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about randstad.

Hungarian overview

e

randstad
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to be the world’s most equitable and
specialised talent company.

a trusted partner for talent.

L
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a global snapshot of 2025.
key figures

O
M © geR
# 39 38,480

a global leader in markets corporate
HR services employees

o0l aa

€ 23,077 250,000

revenue in number of permanent
millions placements (incl. RPO)

L

(74

52%

women in
management positions

(18

560,900

number of talent
working on daily basis
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randstad committed to 5 out of 17 UN sustainable development goals.
we are included in Dow Jones Sustainability Index.

quality decent work and reduced climate
education economic growth inequalities action

ar



Randstad in Hungary - founded in 2004.

the Nol. market player in recruitment*

323 6,7 billion RRZ 382
N 2025 K N invoiced clients
Miskolc revenue in 2025
vs 335325232 Debrecen**
atabanya :*
Budapes
8 897 157
- :
Fand|dates placed average corporate
in 2025 employees in 2025
Szeged
© 5
locations
in Hungary

*Budapest Business Journal, Book of Lists 2025.
**all data as of year end 2025.

L
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we support our talents and clients at all levels.
RS

randstad

e permanent recruitment e recruitment process outsourcing e executive search
e temporary staffing e outplacement e cross-border recruitment
e payroll outsourcing e salary compass

=\ randstad
professional

office & admin support software

business services development industrial e recruitment process
finance & accounting advisory services unskilled work outsourcing
HR & legal IT management industrial skilled o recruiter on
sales & marketing cloud & work demand
retail infrastructure call & contact o end-to-end
life sciences customer centers solution
engineering experience e outplacement
real estate & data & analytics

construction digital product

logistics engineering

randstad hungary corporate presentation 2026 | 10



sales & marketing (& HR)

jelolt adatbazisunk

(leinterjuzott, bemutatott jel6ltek) e sales profilok:

értékesitési képviselo

key account manager

sales manager

kereskedelmi / értékesitési igazgatd

turisztikai / rendezvény / szallodai szakemberek

brand
manager

O O O O O

marketing

generalista 180+
e marketing profilok:

marketing specialista

marketing koordinator

marketing generalista

digitalis marketing szakemberek

trade / brand marketing szakemberek
marketing manager

marketing igazgatd

300+

trade
marketing
szakember

0O O O O O O O

100+
e HR profilok.

R
o HR generalista
@)
@)
@)
@)

key account marketing manager
manager

HR specialista (L&D, comp & ben, toborzas)
HR business partner

HR manager

HR igazgato

300+
300+

© randstad | 11



our promises.

hyper relevant talent ooo

communities RRR

43.480 interviewed candidates
in 590 pools.

£

/
\/ immediate talent
availability
R

partner for talent

full talent ( )
life cycle @

ar

{8

seamless
experience

E:/ all work

arrangements




partners for success.
1st presented candidates within 3 days from name checks/job intake

yes/no feedback on interviewed
candidates within 2 days

2nd round client interviews organized
within 2 weeks

1st interviews completed

1st client interviews organized even

within a week

yes/no feedback on presented
candidates within 2 days

—

days from name checks/job intake

[ job intake meeting 1st name checks sent

recruitment starts

{ 1st presented candidates within 3 J

[ order request 1

| 13



international and SME companies
among our thousands of customers

FMCG consumer brands retail BSS industrial Hungarian ICT

C_‘ % 'DA’K’N “';ﬁﬁ arrrance kv AIRBUS AutoWallis qG
NS, W cffi BB {EGON

DANUBIUS
¢

HOTELS
FERRERO. @ METRO o MO! .

BUDAPEST

AZ EPITO KOZOSSEG

* Heinekenl - panagonic
T
i/ .
PIQ&W ' I '
=\ TOYOTA @ TATA thy@pp mgﬂsﬁ! w

€) tresorit




Employer
brand
research
2025.
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the sample. dwid
34 markets surveyed covering more than 75% of the AORATIC I,

global economy. 170.000

a8 = ege 3, respondents respondents
(] [ BN ] .z.. [ 1 e
[11] ®e o000 ~
eoe ecsssese
ll:::l [ 1] : E::“"==
: 2, & 6084
H g : mmgs- 3 companies surveyed. companies surveyed
- ® °
o oo : E“ ¢
(1] g% .:. [
3 = g
oosggssz.. ge . ¢ o sample
:: .oo :: '3... O aged 18 tO 64
(1 ] L 1 ] 2000 .
3:3. o ooe ° « representative on gender
HHH a8 - overrepresentation of age 25 —
Ez o0 44
5 « comprised of students, employed and
®
: unemployed workforce
argentina chile the spain .
australia china india netherlands sweden fieldwork
austria czech republic italy new zealand switzerland . online interviews
belgium france japan L} urfizs « january 2025
brazil germany luxembourg poland kingdom
canada greece malaysia portugal united states . .
denmark hong kong mexico romania uruguay length of interview

N SAR singapore + 14 minutes | 16



current motivation in different sectors.

(5) | feel highly motivated and engaged (1) I don't feel motivated and
to do my job as best as | can ] (5) ] (4) 1 (3) ] (2) ] (1) engaged anymore

Sector: Transportation & Logistics 21,5% _
Sector: Public Administration, Security & Justice 19,7% _m
T s T
30% 40% s0% 60% 0% 80% 0%

100%

Sector: ICT

Sector: Hospitality, Recreation & Sports

Sector: Creative & Linguistic

Sector: Cleaning

Sector: Agriculture & Gardening

0% 10% 20%



top performing sectors in hungary in 2025
by awareness and attractiveness.

)]
m .
?:) high * T
(@) @
> BSS
5 i
O life scuenceS)motlve*
| -
£ .
ervices
industrial- manufacturlng
T P °®
transpoTt-100
HORECA* O
construction & property * power & utilities *
low
low

> dWaleness

a0

finance ¢

retail o

high



sector attractiveness - assessment preferences by employees

B 20z W 2024

H0% — 55%
L0
|3% r-:.r.ﬂ-!r:: A5 2 7%
AY%a A% 43043% 42?:'5 f
38% Yoo,
40% T
| II I| II II
(1%
& T T
@ g,s;ﬂ“ v ﬁ*‘a& *°
. yot
.ﬁe’#{#‘ 1..;'&"?' o Lﬂ ol
In 2025, IT and business Showing significant There is little difference between the
services are still the most improvement compared to last attractiveness of the sectors, so
attractive employers, with their  year, telecommunications companies in these industries
popularity remaining strong for  companies moved up to third compete not only with each other but

years. place. also with other sectors for employees.



sector ranking - key drivers on a 5 point scale

key drivers #1 ranked sector your rank
cares for the environment

& gives back to society 3.34 . . @ 0 3.66 telecom 8/15
fosters a pleasant work ; .

atmosphere 3.43 . . @ ) 3.74 life sciences 5/15

has a very good @ ;
reputation 3.52 ~ @ D‘ 3.84 it 415
is financially healthy 3.79 “ m ) 4.06 it 7/15

crelbeiel 2@ @ N @ B/
@ @ @ @ 05 s
offers equal opportunities 3.57 . w ( 3.79 it 7/15
2fof§trzri]rt1teresting job 3.40 @ Q. . 3.74 it 10/15
ggfcel:figng'tefmbb 365 @U@ 383 life sciences 415
aprr:zivti)iise?itttsrawve salary 3.41 m) ‘) ) 3.83 it 10/15
Z:E%%rés a good work-life 332 @ m ) 3.62 life sciences 10/15
31 3.2 3.3 3.4 3.5 3.6 3.7 3.8 3.9 4 4.1

onascaleof1to5

-][- year 2025 view your entire data selection details in the description  30-06-2025
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summary. respondent profile.

An independent local survey conducted yearly in January, by SeCtOr.
since 2019. In 2026 in addition to Hungary, the Czech
Republic and Romania also participated.

434 respondents from various industries, see below:
The Randstad HR trends survey is dedicated to delivering

insights into percentage respondents
industrial-manufacturing 26% 111
e how companies and sectors are adapting to the retail 12% 51
current economic context IT & telecom 10% 47
o wha; are the major business and HR challenges they services 9% 40
e Telding FMCG 7% 32
e how do they plan to deal with them in the following _ >
automotive 7% 29
year.
BSS 5% 20
For the research, analysis and design of this report, real estate / construction >% 20
Randstad partners with Evalueserve, a global research and finance 4% 18
analytics firm (www.evalueserve.com). transport - logistics 4% 16
HORECA 3% 12
life sciences 2% 10
power & utilities 2% 8
other 4% 19
"\ © randstad | 22

Sensitivity: Public



respondent profile.

by the size of the company.

64%

22%

national
(single location)

international

by humber of employees.

<50 B 21%

51 -100 B 8%

101 - 250 B 22%

251-500 [ 13%

501 -1,000 M 11%

>1,000 B 15%
Be

Sensitivity: Public

14%

national
(multiple locations)

by department.

HR manager/leader/director 55%
company leader/director (A level position) 34%
subordinate in any of the mentioned areas 2%
sales leader/director 1%
CFO 1%
other 5%

by participant’s role.

I am the primary decision maker _ 51%

I am involved in the process but 0
with no significant influence I /o

I make recommendations

I am not involved at all . 6%

© randstad | 23
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business evolution.
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revenue 2025 - realisation vs. forecast

despite the revenue pressure, growth was still the dominating trend.

-]‘- the percentages do not add up to 100%, as those who selected ‘I don’t know” are not displayed on the slide.

Sensitivity: Public

44%

increased
(50% forecast for
2025)

20%

decreased
(9% forecast for
2025)

1-3% increase - 19%

4-6% increase - 27%
7-10% increase - 28%

11-15% increase [l 11%

>15% increase - 15%

1-3% decrease - 20%
4-6% decrease - 25%
7-10% decrease - 26%
11-15% decrease [Jj 8%

>15% decrease - 21%

Despite forecasting 50% growth, actual
results showed 44% increase with 36%
remaining stable. Actual decreases (20%)
more than doubled initial expectations
(9%).

Growth was led by 7-10% increases (28%),
while declines were spread across ranges,

with 7-10% drops being most common
(26%).

© randstad | 25



expected business evolution (forecast)
in the previous years and for 2026.

I 41%

_ EEE— 5 As opposed to last year, when 50% of the
revenue increase 50% respondents believed their net sales will
increase, this year the companies are slightly

I 39% less optimistic, with only 44% of them
P 38% expecting an increase.

revenue stable
N 35%

BN 10% 10% think their company’s net sales will

P 12% .

revenue decrease e 0% decrease this year, compared to last year
B 10% when 9% believed so.
I 10%

) W 5% ’ 11% of respondents, almost double compared to

I don't know . . .
B 6% last year, remain uncertain, indicating unclear
business outlook for some.
2023 N 2024 W 2025 § 2026

-][- © randstad | 26
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P 35% .



expected net sales evolution in 2026.
sectors deep-dive.

FMCG (32)

services (40)

life sciences (10)

HORECA (12)

finance (18)

retail (51)

transport — logistics (16)
industrial manufacturing (111)
IT & telecom (42)

BSS (20)

automotive (29)

real estate/construction (20)

power & utilities (8)

i growth @B stable @B decrease B Idon't know

-]‘- the numbers in brackets represent the number of respondents in the sector.

© randstad | 27



expected net sales evolution 2026 vs 2025.

FMCG (32)

services (40)

life sciences (10)

HORECA (12)

finance (18)

retail (51)

transport — logistics (16)
industrial manufacturing (111)
IT & telecom (42)

BSS (20)

automotive (29)

real estate/construction (20)

power & utilities (8)

growth
5% 69%
4% 68%

56% 60%
% 50%
55% 50%
I62%N  15%
I58%MN 44%
3% 4%
8% 40%
I32%N 35%
2% 34%
296000 20%

13%

stable
18% I 16%

14% Il 25%
E6%N 44%
129%0 33%
25% I 44%
36%0 38%
48%N 38%
NS 40%
W33%0 31%
35560 40%

75%

decrease
4% 100 13%

5% HBY 5%
6% W 10%
7% W 17%
6%
5%
8% M 6%
129%™ 10%
3% I 12%
4% I 5%
17% 1l 24%
15% Il 15%

13%

© randstad | 28
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attracting talent.

-
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workforce change in 2025.

companies were split between growth and cuts.

1-3% increase - 27%
340/0 4-6% increase - 31%

increased

7-10% increase -17%
11-15% increase [l 7%

>15% increase - 17%

1-3% decrease - 30%

4-6% decrease - 31%
380/ o 7-10% decrease [ 20%

decreased

11-15% decrease [ 9%

>15% decrease . 10%

L

Sensitivity: Public

While 34% of companies expanded their
workforce, the majority faced contraction, with
38% reducing headcount and 28%
maintaining stable levels.

Among those growing, most increases were
modest: 58% added 1-6% of staff, while 24%
achieved larger expansions (over 15%).

Decreases dominated workforce changes:

61% of reductions were small (1-6%), but
significant cuts of more than 7% affected 39%
of companies.

© randstad | 30



hiring plans for 2026.

1n 2025, 30%0 of

respondents planned to
increase headcount, the
2026 forecast slightly
decreased to 26%.

number of temporary open positions

1-4
5-15

2%
3%
2%
2%

plans to change headcount in 2026
vs. plans for the first half of 2025.

-"‘- * In the 2025 survey this response option was only: “no change”

Sensitivity: Public

increase
no change, but will replace those who leave*
decrease

no headcount changes planned,
but temporarily will not replace those who leave

number of permanent open positions

1-4 6%
5-15 10%
20-50 6%
=50 4%

© randstad | 31



hiring intentions by job types.

significantly increasing demand mainly in IT and engineering profiles, while in production, logistics and customer
service shows the biggest decrease.

2025
engineering .
IT/technology -
production
-9
accounting/finance .
sales %
4
HR/training/development .
back office/administrative support 22%
logistics
-9
operations
6
procurement .
customer service/aftersales services - 9%
digital marketing ‘ /% .
legal
traditional marketing/communications 3%
other /% 1
-"- © randstad | 32
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difficulty to hire matrix.

most companies expect difficulties to hire in engineering, IT and production departments.

low need high need
high hiring difficulties high hiring difficulties
production * engineering @
IT/technology *
k)
E _ logistics @
E customer service/ * accounting/finance *
g aftersales services
£ <£ sales * D)
<
operations *
legal * HR/training/development *
T~ procurement *
\
low need digital marketing * back office/administrative * high need
low hiring difficulties support low hiring difficulties
raditional market

communications

hiring intentions

-]‘- arrows represent the increase/decrease of the difficulty to hire compared to 2025. © randstad | 33
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recruitment intentions for 2026
sectors deep-dive.

BSS (20)

IT & Telecom (42)

power & utilities (8)
transport — logistics (16)
services (40)

industrial manufacturing (111)
automotive (29)

finance (18)

retail (51)

real estate/construction (20)
HORECA (12)

FMCG (32)

life sciences (10)

L

i increase M@ no changes, but temporarily will not replace those who leave

M decrease W no change, will replace those who leave

© randstad | 34



impediments when recruiting.

unrealistic salary expectations are by far the most frequently cited recruitment obstacle, increasing by 6 percentage
points compared with 2025.

unrealistic salary expectations ‘ 89%
6

2025

no/limited industry working experience
-8
inadequate language skills
-3
my company offers less HO possibility than candidate
expectation - :
lack of relevant qualifications
4
lack of required years of working experience
work life balance expectations
4
long notice period
lack of experience with management tools/systems
lack of international experience -26%
other 2l 3%

-“‘- 2026 deviation vs. 2025 © randstad | 35
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salary evolution in 2026
blue- vs white-collar.

97% of the participant companies are planning to increase salaries in 2026 for both white- and blue-collar employees.

For 3% (white-collar) and 2% (blue-collar) the salaries will remain the same.

Like last year, none of the respondents expect salary decreases in their company in 2026.

how salary increase will be applied in 2026.

I one step raise
B two step raise

Il other

-]‘- the percentages might not add up to 100% due to rounding.
numbers in brackets show the sample size for each type of employee.

Sensitivity: Public

expected salaries evolution in the next twelve
months.

increase

97%

I 7o

the same

white-collar (433)
blue-collar (269)

white-collar (433) I 39,
blue-collar (269) | 204

© randstad | 37



salary evolution plans for 2026 vs. 2025
in blue-white collar split.

trends in blue-collar (269) trends in white-collar (433)

43% 42% 0
35% mam o2 39% 37%
. 28%
19% 22% 4% » o gof 16%80/
4% 5% ° 3 % 0o 0% 7% 2% 7 L 5% 2% 0% 0% 170 3%
| [ — I s
1-3% 4-5% 6-8% 9-10% 11-15% 16-20% the same 1-3% 4-50 6-8% 9-10% 11-15% 16-20% the same

B increase 2025
0 increase plans for 2026

-][- numbers in brackets show the sample size for blue- or white-collar. © randstad 38



salary expectation benchmarking
employers vs. employees

blue-collar

35% 39% 37%

18% 21 %

14% 15%

5% 6%

10/'0 20/0 30‘/ﬂ

11-15% 16-20% >20%

0% 0%

1-3% 4-5% 6-8% 9-10%

B employee expectations regarding pay raises (342)
B increase plans for 2026 — employer perspective (269)

white-collar
26% 25%
70/0 1 SD/n
10%
3% 2% .
I —

1-3% 4-5% 6-8% 9-10% 11-15% 16-20% >20%

[l employee expectations regarding pay raises (204)
increase plans for 2026 — employer perspective (433)

-]‘- numbers in brackets show the sample size for blue- or white-collar, from the HR Trends survey (employer) and social media poll (employee). | 39



planned allocation of salary increases in 2026 — white-collar
sectors deep-dive.

finance (18)

17 & telecom (42
F1CG (32
sl manfacturing (111
eal estate/constructon (20
-
255 (20
e sciences (10 o AR e 10%
e
—— e R
automotive (29
ransport — logitics (16

s ew

B, 5 |

power & utilities (8) 25%

W 1-3% W 4-5% W 6-8% B 9-10% M@ 11-15% @8 thesame

-][- © randstad | 40



planned allocation of salary increases in 2026 — blue-collar
sectors deep-dive.

retail (33) 30%
real estate/construction (12)

services (15) 20%

O

industrial manufacturing (106) %

automotive (23) 17%

FMCG (22) 18%
IT & telecom (7)
power & utilities (6) 17%
transport — logistics (15)

HORECA (11)

O

%

2

X
2
S5

life sciences (5)

M 1-3% B 4-5% B 6-8% B 9-10% @@ 11-15% @8 thesame

-“- © randstad | 41
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strategy.
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staff turnover.

turnover rate in 2025 vs previous years.

2026 expected turnover compared to the previous years.

B 6% P 19%
0% higher IR 16%
L 15%
N 14%
1% - 5%

about the same

I ———
6% - 15% L 43

—
16%-35% ] 53 lower

i
36%-45% | 3P

>46% I 1% I don't know

2022 = 2023 ™2024 = 2025

2023 = 2024 2025 m 2026

-"- © randstad | 43
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turnover rates in 2025
sectors deep-dive.

FMCG (32)

services (40)

retail (51)

IT & telecom (42)

real estate/construction (20)
industrial manufacturing (111)
automotive (29)

finance (18)

transport — logistics (16)

life sciences (10)

HORECA (12)

BSS (20)

L

14%

19%

34%

15%

L
o
o~
fo)}
w1
o
- o
= >

m <5% M 6-10% m 11-15% M 16-20% m 21-30% M >30%

© randstad | 44



turnover rate change - 2025 vs 2024.

<5%
FMCG (32) 35%! 50%
services (40) 126%! 45%
retail (51) N38%! 38%
IT & telecom (42) 34%] 36%
real estate/construction (20) 131%" 35%

industrial manufacturing (111)  [HS288I'33%

automotive (29) [38% 31%
finance (18) [27% 25%
transport — logistics (16) 2598 12%
life sciences (10) 798110%
HORECA (12) 79818%
BSS (20) 16% 5%

6-10%

IN38%I 28%
8 [13%
19%! 20%
131% 44%
W31% 40%
24%] 34%

NB7%! 45%

6% 56%

8@l [13%
N46%" 70%
798

20% 20%

11-15%

15980 '10%
23% 19%
594 4%
10981 110%
15981 25%
22% 18%
88l 4%
998l 6%
17%! 31%
127%! 20%

128%I 40%

16-20%

3%
29% 18%
1498 '16%
208 [10%
1590
16980 9%
170980 117%

13%
17%1 25%
1388

B6%!1 25%

16981 ' 20%

PARKIE

8% WI3%

3% 11 5%
10%M " 14%
4%

4%

2% |6%

25% 19%

1498 34%

200600 15%

>30%

4%l 6%
3%]|

149 8%

4% |
4% 1

3%

8% M

7% B

© randstad | 45



home office.

in 2026, 91% of companies do not plan to change their home-office arrangements. Among companies that offer

home-office days, two days per week remains the most common arrangement, unchanged from 2025.

home office offer vs plans.

13%

6% 5% 3%
| |
less home more home
office days office days
B plans for 2026
[0 offered in 2025
Bn

Sensitivity: Public

0
82% 91%

no changes

number of home office days that the organization offers.

0
20%23 Yo

1 ] I I

0- days

31%31%

17%
° 14%
30 4%
] |

2025
B 2026

4

12%12%

5

fully
flexible

© randstad | 46
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artificial intelligence.
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attitude towards Al.

@ vs 28% in 2025

ame=1e% in 2024

of respondent companies
support the use of Al and
plan to expand it at
large.

does your company offer Al learning & development

3 50/0 vs 31% in 2025

and 28% in 2024

of respondent companies
are open to the use of
Al, but only in certain
areas.

opportunities for the employees?

BN 25%
I 37%

I 46%

R 27%
B 13%

P 29%
— 36% = 2025

yes

no

= 2024

no, but planning to

L

Sensitivity: Public

260/ O vs 36% in 2025

and 46% in 2024

of respondent companies
do not have a clear view
on the use of Al

20/ O vs 5% in 2025

and 7% in 2024

of respondent companies
do not foresee the use of
Al in the future.

© randstad | 48



areas in companies plan to use Al

] iﬁoli . - c
administration —— 707 impact that implementing Al
I 38% 1
< marketing and advertisin92 I 24%530/ will have on the labor market.
| o
I 32%
personnel and hr management . 40%
I 485
cust ice and support — | 2%
_customer service and suppo __34% 46% the number of jobs will increase | 19
0
) . ]
finance and accounting I 3355530
I 42 0%
< market analysis, development plan§| =242°§‘% the number of jobs will not change _ 450,
~a,n,dstLtegies I 37% 0
I 20% 289,
I o 38%
management I— 36% the number of jobs will decrease - .
— j E— 7%
. [ 32%
< business development N
— W— 15%
logistics and transport =/°22%
I %12? = 2025
manufacturing _—20% 0 - 202
. 9% m 2024
supplier relations . 9%
B 12% ™ 2025
Il 5%
other — m 2026
(1]
-][- © randstad | 49
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Trade marketing helyzete a mai

munkaeropiacon
RS

randstad partner for talent.




Trade marketing nyitott poziciok és jeloltek gyakorisaga a piacon

Jeloltek

elérhetosége

Nyitott poziciok
gyakorisaga

Toborzas/megtartas
kritikus eleme

Trade marketing asszisztens

Trade marketing
specialista/manager
(nem people manager)

Head of Trade Marketing

-

gyakori, palyakezd6 réteg
konnyebben elérhetd, de
megfelel6 szlrés itt is kell

gyakori, azonban akkor
mozdithatéak, ha
bérben/szakmailag fejlédést
jelent (erés igény brand
iranyba valtasra)

ritka, hogy dedikalt vezet6
legyen a teruletre

palyakezdé kolleégak
allomanya = els6 munkahelyi
tapasztalat;
monotonitastirés kérdése

gyakori, ettél a poziciotdl kezdik
el a cégek épiteni a trade-es
csapatot

ritkabb, mert ez a karrierut
kovetkez6 leépése az
asszisztensek szamara

szakmai tovabblépés, fejlédés
kérdése, karrierut tervezése

nem jellemzd, inkabb belulrdl
tolti egy szervezet, ha van ilyen

igény

egy jo szakember nem
feltétlen j6 vezet6 is, vezetdi
skillek kell6 felmérése fontos



Trade marketing poziciok jelenlegi bérsavjai (brutto, havi alapbér, HUF)

Junior Medior Senior
Pozicié (1-3 év tapasztalat) (3-5 év tapasztalat) (>5 év tapasztalat)

Trade marketing asszisztens 550.000 650.000 650.000 750.000 nem jellemzé

Trade marketing
specialista/manager 700.000 800.000 800.000 1.000.000 1.000.000 1.250.000
(nem people manager)

Head of Trade Marketing nem jellemzé 1.000.000 1.200.000 1.200.000 1.400.000

-



alapbéren fellili juttatasok preferenciak szellemi beosztott teriileten.

e Teljesitményhez kotott bonusz, melynek mértéke eltéro, jellemzden az éves
alapbér 10-20%-a

e A 13. havi fizetés rendkiviil er6s vonzerdvel bir a jeldltek kdrében

e A cafeteria a kompenzacid egyik kulcseleme, jellemzden bruttd 30-40 000 Ft /
ho dsszegben latjuk a piacon

e Céges auto biztositasa, korlatlan maganhasznalattal (amennyiben min. 30%

terepmunka igényelt)

Eletbiztositas és/vagy magan egészségligyi szolgaltatas (szakorvosi ellatas is) O

Lehet6ség a rugalmas munkaidore és az otthoni munkavégzésre

A munkahely kodzelsége / konnyl megkdzelithetdsége nagy értéket képvisel

Belso / kiilsO képzési lehetdségek, éves fejlesztési terv

A munkavégzéshez sziikséges eszkdzok (laptop, mobiltelefon) magancéll

hasznalatanak lehetdveé tétele

L
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