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Motto:
- I hope there will be more investments, because
there is never enough. We have a market of very
good universities, which educate brilliant graduates,
so I hope and predict that this market will abound
with investments like Cracow or Wrocław before it
(_). Nowadays, many people wish to come back,
they are probably waiting for those investments.

- I do not think that all investors know what
a great potential of human resources can be
explored here. As I have already stressed before,
I have noticed that this city has the smallest
problem of all the cities in Poland.
I have also been to Wrocław and Warsaw,
so as far as those bigger urban centres are
concerned, we have broader experience and
recruitment was on the top level here and I think
that the problems we experience here are not as
substantial.
I think that the best strategy would be to promote
employees, even a nation-wide information about
professionals from Poznań.

(Remarks by respondents collected during a study
conducted for the purposes of the Project)

Poznań School of Banking

Centre for Public Policy - Adam Mickiewicz University

Poznań, 2007 r.
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In 2005, the value of GDB generated in Poznań amoun-
ted to PLN 30,3 billion and increased by 7,8% in compa-
rison to the previous year. The gross domestic product
per capita constituted more than double the value of the
national average. An increase in productivity gave the
city the second position among the capitals of provinces
(after Warsaw), in terms of the share in GDP (3,1%), and
thus Poznań was ahead of Cracow once more. Poznań's
economy has undergone restructuring and is well-diver-
sified, it is characterised by a high level of industrialisa-
tion and investment, which makes it open for exterior
markets.
The favourable condition of Poznań's economy can be
confirmed by external assessment carried out by both do-
mestic and foreign rating institutions. In April 2006, Moo-
dy’s Investors Service changed the rating of Poznań to
A3 level with a stable forecast, which is the highest rating
obtained by any Polish city which has been evaluated in
terms of credit reliability. In the prestigious E-REGI ran-
king of the largest European cities (European Regional
Economic Growth Index), published at the end of 2006
by the Jones Lang LaSalle institute, Poznań exhibited the
highest advancement in the ranking among CEE Count-
ries - it moved 24 posts higher, achieving a respectable,
52nd place - the second in Poland (after Warsaw) and
sixth in Central Europe, whilst the ratings of other major
cities in Poland fell: Warsaw (44), Cracow (71) and
Wrocław (74). In 2006, Gdańsk Institute for Market Eco-
nomics, conducting its annual study of investment at-
tractiveness of Polish regions, once again classified the
Poznań region as one of the most attractive areas for in-
vestment in the field of services (A class) and advanced
technologies (A class).
There are almost 90 thousand business entities registe-
red in Poznań. Only the situation in Warsaw is more fa-
vourable when the investment-resident ratio is taken into
account. Poznań's enterprises stand out by their high and
still growing share of foreign capital. Almost 1/4 of trade
companies have a share of foreign capital - mainly Ger-
man, French, Dutch, American and Swedish.
Through economic concentration Poznań has become a
market and at the same time an ideal location, especially
for such branches as finances and specialised services for
companies. Incentives for those wishing to locate their
business activity in the city include: high quality of the
local labour market, particularly high qualifications of em-
ployees, high absorptive power of the market and struc-
turally diversified economy, highly attractive for foreign
capital.
In terms of the economic condition of companies, Poznań

Poznań is one of the oldest and largest cities in Poland,
with a history spanning over one thousand years and a
deeply-rooted tradition of entrepreneurship. The city is
an important centre of industry, commerce, science and
technology, it also belongs to the best economically de-
veloped urban centres in the country. The rapidly-gro-
wing economy, considerable scientific and research
potential, good technical infrastructure and high level of
investor service prove that Poznań is an attractive place
for economic and investment activity.

1. Introduction. Poznań's economic situation



is significantly ahead of: Cracow, Wrocław, Łódź and
Szczecin. The enterprises in Poznań have exhibited a sig-
nificantly higher turnover profitability alongside lower and
decreasing costs. Financial liquidity indicators, in compa-
rison with other major cities, confirm the financial secu-
rity of Poznań's companies.
Poznań has also got a considerable scientific and innova-
tive potential on the national scale. Almost 50 units con-
duct research and development activity in Poznań,
employing over 11 thousand people, including ca. 9 thou-
sand on scientific and research positions. The R&D area
is made up of both renowned universities and specialised
R&D organisations, institutes and R&D centres, central
laboratories and facilities of the Polish Academy of Scien-
ces. Poznań's scientific and technical human resources in
the R&D sector possess an elevated level of qualifications
which meets the qualifications of workforce in other Eu-
ropean centres, especially in terms of such areas as IT,
operational research, nanotechnology, bioengineering,
and genetics. Moreover, R&D centres with a share of do-
mestic companies or international corporations are crea-
ted in Poznań.
Investment expenditures of enterprises are one of the in-
dicators of the absorptive power of the local market. In
2006, Poznań's enterprises increased their spending on
investment. It is a sign of a revival after a two year's de-
crease, caused by a general sluggishness of the economy.
It needs to be emphasised that non-governmental inves-
tments in Poznań are especially directed at the develop-
ment of technical infrastructure and improving the quality
of life. Poznań became the leader of the ranking of
self governments, in terms of the amount of means
invested in the development of public utilities, hou-
sing and transport management between the years
2004 and 2006, therefore ranking higher than War-

saw, Katowice, Cracow, Wrocław and Gdańsk.
Poznań, together with the surrounding metropolitan area
constitutes one of the most attractive areas for foreign
investors. Between 1990 and 2006 the total value of di-
rect foreign investment in the city reached 5,1 billion do-
llars, i.e. 9 thousand UDS per resident. In total over 100
investors from 25 countries in the world invested in Poz-
nań (investments of over $ 1 million).
Poznań stands out among other cities by its good trans-
port accessibility. The city is a nationally and internatio-
nally important road, rail and air transport hub. The city
has a well developed internal network of public roads,
with a total length of 1012 km. The urban network and
the roads of the Poznań District ensure good connections
between the city and the metropolitan area. Poznań has
got the most dense road network in Poland, and in terms
of the total length of roads is only inferior to Warsaw.
Rail transport in Poznań plays a crucial role in passenger
traffic (second after road transport) and first, as far a
freight transport is concerned. Poznań services connec-
tions of the main international railroad lines and combi-
ned transport. Moreover, carriers from Poznań also offer
a broad range of domestic and regional connections.
The Poznań-Ławica Airport enables regular connections
from Poznań to 19 European cities (at the beginning of
2008 flights to 6 more cities are to be launched).
The city possesses an extensive network of business-sup-
port institutions, which also provide assistance in all sorts
of business initiatives. It is comprised of, among others,
research and development facilities, capital and commo-
dity turnover institutions, foundations and associations. A
crucial business-support role is played by special econo-
mic zones and specialised parks, providing economic ini-
tiatives with preferential conditions of conducting
business activities. Investors have three industrial parks
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at their disposal within the Poznań metropolitan area.
The banking system is another vital element of the insti-
tutional support for business. Poznań is a major banking
centre in Poland. The vast number of banks guarantees
favourable accessibility of both national and foreign ser-
vices. Poznań also provides visitors with multiple hotel
and conference venues. In Wielkopolska, there are 131
hotels, including 40 located within Poznań. Poznań's ho-
tels offer 5,2 thousand beds in hotels (i.e. 9% in the scale
of the country as a whole), a modern conference base
and favourable location - top class venues situated in the
city centre.
The flagship element of the city is the Poznań Internatio-
nal Fair, the unchallenged leader of the Polish trade fair
market and one of the high-profile fair centres in Europe.

Poznań is the fifth most populated city in Poland, after
Warsaw, Łódź, Cracow and Wrocław. In mid-2007, Poz-
nań had 564 thousand residents, i.e. 1,5 % of the coun-
try's total population. Against the backdrop of major
urban agglomerations, Poznań appears very positive,
both in terms of the structure of economic age groups
and of the inhabitants' education. The city is characteri-
sed by the highest percentage of residents in the pro-
ductive age group (67%) and the lowest percentage in
the post productive age group (17%). In addition, for
every 100 people at the productive age, there are fewer
than 49 people at non-productive ages, i.e. fewer than in
other large cities. According to the data of the 2002 Na-
tional Census, for 100 residents of Poznań there were 17

people with higher education diplomas and 68 with se-
condary or post-secondary education. Those indicators
are superior to the general national ones, which amoun-
ted to 8 and 51, respectively. Both the share of popula-
tion in the productive age group and the high level of
education constitute ideal assets of Poznań human reso-
urces, especially in the face of the necessity of being
competitive on the European labour market.
Foreign migrations take place on a small scale, and their
influence on the condition of the population is marginal.
Population growth dynamics has taken on an optimistic
form for Poznań. Since 2006, the birth rate exceeded the
number of deaths. As a result, Poznań is one of very few
cities which can boast a positive population growth.

Both Wielkopolska and Poznań itself are characterised by
a well-developed educational infrastructure. Not only
does it concern the number of schools, but also the qua-
lity of education. As education development strategy in-
dicates, the inhabitants of Poznań are generally better
educated than the average level for Poland. Schools lo-
cated within Poznań no longer have the function of "re-
positories - incubators" for young people, delaying their
entrance into the labour market or into the role of unem-
ployed. The schools tend to have a more positive role,
preparing new human resources for a fluent entrance into
the labour market. This is readily confirmed by the sta-
tistics available from the County Statistical Office. The at-
titude of teachers has changed; they acknowledge the
need of raising their own qualification as well, their mo-
tivation to prepare their original curricula grows stronger.
Poznań also offers a network of centres for the
youngest children, which enables women after ma-
ternity leave to return to the labour market.
Up-to-date information related to the structure of educa-
tion in Wielkopolska and Poznań are presented in annual
reports of the Provincial Employment Office in Poznań,
entitled "The evaluation of the situation of post-secon-
dary school graduates on the labour market in Wielko-
polska" as well as of the County Employment Office in
Poznań, entitled "A report concerning the situation of
school graduates in the Poznań County and in the City of
Poznań on the labour market". Both publications indicate
that the situation of young people is gradually improving.
Local governments and bodies running educational faci-
lities start noticing the requirements of the labour market
and the principal subjects of the process - pupils and stu-
dents. People also are more and more likely to recognise
the needs related to the technical base necessary for vo-
cational schools, the state of machine parks and didacti-
cal aids.Traineeships are a key element of all types of
vocational education. Apart from theoretical knowledge,
young people have also got a chance to acquire practical
skills. It is vital that more and more often local employers
start to notice the necessity of becoming involved in the
educational process, and seek a right to co-decide about
the quality of education received by their potential future
employees. A very good example could be the "patronage
class", created under the auspices of Volkswagen in the
vocational school in Swarzędz. It educates young people
to become mechatronic specialists. Such best practices
in cooperation between employers and education centres
are a chance for future investors to educate personnel
which would meet the specific needs of a certain enter-
prise - obviously taking into account the framework cur-
ricula of each type of institution.

2. Basic demographic data
3. Educational infrastructure

6



3.1. Secondary schools

According to the data of the Poznań Education Board, in
the 2007 school year, there were 388 units of this type.
Most of them are post-secondary schools (126) and ge-
neral secondary schools (108). The current situation on
the labour market in Poznań, i.e. the greater influx of gra-
duates with general education in comparison to those
with primary and secondary vocational qualifications,
alongside the emigration of qualified workforce is an in-
dication of a broader, nation-wide trend. When asked
about professions which experience shortages on the
local market, Poznań's entrepreneurs most often point to
the scarcity of qualified workers (with vocational educa-
tion) and technicians (with secondary education). Among
deficit professions and specializations, engineers and IT
experts come up third, and only 5% of respondents no-
tices the lack of economists. Such answers reflect the
structure and number of students and graduates of Poz-
nań's universities. In the 2007/2008 school year, ca. 50
thousand students attend secondary and post-secondary
schools in Poznań.

3.2. Higher education institutions

Currently, in 2007, there are 25 higher education institu-
tions in Poznań - 8 of them public and 17 private. Over
140 thousand people attended them, and the majority
was women.

Table 1. Poznań higher education institutions in 2007

Source: own preparation on the basis of data from the Provincial Em-
ployment Office in Poznań. * the data presented come form 20 out of 25
higher education institutions in Poznań

Among the professions
which are represented
by 2007 graduates, the highest
percentage belongs to: economy
and management specialists not
classified elsewhere, marketing
and management, finance, organi-
sation management, management,
production management and enginee-
ring (17,3%), tourism and recreation
(7,8%), philosophers, historians
and political studies specialists,
international relations, inter-faculty individual studies in
the humanities, art history, European studies (7,6%), as
well as finance specialists and banking and finance gra-
duates (7,2%). The data presented above come from 20
out of 25 higher education institutions in Poznań
In order to be able to adequately determine the quality of
education offered by Poznań's universities, it would be
advisable to refer to the ranking of higher education in-
stitutions. Each year, one of such ranking is prepared by
Wprost, a Polish weekly magazine. In 2007, the ranking
was comprised of 9 categories, which encompass Poz-
nań's universities (public1 and private2 institutions were
treated separately). The top positions in the ranking were
taken by the following:
1) Poznań School of Banking - 1st place among

118 non-public business and management schools
2) Poznań University of Economics - 2nd place among 5

economic institutions
3) Agricultural University - 2nd place among 6 agricultu-

ral universities
4) Eugeniusz Piasecki University School of Physical Edu-

cation - 2nd place among 6 Schools of Physical Edu-
cation

5) Adam Mickiewicz University - 3rd place in Poland,
among 18 universities

6) Poznań University of Technology - 3rd place among 22
universities of technology

7) University of Medical Sciences - 3rd place among 11
medical schools

8) School of Humanities and Journalism - 6th place
among 134 non-public non-business schools

9) Academy of Fine Arts – 13th place among 24 art aca-
demies

The high positions in the rankings are mainly a reflection
of the high quality of education imparted by higher edu-
cation institutions in Poznań. It especially concerns 6
public universities: Adam Mickiewicz University, Univer-
sity School of Physical Education, University of Econo-
mics, Poznań University of Medical Sciences, Agricultural
University and Poznań University of Technology and one
private institution - Poznań School of Banking.
--------------------------------------------------------------
1. The following aspects were taken into account: "intellectual base",

eduaction process, professional career opportunities, social conditions
of studying.

2. The following aspects were taken into account: "intellectual base",
eduaction process, professional career opportunities and the condi-
tions of studying.

3.3. Postgraduate studies

Poznań higher education institutions also provide a wide
offer of postgraduate studies. In 2007, 13 universities in
Poznań launched a total of 343 postgraduate modules (5
public and 8 private). The largest number of modules was
opened by Adam Mickiewicz University (79) and Poznań
University of Economics (65).
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3.4. Doctoral studies

5 public universities offered doctoral studies in 2007.
They included: Adam Mickiewicz University, University of
Economics, Poznań University of Technology, Agricultural
University and University School of Physical Education.
For many years, Adam Mickiewicz University has had the
widest offer of such education.

To a large extent, the development of any city relies on
the available resources: financial, infrastructural and en-
vironmental. Human resources, however, are the most
important of all. The capital of Wielkopolska is home to
the majority of schools from the region ad it is the largest
centre of higher education.
The education of potential employees of compa-
nies located in Poznań has recently impro-
ved. This is influenced by the fact that
education, especially extra-curricular,
is more accessible, students can be-
nefit from a wide offer of training
courses to raise their qualifica-
tions, which are realised
thanks to EU funding. More
and more often people rea-
lise that a profession acqui-
red once does not guarantee
further professional career -
it is necessary to change
one's qualifications at least
several times.
Due to the opening of bor-
ders and the possibility of
finding employment abroad,
the knowledge of foreign lan-
guages among the participants
of the labour market has increa-
sed. Most often, this applies to
young people and those over 50.
Language skills can also be broadened
outside schools - there are several dozen
language schools in the city, each with a very
wide offer. In addition, language courses organised by va-
rious companies using EU funding have made it possible
to improve language skills for unemployed people whose
situation on the labour market is especially difficult.

4.1. Professional experience from the point of
view of Poznań's employers.

Poznań's employers tend to rate highly the practical skills
of graduates of such higher vocational schools as Poz-
nań University of Technology, University of Econo-
mics or Poznań School of Banking which can be
confirmed by opinions expressed during the study.
During the research conducted for the present report (in-
dividual in-depth interviews), representatives of Poznań's
employment agencies were asked about, e.g. their as-
sessment of the professional experience of the graduates
of the universities in Poznań. A vast majority expressed
their positive views on the topic: More and more often,

young people are determined to take part in some trai-
neeships or internships. (...) more people take this into
account and try to acquire experience even before gra-
duation.
From the point of view of employers and potential
investors, it is a great asset that the students in
Poznań acquire experience as early as in their se-
cond or third year of university: Currently, very often
second, third of fourth-year students have done some
kind of internships, and this makes a lot of sense. This is
not summer work, but real internships in the business
environment.
In their responses, the interviewees also referred
to students from other cities. In comparison to
them, students from Poznań make a very positive
impression, which is crucial at the time of an effec-
tive and successful recruitment: I must admit that
when it comes to professional experience of the students
present on the market in Poznań, I rate it quite highly. I
am able to compare it with other labour markets in Po-
land, because I administer work positions in various pro-
vinces. As far as Poznań is concerned, graduates stand
out by their professional experience and greater commit-

ment to their work; there are fewer problems
with recruiting people for specific posi-

tions.
The employees also expressed

their views about students
from specific universities:

As far as Poznań University
of Technology is concer-
ned, it is possible to ob-
serve a growing student
activeness - they gain
new experience which
raises their qualifica-
tions on the labour
market.
Employees of em-
ployment agencies
operating on the la-

bour market in Poznań
were also asked to

name the most sought-
after professions. As it

turns out, the situation on
the local labour market when

it comes to demanded emplo-
yees is not much different than the

one in Poland or Europe:
In terms of general, country-wide trends, I believe

that Poznań fits perfectly into the situation; there is the
same emphasis on the same fields of study. Namely,
technical, financial and economic.
I would say that this is similar to the general European,
or even global trend - specialisation is especially highly
valued. Obviously, economy is also important, but rather
with regard to a specific subject than management itself
or marketing in general. And engineers, of course - so
these two groups.
In the light of the rapid economic growth which com-
menced in Poland after it joined the European Union and
the very favourable situation in the construction sector,
the professionals who are especially looked for are engi-
neers, i.e. graduates from universities of technology, as
well as mechanics, electro-mechanics, electricians and
specialists in electronics and automation. Obviously, also
IT specialists fall into this category.
Entrepreneurs who participated in the study, apart from
the already mentioned areas, also paid special attention

4. Potential of the labour market - supply

of employees
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to language skills. It also concerns the demand for em-
ployees with high language skills in such sectors as ban-
king and finance. It needs to be borne in mind that
the largest of Poznań's universities, Adam Mickie-
wicz University, offers a wide range of languages
to study.
The issue of the demand for employees of specific sectors
needs to be considered in close relation to the problems
and difficulties which one can experience during the rec-
ruitment and selection process. In this context, Poz-
nań's results in comparison to other cities are very
good. This theme came up in almost all the opi-
nions voiced during the study:
I know that for example in Cracow or Wrocław, where
such centres (financial and accounting - author's note)
are present, they do whatever they can to attract poten-
tial employees, which results in the fact that they are
overpaid, as there are too few of them.
There are many people who would like to work in Poz-
nań, but had to leave in search of work, because such
centres were created in Wrocław or somewhere, and they
left. [...] Let's say that Poznań, so far, has been unde-
rexploited.
In the statements made by the employers and interme-
diaries, comparisons between Poznań and other cities or
regions in Poland were a recurrent theme. In virtually
all of the statements, people focused on the human
resources potential of Poznań, which has not been
sufficiently used. At the same time, they also poin-
ted out the difficult situation of other cities in that
respect. This is a clear sign for potential investors, which
can be expressed by means of one simple slogan: "In-
vesting in Poznań pays, as it is a city of educated
and competent people, whilst other centres expe-
rience a shortage of qualified employees ". The opi-
nions heard during the study correspond with this slogan.
When considering the human resources of the labour
market in Poznań, it would also be worthwhile to focus
directly on individual sectors. In fields such as accoun-
ting and finance, research and development, modern IT
and telecommunication technologies and high-tech in-

dustry, Poznań's offer far outdoes that of other agglome-
rations, which the participants of the study readily men-
tion: To be honest, today I finished the recruitment
process for my own financial department. I am po-
sitively surprised by the level of the recruitment. It
was the highest level of all recruitment processes I
have carried out so far in other cities. In Poznań,
many candidates applied and most of them were al-
ready experienced, which is not always a rule.
Considering the structure and quality of education at Po-
lish universities, the accounting and finance sector expe-
riences fewest problems with acquiring new employees.
What is important, opinions of experts confirm a low ro-
tation of employees of this sector. The statements of em-
ployment agency representatives reflect that aspect: We
have no problems when we have to do with ads meant for
financial advisors, accountants, accountant assistants.
There is a huge turnout and sometimes there is no rec-
ruitment for these positions, so employers manage on
their own. I feel that financial and accounting centres
cope with looking for employees themselves (...). "Ma-
king" a financial director or accountant hardly ever
happens here. Rather, if somebody is employed in
such a position, it will take time before they decide
to look for opportunities elsewhere. They either get
promoted, or, as accountants tend to do, they stay
in the same position.
In the case of the R&D sector, the situation is a little less
comfortable form the point of view of the employers, but
this is a general country-wide problem. It needs to be
mentioned, however, that Poznań's universities try to
meet the expectations of entrepreneurs. It can be confir-
med by the following opinions: I think that many candi-
dates from technical schools are well prepared, because
they have had a lot of practical classes. If I look for so-
mebody, I often have problems, because it is difficult to
find a specialist with experience. There is no problem with
recent graduates, but rather with experienced workers.
The labour market in Poznań has also got a lot to
offer to investors interested in potential workers in
high-tech industry. The participants repeatedly em-
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phasized that during the study: Some time ago we car-
ried out a project in Wielkopolska. We talked about a very
niche market group in the high tech sector and we con-
ducted an analysis of the market. It resulted that there
was just a handful of people potentially meeting the re-
quirements of the profile.
During the research conducted for the present study, em-
ployers from this region, along with representatives of
Poznań's employment agencies were asked to rate the
professional experience of graduates of Poznań's univer-
sities. In general, the participants underline the fact
that students try to gain practical skills already at
university, most often during optional traineeships.
They are perceived as ambitious and highly moti-
vated people, eager not only to absorb textbook
knowledge, but also practical skills. At the same
time, the respondents are also aware that they cannot
expect the same knowledge from them and from people
who have been active on the labour market for some
time.

4.2. The potential of employees for investors
in individual sectors, with a special emphasis
on the following branches: BPO/ SSC, R&D
and IT.

Apart from the graduates of higher education institutions,
the demand structure of employees of the four sectors,
which is analysed in the present study, must also include
graduates of post-secondary schools. However, due to the
specific character of these sectors, there are relatively
few potential employees with post-secondary education
(according to estimates the number amounts to one
thousand). In General, the analysed sectors (apart from
BPO/SSC) rely on specialists, i.e. university graduates. It
also needs to be borne in mind that most of secondary
school graduates go on to study at universities, which
postpones their entrance into the labour market.
Within the framework of the analysed supply of emplo-
yees in the four aforementioned sectors, the number of
potential employees - university graduates was calculated
for 2007.
On the basis of data from 20 (out of 25) higher education
institutions in Poznań, it is possible to note that ca. 12
thousand graduates qualify as potential employees in the
analysed fields. The following professionals constitute the
greatest percentage in that group: economy and mana-
gement specialists not classified elsewhere, marketing
and management, finance, organisation management,

management, production management and engineering
(37,6%), as well as finance specialists and banking and
finance graduates (15,6%). In total, this amounts to 7
thousand potential workers in accounting and finance.
Without any doubt, these graduates constitute Poznań’s
greatest competitive edge when it comes to attracting
new investors.
Another group, less numerous but still quite considerable,
in composed of potential employees of the following spe-
cialties: research and development and high-tech indus-
try. This category is made up of almost 4 thousand people
and the best represented groups include: Engineers and
similar professions not classified elsewhere, zootechni-
cians, specialists in environmental protection, automatics
and robotics, materials engineering, transport (1,110
people), construction engineers and environmental engi-
neers (949 people), mechanical engineers, mechanics
and machine construction graduates (584 people) and
chemists (377 people).
In 2007, potential IT sector employees who graduated
from Poznań's universities also constitute a numerous
group of ca. one thousand people. Over 800 of them are
IT specialists.
The table below presents the number and percentage of
graduates of Poznań's universities in 2007, potential em-
ployees of the BPO/ SSC, R&D and IT sectors.

Table 2. The number and percentage of graduates
of Poznań's universities in 2007, potential emplo-
yees of the BPO/ SSC, R&D and IT sectors

Source: own preparation on the basis data from the Provincial Employ-
ment Office in Poznań. * the data presented come form 20 out of 25 hig-
her education institutions in Poznań
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4.3. Employees' potential - command
of foreign languages

Representatives of Poznań's employment agencies were
asked to rate the command of foreign languages among
the employees and candidates for work in specific sec-
tors. The respondents most often said that candidates in
given sectors have similar language skills: I think that
the division into sectors is not the key issue here, as in
each sector the situation is similar.

When compared to other Polish cities, in terms of the lan-
guage competence of potential employees, the situation
of Poznań is quite positive: Looking through our data-
base for Poznań, I noticed that the language profi-
ciency level is higher than in other cities. In the
application form, each candidate has a 1-5 scale of
language knowledge to describe their skills. If they
mark 3 or above, we qualify it as communicative
and enter it into the database.

Some slight differences in language skills appear in va-
rious sectors. Students and graduates of the University of
Economics and Poznań School of Banking have the hig-
hest competences in this respect. Accounting and finan-
cial centres often involve a considerable number of

positions filled by recent graduates or little experienced
people. Such personnel are readily renewable on the
market in Poznań, and the level of education has impro-
ved over the last 3 or 4 years. Not only do students know
the theory of the language, but they also travel abroad,
study at foreign universities, they even know business
language. Language skills are very high.
When assessing language skills, one needs to take into
account more than just the position and function. In the
accounting and finance sector, also the age of the poten-
tial employee is an important factor.

In the case of the R&D sector, the situation is quite simi-
lar. Also here, age is a crucial variable which determined
language qualifications: People, who graduated, say 10-
15 years ago, declare a good knowledge of a foreign lan-
guage. The older the person, the more difficult it
becomes.

In the case of information and telecommunication tech-
nologies, these qualifications are on a decent level, ac-
cording to the respondents. This applies primarily to the
knowledge of technical issues. The situation of people
with higher education who are current or potential em-
ployees of the high-tech industry appears far better:
These are highly-qualified people and their command of
foreign languages is good or even very good.
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In summary, our interlocutors were positive about
the language competence of the residents of Poz-
nań with university diplomas. Three elements were
most often mentioned: the relatively poor com-
mand of foreign languages in Poland as such, age,
which is a major differentiating factor for the level
of language qualifications and competences and
the quality of language instruction, which is higher
at economic and technical universities.

4.3.1. Command of foreign languages among
senior students at Poznań's universities

Research conducted in 2007 by Pentor Research Interna-
tional Poznań indicates that almost all last year students
at universities in Poznań know English. Irrespective of the
level, 95% of the respondents say they know the lan-
guage. One in every four believes that their competence
level is fluent or very good. The majority of students
(72%) assert that they know German (including 9% with
a fluent or very good level). Over 25% of students in Poz-
nań declare some knowledge of Russian and French.
Some graduates also speak languages which are less fre-
quently used in Poland: Italian, Portuguese or Japanese.

Table 3. Command of foreign languages among ju-
nior and senior students at Poznań's universities.

Source: Pentor Research International Poznań, 2007
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Almost 90% say they know at least two languages, ir-
respective of the level (beginner to fluent). In turn, over
more than half of the respondents (55%) claim that they
know at least two languages, at least at an intermediate
level.
Students at private institutions are more likely to speak
English and German. Prospective graduates of the School
of Humanities and Journalism mainly declare good, very
good and fluent knowledge of English (97% of the stu-
dents knows this language at least well). As far as Ger-
man is concerned, the following schools occupy the
leading positions: the Higher School of Management and
Banking (49%), Poznań College of Modern Languages
(42%), Academy of Hotel Management and Catering In-
dustry (41%), School of Humanities and Journalism
(41%).
A small portion of students (15%) possess language cer-
tificates, which confirm their skills. Most often, these do-
cuments certify the knowledge of English, and are held by
students of the University of Economics (31%) and Poz-
nań College of Modern Languages (30%).

4.4. Professions most in demand on the
labour market in Poznań, according to
Poznań's employees.

The employers and representatives of employment agen-
cies operating within Poznań who participated in the
study were asked which professions were the ones most
sought-after on the labour market in Poznań. The ones
most frequently mentioned were: sales representatives,
IT specialists, engineers, human resources managers and
economists. Meanwhile, almost all the respondents ag-
reed that the potential of Poznań in this respect is still
largely unexploited and will not be used up quickly. This
especially applies to economists, finance specialists, en-
gineers and IT specialists. The most important assets of
the city include: the structure and quality of education in
higher education institutions, the number of students and
the current human resources.
The participants often stressed the fact that potential
candidates willing to work on Poznań's labour market ful-
fil the employers' expectations. As far as redundancies
are concerned, the representatives of companies are not
planning any lay-offs in the near future. The employees
note that in most cases, the termination of a contract is
initiated by the employees: In 1/3 of all the cases, con-
tracts are revoked by the employer and in 2/3 it is the
employee who terminates the contract.

For the purposes of the present study, representatives of
employment agencies were asked to evaluate the current
situation on Poznań's labour market and to present the
changes which they expect to happen within the next few
years. The evaluation was positive: As far as candidates
are concerned, there are more and more people with
good qualifications. It often happens that people do not
stop studying when they leave universities - we often get
people with language certificates, completed courses and
trainings. In terms of the content they are very interes-
ting candidates.
Employers, exactly like the representatives of employ-

ment agencies, were asked to present their opinions
about the local labour market and the changes which will
probably take place within the next few years. Their opi-
nions are concurrent with the ones expressed by the re-
presentatives of employment agencies. Entrepreneurs
also note that in spite of the low unemployment
rate, Poznań's labour market still has potential
human resources - however, there are not enough
new investors in the most innovative sectors.
During the in-depth interviews conducted for the purpo-
ses of this study, the representatives of employment
agencies were asked to indicate which sectors and pro-
fessions experience the highest degree of employee ro-
tation on the market in Poznań. The ones most frequently
mentioned were: commerce and sales representatives.
Also logistics, a sector which is developing rapidly in Poz-
nań, came up quite often in the responses.
According to the respondents, as far as other areas of bu-
siness activity are concerned, a relatively low employee
rotation is characteristic of accounting and finance, as
well as the R&D sector. This interdependence was explai-
ned by one of the respondents in the following way: Ro-
tation is smaller because it is far more difficult to join
such a company - one needs to know more, have wider
experience, and work longer. The age group most likely
to rotate are people between 25-30 years old, who start
their first or second job and are gaining experience. Only
seldom can one encounter such people in the R&D sector.
Obviously, young people are hired as trainees, they are
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given the lowest positions, e.g. they work as construc-
tors. The greater the experience, the smaller the rota-
tion.
The greatest rotation can be found in IT. It is mainly a
result of the financial conditions which are offered to
those specialists, and strong competition between com-
panies (also operating abroad): The IT sector. The rota-
tion in this sector is considerable, since there are many
offers of work abroad, chosen by many young people and
there are job offers in other regions. Currently, Wrocław
has a high demand for IT specialists.
It turns out that besides financial factors, also other ele-
ments have come to be key elements influencing the cau-
ses of the outflow of employees from Poznań's
enterprises. Among these factors, the following need to
be mentioned: management style, possibilities of pro-
motion, self-fulfilment, acquiring new and developing
previously gained skills.
The representatives of employment agencies also tried to
answer the question about whether employees in certain
industry sectors more often quit or are made redundant,
and what is the reason for that. The respondents agreed
that lay-offs in the fastest developing sectors are quite
rare: Companies rather hire than dismiss employees.
Many answers included references to other Polish
cities. People have repeatedly mentioned the fact
that the local labour market more and more often
witnesses cases of "intercepting" or "outbidding"
employees and this is true for all sectors which rely
on specialists for development. In the case of Poznań,
competition among employers is not so aggressive, since
unlike many Polish cities, Poznań still has unexploited
human resources to offer. In the case employees resign
form a certain position, organisational or internal factors
of a given company play a greater role than the situation
on the local labour market.

The most important normative act on labour law is the
Constitution of the Republic of Poland of 2 April 1997
(Official Journal of Law, no. 78, item 483 with subsequent
amendments). It lays down provisions which regulate in-
dividual and collective contractual relationships.

Other sources of labour law are the following:
1) Labour code - act of 26 June 1974 (uniform text:

Official Journal of Laws, no 21, item 94 of 1998 with
subsequent amendments).

2) other sources of labour law not included in the
code, such as:
a) act of 13 March 2003 on Special Terms and Condi-

tions of Termination of Employment Contracts with
Employees for Reasons Not Attributable to the Em-
ployees (Journal of Laws, no. 90, item 844 with
subsequent amendments).

b) act of 13 July 2006 on the protection of employees'
claims in the case of the employer's insolvency (Jo-
urnal of Law, no. 158, item 1121),

c) act of 10 October 2002 on the minimum remune-
ration for work (Journal of Law, no. 200, item 1679
with subsequent amendments).

d) act of 9 July 2003 on employing temporary wor-
kers (Journal of Law, no. 166, item 1608 with sub-
sequent amendments).

3) as well as collective contractual relationships
and group agreements.

4) internal rules and regulations.
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6.1. Contractual relationships

The provisions of law set forth four types of employment
contracts: for an indefinite time, for a fixed term and for
the time it takes to complete a specific task. Each of
these contracts may be preceded by an employment con-
tract for a trial period.
A contract for an indefinite term - is the typical and basic
employment contract. It does not specify the time when
it expires, which is supposed to guarantee the stability of
employment. Contract for a fixed term - it assumes that
the legal relationship exists only over a precisely specified
period of time; the term can be determined directly or in-
directly. The most important thing is that the date of ter-
mination should result from the contract in a clear and
unambiguous way. This means that the contract is a safe
basis for the employee. The text of the contract, however,
can contain a clause, which will enable its termination
with a two weeks' notice if the contract has been conclu-
ded for a period of over six months. Such notice does not
require justification. It needs to be remembered that in
terms of legal consequences, concluding a fixed term
contract is tantamount to concluding a contract for an in-
definite time period, if the parties have previously con-
cluded a fixed term contract for two subsequent terms,
provided that the time elapsed before the termination of
the first contract and the conclusion of the second does
not exceed 1 month.
A substitution contract - is a specific type of contract,
which can be concluded in the event of the necessity of
replacing an employee during his or her justified absence
from work.
A contract concluded for the time of executing a task -
the contractual relationship is valid as long as there is a
need to perform certain work in relation to executing a
specific task, precisely determined work, and moreover,
as a temporary contract it indicates the date of its termi-
nation. This contract cannot be revoked.
A contract for a trial period - Each of the above mentio-
ned contracts can be preceded by a contract signed for a
trial period, which cannot be longer than 3 months.
2. Other basis for employment resulting from legal codes:

appointment, nomination, election, cooperative contract.
The bases of employment indicated above apply to se-
lected, specific positions, e.g. within the public administ-
ration.

6.2. Obligations related to employing
new workers

1) The work contract is concluded pursuant to the stipu-
lations of the civil code. This means that the most fre-
quent method of concluding a work contract is an offer
mode, which involves submitting a binding proposal
of conclusion of a work contract by one of the inte-
rested parties and its acceptance by the candidate.
Another mode is a negotiation mode, which entails ne-
gotiations aimed at concluding a contract. In the ne-
gotiation mode, the contract is concluded when all
elements which are subject to settlement are decided
on. In practice, also other methods are not excluded:
a contest and using a preliminary contract. It needs to
be noted that the work contract in certain cases can
also be concluded through implied actins.

2) In the employment procedure, the future employer
has the right to demand that the candidate provide his
or her personal data, including: name(s) and sur-
name, names of parents, birth date, place of resi-
dence (address for correspondence), education,
previous employment history. Apart form the perso-
nal data indicated above, the employer has also got
the right to demand the following information from the
employee: other personal data, as well as names, sur-
names and birthdates of the employee's children, if it
is necessary because the employee is entitled to spe-
cific rights set forth in the labour law, as well as the
PESEL number (Polish Resident Identification Num-
ber), Government IT Centre of the Universal Electro-
nic System for Registration of the Population (RCI
PESEL).

3) The work contract is concluded in writing. If the work
contract was not concluded in writing, the employer
should confirm the arrangements concerning the par-
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ties, the type of contract and its terms and conditions.
Such confirmation should be prepared in writing not
later than on the day the employee starts work.

4) The work contract (minimum text) determines the par-
ties to the contract, its type, conclusion date, as well
as the terms and conditions of work and remunera-
tion, especially: type of work, place where it is per-
formed, remuneration which suits the type of work,
the components of remuneration, working hours and
start date.

5) Moreover, not later than within seven days of the con-
clusion of the contract, the employer must inform the
employee in writing of: the daily and weekly hours of
work which are binding for the employee, frequency of
the transfer of remuneration, number of vacation
days, notice the employee needs to observe, collec-
tive employment agreement which the employee is
subject to, if the employer is not obliged to prepare a
set of work regulations - in addition, about the night
hours of work, the place, date and time of payment
and the accepted method of confirming the arrival and
presence of the employee in the workplace, as well as
excusing absences.

6) In a particular way, the labour code regulates issues
related to work within the Republic of Poland perfor-
med by an employee delegated there for a fixed pe-
riod of time by an employer based in a European
Union Member State. Such an employer should gua-
rantee that the working conditions of such an emplo-
yee are not worse than the ones resulting from the
provisions of the Labour Code as well as other legisla-
tion regulating employees' rights and obligations. The
above mentioned means that the provisions of the La-
bour Code will have a conditional application, i.e.
when the provisions of foreign legislation, appropriate
for a given employee will be less favourable for them
than the Polish law. This rule adequately applies to
employees delegated from countries other than Euro-
pean Union member states.

6.3. Labour costs

Labour costs are one of the most important items among
all costs borne by employers. Labour costs are the em-
ployer's expenditure on employment and personnel de-
velopment. This means that labour costs also include
expenses which exceed the precisely determined expen-
diture, in the form of material expenses and immaterial
benefits for the employees.

It is possible to distinguish between various cost groups:
1) remuneration and direct benefits for employees (em-

ployee remuneration costs),
2) indirect benefits for employees and their families (so-

cial security, workplace safety, some social benefits,
healthcare organised by the company, maintenance of
company hotels, canteens, schools, kindergartens, re-
sort hotels, libraries, common rooms, etc.),

3) human resources management costs (costs of the
analysis of work positions, recruitment and selection
of candidates, training courses and improving emplo-
yee qualifications, employee assessment, functioning
of a HR department).

Taking into account the diverse needs of employees, per-
sonnel costs encompass the expenses for: wage sand
their taxation, prizes and indemnities, social security con-
tributions, business travels, commuting costs, workplace
safety, personnel improvements, recruitment and selec-

tion of candidates, as well as social and material activi-
ties.

6.4. Labour market regulations - what
investors should know?

Employment restrictions for foreigners - generally
speaking, access of foreigners to the Polish labour mar-
ket is rationed. A foreigner may perform work within the
Republic of Poland if he or she has obtained a work per-
mit issued by the Head of Province appropriate for the
employer's seat. Legal regulations enumerate cases, in
which work does not require such a permit. This obliga-
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tion is waived in the case of, e.g. foreigners residing or le-
gally staying within the boundaries of the country on the
basis of various legal acts, as well as their family mem-
bers and foreigners exempt form the obligation of hol-
ding a work permit pursuant to separate regulations. This
applies, above all, to people employed in the school sys-
tem and higher education. In fact, also citizens of EU
member states have a freedom of access to the labour
market.
Admissible overtime - basic working hours cannot ex-
ceed 8 hours per day and an average of 40 hours per a
week of 5 working days on average in the adopted clea-
ring period, which may not be longer than 4 moths, apart
from specific situations set forth in the Labour code. This
is the basic system of working time. All others which are
mentioned further are regulated by the provisions of the
labour code, but they can only be applied if it results from
the collective employment agreement or work regula-
tions, or they should be introduced in the form of an an-
nouncement provided for by the employer. Some are
subject to negotiations with the employee within the fra-
mework of the work contract.
Remuneration for overtime - for overtime work, apart
from the normal remuneration, the employee is entitled
to a bonus of the amount of: 100% of the base wage - for
overtime at night, on Sundays and holidays which are not
working days for the employee, in line with the currently
valid work time schedule, on a free day granted to the
employee in exchange for work on a Sunday or holiday,
in line with the currently valid work time schedule or 50%
of the remuneration - for overtime on any other day. Ho-
wever, in exchange for overtime work, the employer after
a written application of the employee may also grant him
or her a free day.
Rules of shift work - shift work provides a possibility of

modifying any work time system. It is not regulated by
law in any specific way. It can be assumed that it is ad-
missible provided that the rules of the work time system
into which this type of work is introduced are not viola-
ted.
Regulations concerning paid vacation leave – em-
ployees have the right to unbroken, paid vacation leave
each year. Moreover, employees can chose to renounce
that right. The number of vacation days an employee is
entitled to depends on job seniority and ranges from 20
to 26 days - if the employee has been professionally ac-
tive for at least 10 years. The overall number of years in
employment is taken into account. In the case of emplo-
yees with higher-education diplomas, the period of study
counts as 8 years.
Regulations which apply to maternity leave - ma-
ternity leave is a legal regulation within the framework of
an employee’s rights connected with parenthood. Any fe-
male employee is entitled by law to maternity leave of:
18 weeks after the first birth, 20 weeks with every
subsequent birth and 28 weeks in the event of a multiple
birth. At least 2 weeks of maternity leave can be used
before the due date. Maternity leave which has not been
used before childbirth can be used afterwards up to the
number of days the mother is entitled to. During mater-
nity leave, the employee is subject to special legal pro-
tection (e.g. notice or revoking the work contract is
prohibited).
Rules of taking overdue vacation leave - the emplo-
yer is obliged to grant leave to the employee in the ca-
lendar year in which the employee attained the right to it.
Leave should be granted according to a leave schedule.
The leave schedule is determined by the employee, ta-
king into account the employees' leave applications and
the need to guarantee a normal cycle of work during that
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time. The dates of the leave can be changed on the em-
ployee’s application provided that there are important
reasons for the change. Change of the dates of the leave
is also acceptable due to special needs of the employer,
if the employee's absence would cause major disturbance
to the normal course of work. Any unused days of vaca-
tion leave must be granted to the employee at a later
date. The vacation leave which has not been used in due
time, must be granted to the employee at least until the
end of the first quarter of the next calendar year.
Functioning of the labour court - any disputes con-
cerning claims arising from the work agreement are re-
solved by separate organisational units of district courts
and separate units of county courts called labour courts.
The employee should appeal to labour courts in relatively
short terms: e.g. appeal against the termination of a
work contract within seven days of the date the official
note has been delivered. Proceedings in a labour code
constitute a specific type of proceedings and are regula-
ted by their own separate formal rules.

According to the data of the Central Statistical Office
(GUS) concerning remuneration - the gross average wage
in 2006 in Poznań equalled PLN 2,889.84 (109.6% of
the national average).

In terms of ownership - the gross average monthly wage
in the public sector is higher than the total average
wage in Poznań and amounts to PLN 3,111.35 Mean-
while in the private sector; it is by PLN 100 lower than the
average wage in Poznań (PLN 2,734.04)
Parts of the data included in the analysis presented below
have been aggregated to 4 regions - these categories
apply to specific provinces. The Mazowiecki Region en-
compasses the Mazowieckie Province; the North-Western
Region includes the Pomorskie, Zachodniopomorskie,
Wielkopolskie, Lubuskie and Kujawsko-Pomorskie Provin-
ces, whereas the Eastern Region comprises the Warmiń-
sko-Mazurskie, Podlaskie, Lubelskie, Świętokrzyskie and
Podkarpackie Provinces. The South-western region, in
turn, covers the Małopolskie, Łódzkie, Dolnośląskie,
Śląskie and Opolskie Provinces.

7.1. Capitals of provinces by average
salaries in 2006.

Undoubtedly, people working in Warsaw can expect the
highest salaries. The indicator used to compare average
salaries in the present study is a median, i.e. the value of
a given feature in an ordered sequence with an identical
number of observations found above and below. The me-
dian is a number in the middle of a set, i.e. half of the
numbers have values which are greater than the median
whilst the other half have smaller values.
The median of the salaries in 2006 in the capital of Poland
equalled PLN 3,800 and it is by 10% higher than the
median of salaries in the entire province. Moreover, the
salary range in Warsaw was also greater than anywhere

7. Remuneration and benefits
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else. The best-paid employees earned more than PLN
11,000, a remuneration level which is 6.5 times higher
than the remuneration received by people who were paid
the least.
In Poznań, which ranks second in terms of salaries
(PLN 2,828), half of the employed earned a salary of
the amount between PLN 1,900 and PLN 4500. The em-
ployed in Lublin received the lowest remuneration (the
median equalled 2015); alongside those in Białystok (the
median equalled 2,065). These values were by 50%
lower than the salaries offered in Warsaw.

Table 4. Total salaries in selected cities

Source: Internet study of wages, 2006, carried out by Sedlak & Sedlak.

The differences in salaries between specific regions are
almost insignificant when people with primary and voca-
tional education are compared. They become more signi-
ficant when other stages of education are taken into
account. People from the Mazowiecki Region with secon-
dary education earned 35% (PLN 2,201) more than em-
ployees from the Eastern region (PLN 1,635) with the
same educational background. The most noticeable dif-
ferences were registered among employees with higher
education diplomas. Graduates of institutions of higher
education living in the Mazowiecki region earned 86%

more (PLN 4,100), than employees with the same type of
education living in the Eastern region (PLN 2,200). Their
salaries were also by 56% higher than the ones of em-
ployees from the South-western region. There were
major differences between individual regions in terms of
various economy sectors. IT technologies were the
best remunerated sector in the South-western and
North-western Regions. Salary medians amounted
to PLN 3,300 and 3,000, respectively. In both cate-
gories, people employed in heavy industry are also
the ones who earn most. In the South-western re-
gion, they can expect salaries of the amount of PLN
2,800. In the North-Western Region, on average,
their salaries are higher by PLN 100.

Table 5. Salary median in regions, according to the
sector of economy

Source: Internet study of wages, 2006, carried out by Sedlak & Sedlak.

The following sectors were the best remunerated in
2006: research and development, finance and con-
trolling and purchase department. Everywhere but in
the Eastern region, also the IT department was also one
of the leaders. However, there were differences between
the regions within particular departments.
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Table 6. Wage median in regions, according to de-
partments

In the North-western region, salaries in companies with
a share of foreign capital (PLN 3100) were by 44% hig-
her than in companies with Polish capital only (PLN
2150).

7.2. Salaries in banking

In 2006, the Sedlak&Sedlak Company conducted a na-
tion-wide, internet study of salaries in various branches
of industry. This part of the study includes detailed cha-
racteristics of salaries in Poland and in Poznań for people
working in banking, accounting and book-keeping com-
panies, IT, in technical and service departments, as well
as in R&D, development and planning and in telecommu-
nications.
Average salaries in banking in Poland equalled PLN
3,000. One in every ten employees earned less than PLN
1,435, and the monthly income of one fourth of banking
employees exceeded PLN 5,000. Remuneration in this
branch depends on the position held by a given person.
The lowest salaries are assigned to regular employees,
half of whom earn between PLN 1,516 and PLN 2,930.
The median of income for specialist workers is by 64%
higher, and it equals PLN 3,450. Directors receive by far
the highest pay. One in every ten earns more than PLN
30,000.

21

Source: Internet study of wages, 2006, carried out by Sedlak & Sedlak.



Table 7. Salaries in banking in 2006

Source: Internet study of salaries, 2006, carried out by Sedlak & Sedlak.

In the banking sector, the employees who earn more are
the ones working in the IT department. The median of
their income equals PLN 5,000 and is by 67% higher than
the median of salaries in the entire industry. Employees
of marketing departments are equally well-paid (PLN
4,950). The lowest salaries are given to people employed
in accounting and customer service.
The Mazowiecki Region has the highest level of salaries in
banking. The median equals PLN 4,500 and is by 67%
higher than the salaries in the South-western and North-
western regions.

Table 8. Total salaries in banking in individual re-
gions of the country

Source: Internet study of salaries, 2006, carried out by Sedlak & Sedlak.

When individual cities are compared, Warsaw offers the
best remuneration, with salaries of about PLN 4,800,
which makes it by 53% higher than those of employees
from Wrocław. Employees from Łódź and Krakow have a
similar income. In turn, banking employees from
Poznań earn the least in the ranking. The median of
their salary equalled PLN 2,757 and is 43% higher than
the median of pay in Warsaw.

7.3. Remuneration in companies providing
accounting and bookkeeping services in 2006

The level of remuneration in said sector depended on the
position. A regular worker received a salary of the amo-
unt of PLN 1,677 (median). The salaries of the 10%

worst-paid people in this position did not exceed PLN 900.
The earnings of a specialist were by 31% higher and
amounted PLN 2,200 (median). Managers received a sa-
lary of the amount of PLN 4,000 (median). The lowest sa-
laries were paid to employees in the mentioned sectors in
the Eastern region. The median of salaries in that area
was PLN 1,550. Every other employee earned between
PLN 1,100 and PLN 2,200. In the North-Western Re-
gion, the median of income was by PLN 350 higher
and equalled PLN 1,900. The best-paid group of em-
ployees received remuneration of above PLN 4,500. Sa-
laries in the South-western region were similar. The
median in the region was PLN 2,000. Employees in the
Mazowieckie region received a salary higher by 45%. The
median equalled PLN 2,900 and 25% earned over PLN
4,040.

Table 9. Salaries in accounting and bookkeeping
according to region

Source: Internet study of salaries, 2006, carried out by Sedlak & Sedlak.

Salaries in accounting and bookkeeping were related to
the number of foreign languages spoken by the em-
ployee. Employees who spoke two languages well or
very well were more likely to be paid a higher salary. The
median of their salaries equalled PLN 3,000. This consti-
tuted 143% of the remuneration received by those who
knew only one foreign language (median of PLN 2,100).
People who did not have command of any foreign lan-
guages earned PLN 1,900 (median). 25% of them ear-
ned less than PLN 1,310. The same percentage of people
who spoke two foreign languages earned less then PLN
2,200. 10% of the best-paid employees who had com-
mand of two foreign languages earned over PLN 8,500.

Table 10. Salaries and the number of well and very
well-known foreign languages

Source: Internet study of salaries, 2006, carried out by Sedlak & Sedlak.
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7.4. Salaries in the IT sector in 2006

Like in previous years, IT is a sector with the highest
level of remuneration. In 2006, the difference in in-
come between the IT sector and other branches increa-
sed significantly. The median of salaries in IT in 2006
equalled PLN 3,500, and in the next sector, the tele-
communication industry, it amounted to PLN 3,221.
Highest salaries were paid in software companies - the
median equalled PLN 4,100 and was by 64% higher than
the median for the whole study. Next companies in the
ranking were hardware companies (median of PLN 3201).
The medians of salaries in internet and assistance com-
panies were lowest, and there were no significant diffe-
rences between them (PLN 2,500 and 2,450).
Once again, the Mazowieckie Province is a leader in terms
of the level of salaries

Table 11. Medians of total salaries in regions, ac-
cording to positions

Source: Internet study of salaries, 2006, carried out by Sedlak & Sedlak.

The median of salaries in Wrocław amounted to 80% of
the median of salaries in Warsaw. There are no signifi-
cant differences between the medians of Krakow,
Wrocław and Poznań (from PLN 3,500 to PLN
4,000). The distribution of salaries of the first 50% of
employees was similar to the one in Wrocław and Poz-
nań, but 25% and 10% of the best-paid people received
significantly higher salaries (over PLN 6,100 and 9,200).
Cracow and Warsaw were also the cities with the
greatest range of salaries. 10% of employees who
earned most in Cracow and Warsaw earned over 5
times more than the 10% of the worst-paid emplo-
yees. In Wrocław and Poznań they earned only four
times more.

7.5. Salaries in technical and service
departments in 2006.

The median of total remuneration on the Polish market
in technical and servicing departments equalled PLN
2,650. Half of the studied employees received a salary of
between PLN 1,850 and PLN 4,000. Regular employees
earned PLN 1,950, specialists PLN 2,800, managers PLN
3,600 and directors earned PLN 6,500.
Employees of technical and service department could ex-
pect to earn most in the Mazowieckie Province (a median
of PLN 3,500) (table 12). The level of salaries was si-
milar in the following regions: North-western (Po-
morskie, Zachodniopomorskie, Wielkopolskie,
Lubuskie and Kujawsko-Pomorskie Provinces,) and
South-western (Małopolskie, Łódzkie, Śląskie, Dol-
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nośląskie, Opolskie Provinces). In the former, the me-
dian of salaries of employees working in technical depar-
tments equalled PLN 2,600, in the latter it was PLN
2,500. Workers from the Eastern region (Podlaskie, Lu-
belskie, Podkarpackie, Świętokrzyskie, Warmińsko-Ma-
zurskie Provinces) earned the least - PLN 2,200.

Table 12. Salaries in technical and service depar-
tments in regions

Source: Internet study of salaries, 2006, carried out by Sedlak & Sedlak.

7.6. Salaries in research, development and
planning departments in 2006.

According to the 2006 Internet Study of Salaries, the me-
dian of earnings in these departments amounts to PLN
3,500 and it is by 40% higher than the median of
remuneration for all participants of the study (PLN
2,500).
Employees of research, development and planning de-
partments working in companies based in Mazowsze have
the highest level of remuneration. Half of the workers
from that region earn between PLN 2,970 and PLN 7,750.
In the South-western and North-western regions, sa-
laries are similar, but at the same time, they are
lower than the salaries in the Mazowiecki region by
ca. 33%.

Table 13. Salaries in R&D and planning depar-
tments in regions

Source: Internet study of salaries, 2006, carried out by Sedlak & Sedlak.

7.7. The high-tech sector in Poland

The average gross monthly salary in the sector of enter-
prises in October 2006 amounted to PLN 2544 (95.7%
of the mean salary for Poland).Irrespective of various fac-
tors other than the salary itself, the basic component
which influenced decision about starting and changing

jobs were the earnings. In the in-depth interviews em-
ployees of Poznań’s employment agencies were asked
about the suggested remuneration in various sectors of
the local labour market as well as about factors which de-
termine its amount. The factors which exert influence on
the level of remuneration are such variables as: size of
the company, position, length of time spent working for
the company, experience, skills (language skills as well
and results. Some of the participants of the study also
mentioned gender (very often women earn less than
men), but they most often referred to function, expe-
rience and effectiveness.

7.8. Remuneration policy according to the
opinions of Poznań’s employers.

On the basis of expert statements made by employees of
employment agencies with regard to factors which de-
termine the level of remuneration on the market in
Pozań, it is possible to sketch a characteristic of this
issue:
- It (remuneration – author’s note) will depend on the
employee’s level. I think that if it is a graduate who has
just started, he or she is most likely to start with gross
PLN 3 thousand. This range is quite broad, because it
will depend on these people’s development. If we
are talking about graduates, it can be 5 thousand,
but these were people with e.g. one year of expe-
rience, who were successful in those centres. As far
as the development and IT sector is concerned,
these sums should be greater. Experience is more va-
luable here; also if you manage to find a person with a
foreign language and experience, their salary will be hig-
her.
- If you are looking for a person with higher education,
great experience and the possibility of travelling and de-
velopment, it is not possible to find anybody who would
earn less than three thousand here (on the labour mar-
ket in Poznań – author’s note).
On the basis of interviews with employees of employment
agencies, it is possible to determine the salary range for
individual sectors on Poznań’s labour market. They are
as follows:

1) Accounting and finance – initial gross salary of PLN
1,200-1,600, the next threshold is 3-4 thousand, the
monthly salary of regional managers very often exce-
eds PLN 9 thousand.

2) IT sector – in the case of IT specialists, the initial re-
muneration is PLN 2-3 thousand, the maximum can
exceed even over 10 thousand; In the case of people
working in telecommunication, salaries are lower,
starting at PLN 1 thousand.

3) Research and development. In this case, respondents
did not want to disclose any sums, or they did not
have sufficient knowledge. However, this sector is cha-
racterised by relatively the highest salaries.

4) High-tech industry – like in the case of accounting and
finance, this sector is the most diversified one: ran-
ging from PLN 1.5-2 thousand to over ten thousand.

During the interviews conducted for the purposes of this
study with employers, the interlocutors were asked to say
what influenced salaries in the company they represen-
ted. Respondents, like the employees of employment
agencies mentioned various factors, such as position,
age, length of time spent at the company and commit-
ment.
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7.8.1. Additional benefits

On the labour market as well, additional benefits granted
alongside regular salaries are becoming and increasingly
popular incentive. Sometimes, they become a regular
part of the system of remuneration and sometimes they
are just an additional incentive. They include various so-
lutions and benefits, which the representatives of em-
ployment agencies readily described – they range is very
broad:
They are tools like laptop computers, cell phones, cars,
very often private healthcare although for regular em-
ployees, because it has become a standard for managers.
There are various bonus systems. There are many ele-
ments. It involves keeping the employee in the company,
by keeping his or her family, who are also provided with
private health care. (…) Some time ago various sports
and recreational activities were very popular, but I don’t
know whether it is like his now. I hear about such things
being in the packages more and more seldom. What is
more popular is a “café” system, when the emplo-
yee chooses him or herself what is best and what
will motivate them.
Healthcare was a recurrent theme in the opinions.

Large manufacturing companies have their own outpa-
tient clinics. It needs to be emphasized that employers
focus especially on additional healthcare. In turn, the
opportunity to use a swimming-pool or gym is only po-
ssible in companies with foreign capital. More and more
companies also invest in additional team-building events,
very often trips.
It seems that employers in Poznań have reacted very
quickly and flexibly to the changing conditions and orien-
tation of the market - form the market dominated by em-
ployers to a market dominated by employees. They have
adjusted their offer to the needs and expectation of the
employees, which the participants of the study readily
confirm: They more and more often provide their wor-
kers with additional tools, such as laptop computers or
cars. A year ago there were hardly any employers
who guaranteed healthcare or a car at the emplo-
yee's disposal. Today this has become practically
normal.
However, mainly larger corporations are more willing to
offer such benefits: Let's say that if the company has 50
employees or more, you can expect something.
Another question asked to the representatives of em-
ployment agencies concerned the influence of additional
benefits on the employees' decision to change jobs. Al-
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most all agreed that additional benefits are beco-
ming increasingly important for the employees. The
influence is far greater in the case of people consi-
dering changing jobs, and smaller in the case of
people who are looking for work. Sometimes these
additional benefits can be the factor which will tip the
scales towards the decision to change. On the basis of
Poznań's employers it is possible to state that the most
often used additional benefits include: healthcare, life in-
surance as well as other bonuses (mainly in larger com-
panies): swimming-pool, gym or cell phone: Yes, there
is a whole medical package. Swimming-pool, gyms and
cell phones. Sometimes they also organise events, ou-
tings. Christmas gifts.
To a large extent, the implementation of additional bene-
fits depends on the size of the company and the scale of
employment. Some employers place special importance
on their employees' language skills, refunding costs of
courses..

When describing Poznań's labour market in 2007 its key
features need to be stressed:

1) availability of workers in high-tech sectors and
in broadly - understood finances. This situation is
especially favourable in comparison with other large
centres, e.g. Wrocław or Cracow.

2) potential development dynamics of the labour
market in Poznań, which is connected with out-
standing educational background and the acti-
vity of public authorities.

The involvement of Poznań authorities and academic cir-
cles in securing a competitive edge in terms of human re-
sources is reflected in their practical undertakings with
the aim of adjusting the educational system to the needs
of the labour market. It can be seen, e.g. through the wi-
dely publicized promotional actions regarding various le-
vels of education - form vocational to higher technical
education.
Poznań's policy aims at undertaking activities with view to
enhancing the economic competitiveness of the Poznań
Metropolitan Area. Within the framework of global pro-
cesses which lead to the creation of a knowledge-based
economy, human resources are a key competitive factor,
including qualifications, innovativeness or motivation.
The objective of the authorities of Poznań is to mo-
nitor and foresee the situation on the labour mar-
ket in the Poznań Metropolitan Area. The tasks
defined in this way are a result of new challenges which
the public sector faces. Today, providing social infras-
tructure is a necessary but not a sufficient condition of
ensuring competitiveness. Therefore, the focus on
analysing the quality of education is one of Poz-
nań's assets. Moreover, it is a method of introdu-
cing changes in education to match the needs of
the labour market.
When characterising the labour market in Poznań, one
needs to remember that today’s labour market in Po-
land belongs to the employees and not the emplo-
yers. And in such a situation, as somebody once
metaphorically said: the employee is a cat which the
employer needs to pamper, and not a dog which
serves them loyally and will never leave.

8. Summary and conclusions


