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EDITORIAL

I hear you and you
hear me – communi-
cation is that easy!?
But hearing does
not imply com-
prehension, and
our comprehen-
sion does not
always imply
understanding
each other. But even if we
think we understand,
possibly we do not stand
for the opinion, and there
is still a missing link to
action!
What ability does
communication have to
offer to let action follow
hearing? It has to be
authentic: if we do not
communicate believably
because we have doubts
ourselves, our message will
not be understood or initiate

action. Understanding starts
in us! Communication with

ourselves shows what we
think about our self. It is

understandable that what we
think about us influences what

we think about others. Our
attitudes, values, tolerance, and

especially our love have influence
on our comprehension and

understan-ding! On the bottom line,
our attitude and appreciation towards

others and ourselves decide in which way
communication can succeed – with us, the

family, friends, colleagues, superiors,
customers, people from other cultures … and

everybody wants to be heard!
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Bridge to a new future

Separation with style through outplacement-support
Dismissing an employee, or resigning yourself – an unpleasant to painful matter for
both sides. Seeing this situation as a chance for a new beginning, and not as a threat,
the possible end of the own career, is very valuable for everybody involved. 
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The importance of the right framework conditions

Modern employees ask for freedom 
The trend in the professional market is very clear: it has already become much
more difficult to find good and qualified employees.

Understanding
Culture in Analysis
Constructive interaction through correct communication,
attitudes and values 
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During the last years,
Kennametal has been strongly
expanding into the markets of
Central Eastern Europe, and
into Russia. Which concept is
being used here?
Using analyses of strengths and
weaknesses, and an analysis of the
competition, a recommendation for
action in these markets was deri-
ved: we examined the future market
position of Kennametal compared to the com-
peting companies. Right now, we are founding
a branch office in Russia, and a service center in
Poland. We take care that all of our locations in
Central and Eastern Europe, meaning in Poland,
the Czech Republic, Hungary and Slovakia, as
well as our location in Russia, is made up of
teams of local managers and employees.

What role does intercultural understanding
of a company and its employees play in the
challenge of internationalization?
Intercultural understanding plays a very great
role. Because you can only really be successful
with a market entrance there if you know the
culture of the respective country, and under-
stand and respect the mentality of the populati-
on living there. That is why we also lay great
emphasis on the recruiting of employees from
the direct local and regional surroundings of the
new company location. Of course, it is absolu-
tely vital that they also match our company cul-
ture to 100%. 

Which criteria are important to you when
selecting local Kennametal managers in
Central and Eastern Europe? What

experiences have you had during the
selection process?
The determining criteria during the selection
of managers for us are personality, ethics
and the general potential for development of
the candidates. We have found that the ma-
nagers in Central and Eastern Europe show

an extremely high will to
perform, and are also ca-
pable of fulfilling the high re-
quirements posed to them.
Beyond that, we have often
positively noticed that the Ea-
stern European candidates
are very communicative, and
have the desire to constantly
move forward in develop-
ment. We cannot confirm that

the salaries of managers in the markets of Cen-
tral and Eastern Europe are lower than in the
West. This may be true for other positions, but
not on this level. The salaries of the managers
that have a solid education with long-standing
experience in Western major corporations are
comparable to those in the West. 

Which advantage does the international
project management (one contact person for
all countries) offer?
Due to the fact that we are searching for ideal
employees for our expansion plans in Central

Successful market entrance through
intercultural understanding
International personnel search in Central and Eastern Europe from one 
provider – time-saving and efficient
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with Ms. Cécile Dutheil-Taimanglo,
Manager Human Resources Sales &
Marketing Europe
KENNAMETAL Shared Services GmbH

INTERVIEW

Company profile 

> Internationally leading supplier for tool solutions, construction parts, and modern high-
performance materials for production processes; leading worldwide for tools for mining and
road construction, and market leader in North America and second ranked for tools for metal
processing worldwide. 

> Employees: About 14.000 worldwide; approx. 50 planned new employees during the next 2-3
years

> Annual turnover: more then 2,3 Billion US-Dollars, almost half of that outside of the USA 
> branch & sales offices in more than 60 countries and 52 production locations worldwide 
> Locations in Central and Eastern Europe: Poland, Czech Republic, Slovakia, Hungary, Russia.
> Expansions: Founding of an own branch office in Russia (April 2007), opening of the Central &

Eastern Europe Shared Service Center in Poland (May 2007), branch offices in SEE. 

www.kennametal.com

Cécile Dutheil-Taimanglo

and Eastern Europe and Russia in several
countries at the same time, a main pro-
ject management is vital for this recrui-
ting process. In HILL, we have found a
central contact person in Germany, who
serves as a communication platform bet-
ween Kennametal and all HILL branch of-
fices in Central and Eastern Europe and
Russia. The advantage is clear: with only

one call we receive comparable information
about different positions in different countries
– we save time and expenses.
We have been working closely with HILL for
the last three years. The main advantage of
this cooperation is that HILL knows and un-
derstands our company, our corporate cultu-
re, our vision and values, and our expectations
for future employees. This is immensely hel-
pful for the personnel search, because we do
not only expect candidates with excellent qua-
lifications, founded ethical principles, intercul-
tural competencies and solid professional ex-
perience, but also personalities that match our
company. 
We call tell whether we have really won an em-
ployee only after six to eight months. The in-
tegration into the organization and the team,
and the willingness to develop determine
whether an attitude turns into a success story
or not. The experience and professionalism of
HILL are helpful here. 
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Outplacement is a possibility to reduce
or even prevent frustration, disappoint-
ment and long unemployment for the
involved, and do the same for the cor-
porate risks, like for example long legal
disputes, a negative image as employ-
er, and especially de-motivation and in-
security of the own employees. 

A question of corporate
culture

Key factors for this are the interest of the
employer to approach the former employee
with appreciation and respect also during
the dissolution process of the work relati-
onship, and having general access to con-
temporary HR management. Companies
that do not have appreciation and no budget
for personnel development also in other are-
as will hardy find a way to outplace. In my
opinion, this paints a picture of the corpora-
te culture. How important are the employe-
es, their know-how and satisfaction to the
management, and is there understanding
that the success of the company is signifi-
cantly dependent on these factors? Seeing
human resources as valuable company ca-
pital determines new significance for the
loss of employees and their knowledge.

The doors stay open

Every separation, no matter in what life si-
tuation and relationship, is always a painful
experience for both sides, and at the same
time brings clarity about the own contribu-
tion to this situation. Every farewell, in
which the willingness to communicate is
upheld, and both sides can further meet on
one level, is a bonus for all involved. The ot-
herwise common winner-loser or commit-
ter-victim dynamic, that in the end does not
offer advantages for anybody, but in contra-

ry produces loss of energy, valuable ti-
me and money, loses significance. In the
end, there was a common understan-
ding at the beginning of the relationship
to go the same direction, and usually it
is hardly remembered where and why
the roads have split. But just the same
we do not know whether these roads will
not cross each other sometime, in anot-

her place at another time, and maybe even
join together once more, in different, new si-
tuations. In practice it has already happened
that formerly dismissed employees have
suddenly faced the management as a nego-
tiation partner for important business, in
which situation at the latest they do not want
to think about negative situations of the
past. The understanding that a separation in
common understanding keeps doors open
and enables all of the involved parties to de-
velop makes the tool outplacement especial-
ly valuable. 

New opportunities on
the horizon

The confrontation with the here and now du-
ring the outplacement process offers more
advantages for the involved that originally
conceivable and apparent. The development

can not only be seen through an update in a
professional evaluation process and a quick
change to a new job, but turns into a door
opener for evaluation, possible correction of
own goals, or even finding new opportuni-
ties on the horizon, through the coaching
process and the confrontation with the own
life situation. A new comparison of self-ima-
ge and how others see us, the inspection of
the own positioning in the job market, the
chances for change and the leaving of
known paths bring personal development -
even if the path may seem dangerous and
tricky at first. From the company's view it is
quickly visible that a clean dissolving of
work relationships serves the image of the
corporation, the motivation of the remaining
employees, and the concentration on the key
tasks. In comparison to the advantages, that
the outplacement brings, the expenses are
minimal. Because they have paid off multiple
times just for the positive effect they have on
the corporate culture and the work climate.

Ursula Tatzber
tatzber@hill.co.at

Dismissing an employee, or resigning yourself – an unpleasant to painful matter for both
sides. Seeing this situation as a chance for a new beginning, and not as a threat, the pos-
sible end of the own career, is very valuable for everybody involved. 

NEW: HILL Country Reports

Every two months HILL offers you interesting facts on a growth market in CEE and SEE. 
The HILL Country Report informs you on 
> market development and booming branches of trade
> business opportunities 
> education
> personnel and labor market.
Reports on Turkey and Ukraine have already been published. In June the next report on Romania
will follow.
You can find all HILL Country Reports on our website www.hill-international.com in the area
»Service > News«. Order a free subscription online and you are going to receive future reports
conveniently by e-mail. For further information you can also contact marketing@hill.co.at.
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Bridge to a new future
Separation with style through outplacement-support



Many personnel chefs worldwide already ha-

ve difficulties identifying qualified candidates

for open positions, and say that increasingly

less applicants with the right experiences and

ideal educations are available. And even if the

right applicants are found, that is when the

real work of the personnel department starts.

Because then the new employees have to be

integrated into the company as quickly and ideal-

ly as possible, and given the feeling that they cho-

se the right place. Statistics say that up to a forth

of newly assigned employees leave the company

after only few months to accept a different job of-

fer!

Themes like employee motivation and retention

become especially important. Innovative and fu-

ture-oriented corporations have already recogni-

zed the importance of human capital and know

that that attractiveness of a corporation needs to

be given - not only for customers, but also the

present and future employees. So, what excites

employees and what makes corporations attrac-

tive?

Salary raises have only low importance in

this context, because everybody quickly

gets used to a few more Euros. If the sa-

lary increases, the performance in-

creases, and leisure time decrea-

ses, and with it also the opportunity to furt-

her design the own consumer behavior se-

lectively. But the question of meaningfulness

of the own actions is always present and the

individual ranking is of great importance!

Employees today ask for alternatives, auto-

nomy and elbow room for their creativity.

The job is no longer to be seen as obligation

for earning a living, but content of life and a cal-

ling in the sense of the realization of own profes-

sional interests. The feeling of having an impor-

tant position within a company and making a si-

gnificant contribution to the success of the com-

pany mediates the meaningfulness of the own

work input and creates satisfaction. Clear goal de-

finitions, transparent work processes and decisi-

on paths, flat hierarchies and attractive career po-

tions move and motivate the employees of today.

Beyond that, the own value in the company is

measured by which opportunities for further edu-

cation are offered by the company. The possibili-

ty to increase the own market value on the expen-

se of the company does not only mediate appre-

ciation and motivation to the employee, but also

contains a »moral« obligation to give the compa-

ny full work effort and the acquired knowledge

back in return.

Ursula Tatzber
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Austria | Graz Innsbruck Klagenfurt Linz Salzburg 
Vienna | hill@hill.co.at
Bosnia-Herzegovina | Sarajevo | hill.sa@bih.net.ba
Bulgaria | Sofia | hill@hill.bg
Croatia | Zagreb | hill.international@hill-croatia.hr
Czech Republic | Prague |
administration@hill-praha.cz
Germany | Munich Wiesbaden | hillsg@hill.co.at
Hungary | Budapest Pécs Szombathely |
hill@hill.hu
India | New Delhi | india@hill.co.at
Kazakhstan | Almaty | office@hill.kz
Latvia | Riga | info@hill-international.lv
Poland | Warsaw | hill@hill.com.pl
Romania | Bucharest Oradea | hill@hill.ro
Russia | Moscow | hill@hill-moscow.ru
Serbia | Belgrade | hill@hill.co.yu
Slovak Republic | Bratislava | hill@hill.sk
Slovenia | Ljubljana |
hill.international@siol.net
Switzerland | Kloten/Zurich |
office@hillinternational.com
Turkey | Ankara Istanbul Izmir |
office@hill-turkiye.com
Ukraine | Kiev | office@hill.com.ua

Bulgaria | Sofia | office@hill-c.com
Kazakhstan | Almaty | office@hill.kz
Romania | Bucharest | hill@hill.ro
Russia | Moscow | hill@hill-moscow.com
Serbia | Belgrade | hill@hill.co.yu
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The trend in the professional market is very clear: it has already become much more
difficult to find good and qualified employees.

The importance of the 
right framework conditions

Modern employees ask for freedom


