%

26.6%

31.7%

32.0%

33.5%

36.7%

38.8%

39.6%

43.2%
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Benefits are good,  
perks are even better

More and more 
companies are waking 
up to the fact that their 
people are their greatest 
asset. That is why they 
also recognize the 
importance of choice, 
quality and value in their 
employee perks and 
benefits package. But 
what might workers’ 
dream compensation 
packages look like?  

To begin, benefits can be defined as non-wage compensation 

added to the employee’s salary. They include health, dental 

and life insurances, disability income protection, retirement 

benefits, day care, tuition reimbursement, annual leave, stock 

options and profit sharing. Perks are all other benefits that 

are of a discretionary nature and most commonly come with 

executive status. Here is what we discovered when we asked 

CEE employees to specify what they want most in terms of 

perks and benefits.

What you see depends on 
where you stand
The importance of different benefits varies according to the 

organizational level and the country location of each 

individual respondent. 

50% of Directors and 56% of Senior Managers are drawn to 

extended medical care and the same percentage (56%) of 

Senior Managers choose financial bonuses as one of their  

3 most important benefits. 62% of Senior Managers singled 

 B U T  W H A T  M I G H T 
W O R K E R S ’  D R E A M 

C O M P E N S A T I O N  P A C K A G E S 
L O O K  L I K E ? 
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out company cars as being of importance where benefits are 

concerned. One level below in the organizational hierarchy, 

44% of managers would like to work from home more 

frequently. 

In fact the desire for greater flexibility is evident across the 

board within the management cohort with over 30% looking 

to obtain additional days off as a benefit. 

36% of managers would like a company car and financial 

bonuses to form part of their benefits package. Specialists find 

such perks as language courses (47%) further training (38%) 

and opportunities to work from home (35%) most attractive. 

Assistants are more interested in basic medical care with 

over 30% citing this as one of the 3 most important benefits.   

Refinancing studies (31.82%) and home office (36.36%) also 

featured prominently among the top 3 benefits desired by 

respondents who identify themselves as being Assistants. 

In general employees in Poland are most interested in sports 

cards (25.58%) and basic medical care (41.86%) being part 

of their benefits package whereas respondents based in 

Hungary are more interested in lunch coupons (20.78%), cell 

phones(25.97%) and company cars (27.97%). Both Czech and 

Slovakian respondents show a marked interest in further 

training (30-40%) as well as the opportunity to avail of a home 

office. 

Dream big
When choosing a ‘dream benefits package’ 39.9% of all 

respondents choose financial bonuses, followed by the 

opportunity to work from a home office (34.9%), extended 

medical care (28.8%), as well as more days off (28.1% look for an 

additional day off each month) and a company car (26.3%). 

The desire for self – development prevails with 21.7% of 

respondents seeking language courses and 33.8% looking for 

further training as part of their benefits package. Open-ended 

suggestions around dream benefits packages included  

a nursery school onsite or near the workplace. 

Somewhat disturbingly some of the respondents would include 

respect and working with dignity in their dream benefits 

package. Shouldn’t these be there by default?

Key Takeaways

Employees across the CEE region really value more basic perks. They 
want great medical insurance, more paid vacation time, sick time, and 
opportunities to work from home are also important benefits. 

While most workers won’t turn down a free trip to a fabulous ski resort 
or lunch from a gourmet restaurant, employee surveys report that these 
over-the-top perks aren’t the reason people show up to work. In line 
with our own results a 2014 Mercer survey reports that employees attach 
the most importance to extra time off and fatter paychecks.

The key to effectively using perks and benefits to keep morale high and 
employee turnover low is making sure you’re providing the benefits 
that your employees want and not what you think they’ll want. Before 
implementing a new benefit or perk, poll your employees on what 
they want. That way, you know you’re spending your money on things 
your employees really value. Hence you will find yourself achieving your 
objectives and at the same time saving yourself money.
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OUT OF THE BELOW CHOICE OF PERKS AND BENEFITS, SELECT THOSE WHICH ARE MOST IMPORTANT TO YOU:

Discount for company products 1.8%

Integration camps 1.8%

Other 2.8%

Movie, Theatre, Concerts tickets 3.2%

Gift cards (e.g. Sodexo) 3.9%

Conference/Fairs invitations 6.8%

To-Work transportation costs cover

Dental care

Insurance

Sports cards

Lunch coupons

Cell phone (also for private use)

Studies (refinancing)

Basic medical care

Language courses

Company car

Additional free days

Extended medical care

Trainings

Home office

Financial bonus

7.1%

8.9%

11.0%

12.8%

13.2%

13.9%

14.6%

16.4%

21.7%

26.3%

28.1%

28.8%

33.8%

34.9%

39.9%
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A SELECTION OF STATEMENTS FROM RESPONDENTS WHO TICKED ‘OTHER’:

“Flexible working hours.”

“Full packet of TV content.”

“Private pension support.”

WHAT WOULD BE YOUR DREAM BENEFITS PACKAGE?

“A comprehensive sports card, private medical care available in the city/town where I work & 
live, an additional free day each month + regular financing of studies/courses.”

“Trainings abroad, courses, insurance and medicinal packages.”

“Company car, paying half of the flat’s renting cost, other benefits in a fixed amount of money.”

“Flexible hours, home office, financial bonus, additional free days, lunch coupons, dental care, 
basic medical care, extended medical care, conferences invitations, language courses.”

“Same as in Google headquaters.”

“Company apartment near to the office and free parking place nearby.”

“Language courses and language stays.

” Regular trainings in various topic, not just in topics directly useful for the company. Held by 
professional trainers and not by company employees.”

“Nursery school for my child near my job.”

“Fruits, coffee, tea and other refreshments for free.”

39.9% of respondents consider 
financial bonus as one of 
the most important



T H E  K E Y  T O  E F F E C T I V E L Y 
U S I N G  P E R K S  A N D  B E N E F I T S 

I S  M A K I N G  S U R E  Y O U ’ R E 
P R O V I D I N G  T H E  B E N E F I T S 

T H A T  Y O U R  E M P L O Y E E S 
W A N T  A N D  N O T  W H A T  Y O U 

T H I N K  T H E Y ’ L L  W A N T .
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What could be better 
than more money?

Our final CEE Benefits 
Survey questions 
sought to uncover the 
circumstances under 
which employees 
might prefer enhanced 
benefits in favor of a 
salary increase and what 
enhanced benefits would 
need to be offered in 
order for employees to 
accept a reduced salary. 

Our results show that most workers will accept certain 

additional benefits in place of an increase on their current 

salary however most will not allow their current salary to be 

reduced in exchange for any set of benefits. 

Buy one, get one free
Over 60% of respondents stipulate that they would swap 

a salary increase for the right perk or benefit. However for the 

majority (70%) there is no benefit they would accepted in 

place of a salary lower than what they are currently on. 

Unsurprisingly, employees are reluctant to let go of the 

perceived status that comes with their level of pay, even if 

those perks and benefits mean that they would be better off 

overall. However, as our results show, benefits can be  

a more effective means of maintaining employee loyalty and 

satisfaction than salary increases. 

Given that the employer costs associated with employee 

benefits can be lower than those incurred through salary 

  M O S T  W O R K E R S 
W I L L  A C C E P T  C E R T A I N 

A D D I T I O N A L  B E N E F I T S  I N 
P L A C E  O F  A N  I N C R E A S E  O N 

T H E I R  C U R R E N T  S A L A R Y .



42

increases and yet the level of employee satisfaction achieved 

through benefits can be higher, benefits are an option well 

worth exploring. 

Swap party
Levels of enthusiasm for benefits in place of salary increases, 

varies between different countries. Employees in Hungary 

display the greatest levels of enthusiasm with 66% opting in 

favor. Polish employees are least likely to accept benefits in 

place of salary increases with 59% stating that they would trade 

a salary increase in favor of a perk or benefit.

Experience and economic status also play a major role in the 

money-bonuses barter. Of the youngest cohort (under 25 

years) 1 in every 3 (33%) would not accept benefits in place of 

a salary increase. The majority of employees aged over 25 take 

the opposite view, in particular 72% of employees aged 41-50 

would forego a salary increase for extra benefits. In terms of 

position within the organization hierarchy, the most dramatic 

response came from trainees with almost 100% of respondents 

in this cohort stating that they would not accept benefits in 

place of a salary increase. Between 60% and 66% of Directors, 

Senior Managers and Managers would accept certain perks and 

benefits in place of a salary increase. 

Benefits suggested in respondents open ended answers 

include having the option to work from a home office, the 

refinancing of studies, extended medical care and more 

flexibility around work hours (in line with responses to previous 

questions around dream benefit packages). 

Once satisfactory salary levels have been achieved, the desire for 

greater levels of autonomy and peace of mind come to the fore. 

On the other hand, those who struggle to make ends meet 

will not value the opportunity to work from a home office or 

the offer of a sports card in favor of a salary increase. Also worth 

mentioning is the fact that men are more likely to trade  

a salary increase than women – nearly 67% male employees as 

compared to 51% of female respondents.  

Key Takeaways

Traditionally, employers give salary increases and bonuses as an 
incentive to valued employees. However, more recently employers have 
been offering benefits rather than salary increases. The shift toward 
bigger benefits and smaller salary increases accelerated as firms 
tightened their belts following the financial crisis, but it is also rooted in 
broader demographic changes in the workforce. 

Different employees value different benefits. Hence, employers need 
to take the time to consistently review the benefits they offer. The main 
thing to note is that different people will put a different priority on each 
benefit. One person might really value a higher title, but be fine with the 
standard amount of vacation. Another might not care as much about 
bonuses, but loves international travel and truly values more vacation 
time. Not every company can compete on salary alone. But the truth is 
that there are many benefits above and beyond money that can make 
your people feel valued and happy.
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WOULD YOU TRADE A SALARY INCREASE FOR A CERTAIN PERK OR BENEFIT?

No

Yes

61.2%

38.8%

WHAT BENEFITS/PERKS WOULD NEED TO BE OFFERED IN ORDER FOR YOU TO ACCEPT A LOWER SALARY?

“Extended medical care (incl. family members).”

“Company car, lunch coupons, language courses.”

“Less working hours.”

“Trainings, studies, home office.”

“Refunding car costs.”

“Additional days off, studies/certification financement, home office.”

“To-Work transportation costs cover, home office, financial bonus.”

“One month paid holiday.”

“Additional free days, company car, retired insurance, extended healthy insurance, gift cards.”

“It all depends on the math, if the benefits/perks are worth more I would go for them.”

“My dream benefit is to get an MBA study programme offered and covered by the employer.”



T H E R E  A R E  M A N Y 
B E N E F I T S  A B O V E  A N D 

B E Y O N D  M O N E Y  T H A T  C A N 
M A K E  Y O U R  P E O P L E  F E E L 

V A L U E D  A N D  H A P P Y .



45

Conclusion

We in Cpl are committed 
to helping our client 
partners find and create 
the people capabilities 
that will enable 
sustainable workforce 
strategies tailored to meet 
the unique needs of every 
organisation we serve. 

Contact your local Cpl 
office today to find out 
more.

And finally
The biggest challenge facing employers in the CEE market 

is not the severe lack of experienced professionals. It is the 

gap in professional training and mentoring available to 

employees and candidates who are open and eager to avail of 

development opportunities.  

By offering training and development as a benefit, not only 

do organisations stand out as a preferred employer, they 

generate their own much needed talent. The consistent 

and steady influx of investors to the CEE region means that 

pressure on the talent market is not likely to subside any time 

soon. Hence the best way forward is for employers to show a 

real commitment to their talent programme, thus avoiding 

destructive competitive cycles that result in inflated salaries 

and talent shortages.

T H E  B I G G E S T  C H A L L E N G E  F A C I N G 
E M P L O Y E R S  I N  T H E  C E E  M A R K E T 

I S  N O T  T H E  S E V E R E  L A C K  O F 
E X P E R I E N C E D  P R O F E S S I O N A L S .
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