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 Talent Acquisition process 
  
 Description 
 The number of technical graduates was decreasing in the past. This is due to the  
 demographic decline and the low interest of new students in technical fields. The shortage  
 of personnel can place at risk the safe operation of nuclear facilities and CEZ Group's long- 
 term goals. CEZ Group is facing the demographic challenges based on the career  
 preferences of new students. Four years ago the Human Resources Section launched a  
 project aimed at the talent acquisition area, the outputs of which are implemented on a  
 routine basis by the Strategic Recruitment Section.  
 Objectives of these efforts are as follows:  
  Increase the attractiveness of technical fields for new students and their parents;  
  Attract new students to be interested in the field of power generation; and 
  Develop “the pipeline” to obtain the necessary number of technical graduates to 
become  
 qualified employees. 
 The target group of recruiting activities are students of elementary and high technical  
 schools and their associated faculties in order to influence their future career choice. The  
 success of attracting talent depends on the cooperation with schools of all grades, parents  
 of students, authorities such as the Ministry of Education, and all types of media venues. 
  
 Benefits 
  A strategy that increases the venues for attracting talent and targets public relations 
and  
 marketing activities for attraction of new talent. 
  An established and formal relationship between CEZ and educational institutions.  
 The activities for talent acquisition include discussion forums of CEZ experts with students,  
 financial support to schools to purchase aids for teaching physics. CEZ employees also  
 participate in school open days and career and employment opportunity fairs. The offers  
 include excursions and practical trainings for students, scholarship programs, thesis topics, 
  and various contests.  
  Scholarships and research fellowships that make power industry jobs more familiar.  
 A special workshop for Nuclear or Power Industry Certificate is intended for high school  
 student improvements to increase their familiarity with the operation of nuclear, coal-fired  
 power plant and electricity distribution equipment. Students of technical faculties interested  
 in the power industry have possibility to attend a 14-days summer training program at the  
 Temelin and Dukovany NPPs. During this program, selected students who show interest to  
 work in CEZ Group might become eligible candidates for positions. These students are  
 offered scholarship contracts. The students also receive financial support during their  
 studies and commit themselves to work in their respective positions in the future.  
  CEZ Group has built up a network of partnering technical high schools and faculties,  
 consisting at present of 49 high schools and 13 faculties, with which long-term partnering  
 contracts have been reached. The core of the cooperation is to enhance the quality of  
 learning in technical fields and commence cooperation with young engineers already during  
 their studies. Part of the cooperation with schools are efforts in support to open new fields  
 of study, from which graduates would be prepared to work in the power industry (such as  



 newly opened Power Engineering Program at the Industrial High School in Trebic or 
modified  
 study programmes at the Industrial High School in Ceske Budejovice). 
  Established and known employer brand for communication, marketing and public 
relations support.  
 This employer brand has been created to convey the benefits of working for the CEZ  
 Group. "Where else" is a proven brand that provides a message that CEZ Group has a  
 unique employment opportunities and growth potential. The attractiveness of the technical  
 studies and jobs in power engineering is enhanced through intensive cooperation with  
 media. 
  Power engineering related quizzes are offered on websites to engage young people  
 which allows for information to be gathered for students interested in technical fields.  
 Examples are technology and power engineering (such as CEZ's World, Electricity is cool!  
 and Cool summer job!)  
  CEZ Group uses a dedicated www.kdejinde.cz (”where else”)website consisting of  
 separate zones for students, educators, and job applicants. In order to address young  
 people, a purpose-made Facebook profile “Job in CEZ” was created which over the time of  
 its existence has attracted almost 7000 friends. Students and candidates for jobs in CEZ 
are 
  addressed in regular quarterly newsletter. 
  The partnership with the Union of Czech Mathematicians and Physicists, and the 
organizer 
  of Math and Physics Olympiads in support of technical studies. 
  The quality of recruitment and hiring programme exceeds industry standards as a 
result of 
  a structured psychological diagnostics system that has been created and, applied in the  
 long term, and developed, focusing on the complex verification of psychological 
competence 
  for the positions of operational staff and monitoring and reactor physicists, and the  
 subsequent periodic verification of competence during their careers. The psychological  
 potential of candidates for other key positions in nuclear power plants is also verified. As  
 part of recruitment support activities (Summer University, Nuclear Graduation),  
 psychological screening examinations are carried out to map the suitability of future human  
 resources to work in the NPP. The psychological diagnostics system also includes the  
 verification of psychological competence of the NPP's staff (employees of ČEZ and  
 contractors) for individual entry to the NPP, aimed at predicting safe and reliable behaviour  
 inside the guarded area.  
  The Psychological Diagnostics Section works closely with other Production Division  
 sections (e.g. Safety, Dukovany NPP, Temelín NPP), and in particular on projects related to  
 improving safety and reliability of personnel in order to minimize human errors and suggest  
 corrective actions in this area. For example: 
  Psychological analysis of selected aspects of specific activities in the shift operation 
of  
 the Temelin NPP 
  Psychological profiling of desirable characteristics for the positions of members of the  
 Stand-by Emergency Response Organization 
  Psychological selection of candidates for these positions 
  The Psychological Diagnostics System allows the prediction of safe and reliable work  
 performance of operational staff and monitoring and reactor physicists in the NPPs and 
thus 
  affects the ability to safely operate nuclear installations for a long time in terms of human  
 resources. It also enables the prediction of adequate and reliable behaviour of all of the  
 NPPs’ personnel in the guarded area in order to eliminate risk behaviour in relation to 
nuclear  
 safety and the nuclear installation. With its professional operations, the Psychological  



 Diagnostics Section therefore significantly contributes to the safe, reliable and long-term  
 operation of the NPPs in terms of human resources. 
  
 Results 
  CEZ Group was recognized as “The Most Desired Employer” by students (in the 
three  
 previous years CEZ Group has not ranked worse than the 2nd) 
  The Most Desired Company in the Employer of the Year awards 
  Clear Choice in the TOP Employer of the Year 
  Survey of Trendence Institut GmbH Berlin, Germany  
  The personnel needs are being met in a timely and quality manner. As a result of the 
above 
  initiatives, the time-to-hire metrics are top quartile in the industry and there is an 
established  
 and rigorous pipeline for the future needs of the CEZ group. 
  Number of students hired by the company 
  

 2009 2010 2011 2012 06/2013 

Number of new 

entries 
932 798 653 741 366 

Number of 

graduates from 

new entries with 

attrition <5% 

50  

(5.4%) 

51 

(6.4%) 

47 

(7.2%) 

44 

(5.94%) 

7 

 

 2010 2011 2012 06/2013 

Number of new entries 

of operators 
16 18 11 9 

Number of new entries 

of operators based on 

scholarships 

2 13 9 7 

Meets expectations 100% 92% 100% 100% 

 

 


