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Convergences and divergences

CultureCulture & & institutionalinstitutional

streamsstreams

� Convergence

� Divergence

� Cross-vergence

Private && public

debatte

� Similarity

� Differences

� Similarity-difference

Globalisation Culture
Technology Local institutions
Int. Organisation Labour markets

Efficiency Ownership
Downsizing Org. Culture
Financial control Contingency
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Management paradigme before global
crisis

Easy access to

• technology

• land

• financial sources

Differentiating factors

• HR resources and knowledge

• people development & 

management
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New paradigms

� „Cash Cow” produtcs or
services

�cheap financing is over

� trust

�strong regulation and
control

�etc.
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Socio-economic comparison

HungaryHungary

�� GDPGDP (2009): (2009): --6.7%6.7%

�� GDP GDP -- per capitaper capita (2009) 10.483 (2009) 10.483 
EuroEuro

�� Inflation rate Inflation rate 4.54.5% (200% (20088))

�� FDI FDI Investment Investment (2008) 4.5 (2008) 4.5 
billionbillion EuroEuro

CroatiaCroatia

�� GDPGDP (2009): (2009): --3.7%3.7%

�� GDP GDP -- per capitaper capita (2009) 10.500 (2009) 10.500 

EuroEuro

�� Inflation rate Inflation rate 2.72.7% (200% (20088))

�� FDI FDI InvesInvesments (2008) 2.9 ments (2008) 2.9 billionbillion

EuroEuro
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Traditional HRM in the region

� It was very tightly controlled by the party and the state

� Most job descriptions emphasised tasks and procedures

� Tayloristic, quantitative-oriented incentive systems

� Almost 100% unionization

� Traditional personnel department consisted of two separate sections 

Central Departments Personal Officer

Technical Departments Production Units

Technical Director

Planning Bookkeeping Payrol&Labor

Economic Director

General Director
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Similarities and differences in HR

HR management systems and structures supporting

Privatisation ���� Firm restructuring  ���� Continuous improvement ����Crisis

1991 1998 2001 2009

New Labor Law  ���� Unemployment law  ���� Three tiers pension & Medicare

Social systems

1990 1994 1998 2008
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Consultancy market in Croatia

� Approximately 600 consulting firms generate ca 200 millions € annually.

� Expected revenue growth by most firms is 5% at the low end and 20% at 
high end.

� The typical Croatian consulting firm is very small, usually one to four 
professionals, each employee generating about 40,000 € in revenue 
annually.

Source: based on CEP Consulting Industry Survey, 2002, AMC Croatiia survey and estimates, 2008
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0%
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Personal
recommendation

International certifications
held

Their sales presentation
and materials

Price of services

Training and technical
assistance productsImage of company

Knowledge of a specific
industry

Relationship with a
lending institution

Other

25 - 200 employees > 200 employees

Croatian MC market: demand side

What is important when selecting a consultant?

Source: adapted from CEP Consulting Industry Survey, 2002, AMC Croatiia survey and estimates, 2008
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Service portfolio: Importance of services

70%18%Finance services

45%26%Cost reduction

78%21%Export management

65%37%HR Management

81%42%Marketing research

56%62%ISO 9000 2000

Supply sideDemand sideServices

Source: AF Barisic and data from Consulting Needs Survey; Report: USAID Croatian 
Enterprise Promotion Activity,

Consulting services

<

>
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Latest evolution in Hungary

High growth rate in Hungarian consultancy
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Players

Big firm Small firmMid-size firm
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HR consultancies
% of HR and non-HR consulting
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1 2 3 4 5 6 7

Western Europe - 
other consulting areas
Western Europe - 
HR consulting
Eastern Europe - 
other consulting areas
Eastern Europe - 
HR consulting

1999    2000      2001     2002       2003      2004     2007

• In E-Europe and Hungary use of HR  consulting service exceeded 17-24% 
of firm surveyed, far above the US or W-European average (6-10,8%) 

•This difference may stem from the fact that this region has no tradition of   
Western like people management and training

•Most of HR related critical changes are over in this region
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Changes in use of HR consultants
Total=7952, EE=864 and Hungary=97
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Central Europe
Western Countries

(Sources: Cranet, 2005, Farkas-Karoliny-Poór, 2007)

�The „hot topic” information technology is ranked lower in all six 
nations, well below the share devoted to HRM
�Another “hot topic,” is outsourcing; but clearly, it is not yet a 
major concern with these nations, though it should grow in 
significance.
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MNC Case in Hungary (1)

Company 

information

Staffing –

Early stage

Life cycle

at subsidiaries

Changing patterns

of knowledge-transfer

Management –

regionalization
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MNC Case in Hungary (2)

� US in 1940s

� Key services: HR consultancy, labor market studies, 

outsourcing, change management

� Step by step involved to the region since 1980s

� Newly established start-up subsidiaries
� Hungary: 1990
� Czech Rep. : 1992
� Slovakia: 1996
� Poland: 1998
� Almost all countries in EE region: 2005

98%$6,040Total Market

33%$1,994Other

1%$64Buck Consultants

2%$126Hewitt

2%$132Ernst & Young

2%$141IBM

2%$148Aon Consulting

3%$198Hay Group

3%$200Towers Perrin

7%$434Deloitte

8%$495Watson Wyatt

9%$571Accenture

13%$767Mercer

13%$770PwC

Market
Share

2006
(US$ mil)Firm

Source: Kenndey Institue
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MNC Case in Hungary (3)

� Start up driven by regional key
partners from Western offices

� Locals for first level management 
positions

� Selection through 
� personal connection for first

level jobs
� adverting for all other jobs

� Orientation program for newly 
selected managers

� Induction programs for all other 
job holders

Person
nel

Policy

Servicedescriptions

Co
rpo

rat
e

Pri
nc
ipl
es
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MNC Case in Hungary (4)

 

Stage I: 
Early  changes 

Stage II: 
Near  past 

Stage III: 
Steady  state 

Privatisation -  Firm establisment: 
Transform HR  infrastructure  and  competencies 

Restructuring&Development 
Set  up  new HR  capacities  and  develop  new HR  roles 

Consolidation  &Renewal 
Support  continuous   renewal  and   knowledge  generation 
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MNC Case in Hungary (5)

Expats. consultants

Local inpatriate

Joint teams, intranets

HQ

Clients

Expats Consultants Local
inpatriate

Joint teams,
intranet

Firm establishment --- Restructuring&Development --- Consolidation&Renewal

Expats. consultants

Local inpatriate

Joint teams, intranets

HQ

Clients

Expats Consultants Local
inpatriate

Joint teams,
intranet

Regional partner, experts. 

Local managers, selected professionals

Joint teams, intranets

HQ

Clients

Expats Consultants Local
inpatriate

Joint teams,
intranet

HQ

Clients

Partner, experts Local
managers

Joint teams,
intranet

Firm establishment --- Development --- Consolidation&Renewal
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MNC Case in Hungary (6)

First stage: Locally driven

Second stage: Division driven

Third stage: Pan-EE mgmt. team

� Have a flat organization structure

� Have a mix management team

� Local country managers become
„ambassador”
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Public sector reform in Croatia
Main opportunities for consultants

Improving selection process
CC

Developing HR handbooks
BB

Career…

Developing job

standards

DD

� Job purpose

� Accountabilities

� Performance indicators

� Know-how, competencies

Improving public service 

regulations

AA

HRMIS

EE

TNA and training programs
FF

Improving internal and

external

communication

HH

� Communication
surveys

� Newspaper

� Communication
channels and materials

Reward System
II

� Pay survey

� Job Evaluation

� Performance indicators

� New pension model
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Conclusions (1)

� Consulting linked to privatisation, firm restructuring and 
development has been developing significantly in Hungary 
and Croatia

� HR consulting has undergone significant development in 
both countries

� The relationship between consultant and client has 
changed significantly  
– consultant knew much more about methods and 

processes than client who employed him/her
– in the meantime managers and professionals made up 

for this shortfall
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Conclusions (2)

� Now consultants not just 
– simply transfer knowledge and documentation of HR 

methods and procedures, 
– but also developing an organisational capability that 

enables the company or public institution 

� New era creates 
– new opportunities both traditional consulting (facilitating 

change, implementing M&A) and  new (cross-border, 
intercultural) consulting
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Classical advise: Einstein

„Future problems
cannot be solved by
old paradigms”
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Thank You for Your Time Thank You for Your Time 

and Attentionand Attention!!


