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	 1 	 Germany	 118 840
	 2 	 Greece 	 13 663
	 3 	 Hungary	 12 342
	 4 	 Romania 	 9 709
	 5 	 Slovakia	 6 688
	 6 	 Croatia 	 5 780
	 7 	 Poland 	 4 777
	 8 	 Spain 	 3 763
	 9 	 Czech Republica 	 3 398
10 	 Nederlands 	 2 221
11 	 Austria 	 2 024
12 	 Bulgaria 	 1 945
13 	 Macedonia 	 1 623
14 	 United Kingdom 	 1 094
15 	 France 	 951
16 	 Montenegro 	 729
20 	 Russia 	 705
19 	 Albania 	 470
18 	 Italy 	 420
17 	 Schwitzerland 	 356
21 	 Cyprus 	 106
22 	 Belgium 	 97
23 	 Denmark 	 45

 	USA (incl. T-Mobile US) 	 31 021
 	South Africa	 2 113
 	Brazil 	 1 757
 	Malaysia 	 1 098
 	Mexiko 	 836
 	China 	 821
 	Singapore	 144
 	Japan 	 88
 	Thailand 	 39
 	Canada 	 16
 	United Arab Emirates 	 7

Employees.
By countries, in employees (FTE).
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Employees in Germany.
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6People – our key resource 
Foreword

Dear Readers,

What characterizes our company? I believe it is our workforce. People are behind everything Deutsche Telekom offers its 
customers in terms of products and services. People are responsible for our business operations and are committed to ser-
ving our customers on a daily basis. They are the ones who create groundbreaking innovations and make our claim to offer 
the best service in the business come true. 

I consider this to be our paramount task as HR managers. We must ensure that Deutsche Telekom maintains and improves 
its competitiveness by having the right people in the right place. For me personally, this means empowering our workforce 
to be innovative. We foster the talent of each and every employee. We streamline working conditions and procedures to 
create even more space for new ideas and personal development. 

We urge all employees to find the courage for change and be even more open to transformation. We view the Group‘s 
demographic structure as an opportunity, by tailoring modern career and development options, new work forms and 
worktime models to the different life phases of our employees. We emphasize respectful, appreciative leadership. 
And we organize our daily work as simply as possible, in teams, departments, units and business areas. 

In order to execute these challenging tasks successfully, we in the Deutsche Telekom HR unit have a clear focus: with our 
HR strategy, with our strategic priorities - the „HR BIG 4“ - and with our highlights, which have special priority in 2013. 
You can learn about the specifics of our work and future plans in our new Human Resources Report, which is released 
as a purely online publication for the first time ever.

I invite you to get a picture of our innovative HR work!

Yours sincerely
Marion Schick
Board member responsible for Human Resources

Foreword.
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„Seamless connectivity for the Gigabit Society“, „More innovation by 
cooperation“, „Secure cloud solutions“ and „Best-in-class customer 
experience“ – these are the four areas of operation of Deutsche 
Telekom‘s Group strategy. Their implementation is defined by the call to 
„Compete – Transform – Innovate“ which, in turn, provides the frame-
work for our human resources strategy. We have also incorporated 
those external factors that could influence the focus of our personnel 
strategy, including megatrends such as globalization, individualization, 
sustainability and demographic change, as well as Deutsche Telekom‘s 
competitive environment. Our mission is to permanently support and 
accelerate the success of our company and our employees. 
The strategic context diagram illustrates the correlations between all 
these topics. Click your way through from our Group strategy to our 
implementation projects.

Productivity, Performance, Power — the three 
trigger points of our HR strategy.

Our vision is clearly formulated: “HR accelerates success of business 
and people”.. With this strategic guideline, we promise to develop pro-
cesses and products with a measurable influence on the success of our 
company and its employees. Our HR work is therefore clearly centered 
around the three strategic trigger points“Productivity”, “Performance” 
and “Power”.

	 Productivity means deploying employees with the right skills and 
	 attitude, in the right place, and at an appropriate cost-capacity ratio.
	 This is one of our fundamental tasks.

	 Performance means establishing a leadership concept that clearly 
	 supports and adequately rewards performance. 

	 Power stands for our company‘s agility, flexibility and innovative 
	 capacity. We set the framework conditions to inspire and motivate 
	 our workforce.

These three strategic trigger points make a decisive contribution 
towards Deutsche Telekom‘s corporate success. 

People – our key resource 
The strategic context

The strategic context.
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The strategic context

Specifically, our HR strategy comprises four key 
strategy areas: the HR BIG 4. 
 
In 2013, we prioritized the following four areas: 

HR BIG 1: “We manage internal and external workforce to maximize 
labor efficiency. This means

	 consistently implementing Total Workforce Management and
	 introducing External Workforce Management for comprehensive 

	 steering of outsourced work across all Group units.

HR BIG 2: We design an inspiring leadership framework to foster and 
reward high performance. To this end, in 2013 we are 

	 preparing to roll out a new performance management system for 
	 our top managers to inspire even more entrepreneurial ideas and 
	 actions, and

	 introducing Group-wide leadership principles for the first time.

HR BIG 3: We create a modern environment to share and enrich 
people’s experiences. We achieve this by

	 applying work models that reflect the different lifecycles of our 
	 employees in line with the demographic structure of our workforce, 
	 and introducing

	 modern workplace concepts and new worktime models. 

HR BIG 4: Our commitment: We make it lean and simple.

HR MOVES! - eight strategic initiatives drive the imple-
mentation of our HR BIG 4.

We are speeding up the implementation of the HR BIG 4 in 2013 with 
the HR MOVES! program. This combines eight strategic initiatives which 
address our main challenges: demographics, work environments, colla-
boration, efficiency, leadership, performance and costs. These initiati-
ves will maximize the effect of the HR BIG 4 in Deutsche Telekom‘s ope-
rational business. Here is an overview of the initiatives:

	 „Demography as a chance“: We identify the challenges associated 
	 with demographic change, and develop appropriate solutions. 
	 The priorities are lifelong learning, health, concepts for greater 
	 flexibility of working hours, and cultural change.

	 „Future Workplace“: In an initial pilot project, we have developed 
	 a workplace concept which incorporates architectural requirements
	 and the necessary IT infrastructure, whilst also accommodating 
	 the culture of collaboration. Our office space is carefully designed 
	 to create a modern working atmosphere and encourage close 
	 collaboration between employees. This concept will become our 
	 standard for optimizing the Deutsche Telekom Group‘s property 
	 portfolio. 

	 „Global Collaboration“: We support international cooperation within 
	 the Group. This means encouraging the use of English in day-to-day 
	 operations. We are also developing technical solutions to make 
	 virtual collaboration even easier.

	 „Fix the Basics“: We are scaling back the complexity of our HR 
	 products and processes, and streamlining the entire HR portfolio.
	 We are also working on an integrated, customer-centric HR process
	 landscape with extensive automation.

	 Deutsche Telekom leadership principles: For the first time, we are 
	 developing consistent Group-wide leadership principles, and 
	 integrating them into our leadership processes and systems. 

	 New Performance Management: This initiative will simplify existing
	 performance management tools for our executives, with an 
	 emphasis on rewarding strategy implementation and initiative.

	 External Workforce Management: Our aim is to reduce the cost of 
	 outsourced work using efficient control mechanisms. To this end, 
	 we are introducing uniform quality criteria that will affect the volume,
	 price and skills structure of our external workforce.

	 „The Way We Work“: We are implementing methods and work 
	 processes in the HR unit to make our day-to-day working practices 
	 even simpler, more customer-centric and result-focused.
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highlights.

HR is a key driving force in the ongoing development of our company. Selected topics from our HR work offer an insight 
into our current priorities. Below, we highlight the particular challenges we face, and showcase some of our outstanding 
successes. 

	 Workforce & structure: Safeguarding our corporate success
	 Health & safety: Supporting lasting performance capability

	 Performance & development: Effectively and transparently encouraging individual performance
	 What our employees are saying: Keep implementing the improvements

	 Demography as a chance: Preserving know-how, facilitating lifelong learning, and utilizing the Group‘s 
	 demographic structure

	 Fair share & diversity: Using diversity for active transformation 
	 Culture, collaboration & change: Dealing with permanent change

	 Simplicity: Implementing HR projects in a lean and efficient way 
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Safeguarding our corporate success. 

Deutsche Telekom faces challenging times ahead, prompted by fierce 
price and regulatory pressure, ever faster innovation cycles and advan-
ces in knowledge, as well as demographic change. Against this back-
ground, our HR planning must address these challenges to successfully 
implement our Group strategy. This means having the right employees at 
the right time and at an appropriate cost. „Total Workforce Management“ 
is used to precisely anticipate and control demand, by combining both 
quantitative and qualitative aspects of HR planning. In 2013 we will be 
extending the processes, methods and tools from this system to include 
external workforce management. This is a strategic approach for control-
ling the entire workforce, including both internal and external staff.

	 Deutsche Telekom generates 54% of its revenue abroad 
	 3,800 new appointments in 2013 in Germany alone
	 Vivento places 6,700 employees in alternative roles in Germany 

Total Workforce Management: Boosting productivity, 
developing skills, driving the transformation 
forward.

Our Total Workforce Management (TWM) system is being rolled out 
across the entire Group, in order to control the structure of our work-
force with due regard for costs, capacities, skills, demographics and 
location. TWM is used to simulate the effects of different business sce-
narios on our HR work, for example with the expansion of hybrid broad-
band in Germany. Over the next few years, broadband demand will 
increase significantly, both in mobile communications and in the fixed 
network. With this in mind, Deutsche Telekom is stepping up its invest-
ments in broadband networks and products. This will improve our com-
petitive position in the long term. Broadband investments are concentra-

ted in Germany, with the expansion of the LTE network and the use of 
new technologies in the fixed network. Against this backdrop, and with 
a view to the future requirements placed on our workforce, we make 
carefully measured decisions regarding

	 HR development measures, 
	 The structure and principal content of vocational training,
	 The number of apprentices or direct hires over the next few years, 

	 as well as
 	 The feasibility of new business models, based on existing 
	 HR capacities. 

Our objectives are clearly defined: 

	 We want to boost the productivity of our personnel and thereby 
	 optimize Deutsche Telekom‘s cost situation throughout all markets.

	 We want to deploy our employees according to their individual 
	 abilities, and reward them at the going market rate. 

	 We want to drive the Group‘s restructuring forward in a business--
	 focused manner.

Another key control variable used in Total Workforce Management is to 
continuously review the health rate of our workforce. This helps us to 
identify action areas, derive selected centralized and local health pro-
tection measures, and review their efficacy.

Total Workforce Management in the international 
environment.

48 percent of our employees work outside of Germany, and we generate 
54 percent of our revenue abroad. The Group-wide perspective is there-
fore pivotal to the success of Total Workforce Management. With this in 
mind, TWM has been anchored across the entire Group. Global decisi-
ons regarding how many staff with which skills are deployed where and 
at what cost are based on uniform criteria.

External Workforce Management: Steering tool for external emplo-
yees and service providers.
In 2013, Total Workforce Management is being extended to include 
External Workforce Management (EWM), aimed at ensuring the most 
cost-efficient deployment of external employees and service providers. 
By incorporating EWM into TWM, for the first time, we are developing 
an integrated view of internal and external employment. Consistent links 
between staff restructuring tools facilitate comprehensive steering of the 
workforce.

Workforce & structure.
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Upsizing, restructuring, downsizing: 
The strategic HR program continues.

Deutsche Telekom actively addresses the challenges associated with 
technological and demographic changes. We are continuing to balance 
the age structure of our workforce by consistently building on the skills 
of our experts – including older employees – and attracting new exper-
tise into the company. In Germany alone, we are planning up to 3,800 
new appointments during 2013, including some 1,900 university gradu-
ates and experts with professional experience. A further 1,900 positions 
will be set aside for in-house trainees, particularly graduates of our coo-
perative degree courses. The number of new appointments at Deutsche 
Telekom therefore remains at a high level.

As part of the business-centric reorganization, in 2012 we continued 
our socially acceptable staff restructuring program, by using establis-
hed instruments based on the voluntary principle. In Germany, these 
primarily centered around the new regulations on phased retirement for 
employees within and outside of the collective bargaining system and 
executives, introduced in fall 2011. Corresponding provisions on pha-
sed and early retirement also exist for civil servants. The packages we 
offer are far more generous than the law requires. We have a range of 
effective change instruments to support employees who are thinking 
of a change in direction, including a professional „new placement“ 
advisory service to advise and support employees in their search for 
a new position, and provide assistance with sabbaticals.

January 1, 2013 saw the launch of our revamped Group Headquarters 
and the modified Group Services. In the course of reorganization, we 
are simplifying our internal processes, eliminating inefficient duplica-
tions, and creating clear responsibilities. The new Group Headquarters 
focuses on motivating the Group and steering it in the right direction. 
Operational functions are being relocated to Group Services, which 
operates as an efficient service provider to Group Headquarters and 
other Group units. The relaunch of our Group headquarters necessita-
ted extensive structural and personnel-related changes. Most of these 
were achieved in 2012 without compulsory redundancies by way of 
internal and external fluctuation and established exit models. Emplo-
yees whose roles disappeared following the reorganization are receiving 
individual support with their search for new employment from a dedica-
ted temporary business unit.

Vivento: Assisting with workforce restructuring at 
Deutsche Telekom in Germany.

Vivento has been tasked with creating new employment prospects for 
Deutsche Telekom employees, both within and outside of the Group, 
and is therefore instrumental in helping to restructure the Group‘s work-
force in a socially considerate manner. Vivento specializes in advising 
and placing employees who are seeking a new role outside of Deutsche 
Telekom while still working there. As per the end of 2012, Vivento had 
placed around 3,600 employees in external roles, primarily in the public 
sector, such as the Federal Employment Agency. A further 3,200 Vivento 
employees were working within the Group, primarily in the Service Cen-
ter unit. Since Vivento was set up in 2003, it has helped a total of 41,400 
employees (as at December 31, 2012) to change jobs. 

Vivento has an excellent track record – here are just a few examples of 
its recent successes:

	 It extended its cooperation with the Federal Employment Agency 
	 and intensified our collaboration with federal, regional and 
	 local authorities.

	 Vivento continued to expand the internet portal „interamt.de“ and 
	 continuously improved the range of services associated with this 
	 inter-authority platform for public sector vacancies.

	 It also continued to systematically improve the quality of advice and 
	 support offered to employees. Measures included the training of 
	 Vivento consultants, and an extended range of training and develop-
	 ment measures, including virtual classrooms, web modules and 
	 attendance training courses.
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	 Vivento intensified its communication with external employees via 
	 a redesigned, web-based information and service portal. At present, 
	 for example, users can find a wealth of information on every aspect 
	 of career changes, prospects outside of the Group, and develop-
	 ments within the Group and on the labor market. 

	 Vivento held numerous information and dialog events about the 
	 options available for employees considering a move outside of 
	 Deutsche Telekom.

	 Vivento was awarded the quality seal „excellent“ as a particularly 
	 service-focused HR services provider by the renowned Service-
	 Rating GmbH, the first German company to offer a comprehensive 
	 ratings system.

In 2013, Vivento will be continuing its vital workforce restructuring 
duties within the Telekom Group, with a portfolio tailored to current and 
future requirements.
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Supporting lasting performance capability. 

We are committed to implementing health-promoting measures throug-
hout all areas of the Group. For us, compliance with the statutory occu-
pational health and safety requirements is seen as the bare minimum. 
Awareness-raising, prevention and individual responsibility are our top 
priorities, so we devise Group-wide campaigns to promote health aware-
ness and health competency in the workforce. Our measures are care-
fully tailored to the specific requirements of the different employee 
groups. The portfolio of health and safety measures also includes a 
wide range of voluntary measures to promote health within the com-
pany. In particular, these includ

	 Stress prevention seminars 
	 Flu injections,
	 Colon cancer screening,
	 Information on diet, exercise and relaxation, as well as 
	 A comprehensive annual health check with the occupational 

	 health physicians, which is available to all employees. 

As our uniform Group-wide health and safety management system is rol-
led out, we ensure that the appropriate organizational and content-rela-
ted framework conditions are in place. The success of our measures is 
reflected in our health rate of 94.2 percent (as at December 31, 2012). 

Our health & safety management system.

A team of experts from different fields pursues an holistic, systematic 
approach to occupational health & safety and fire protection. Controlled 
by our Health & Safety organization, in Germany alone we have around 
130 occupational health physicians and 120 safety specialists looking 
after our employees. Additionally, employees can take advantage of a 
free, confidential, nationwide advisory service on psychosocial issues, 
staffed by more than 50 experts. 

At international level, our Health & Safety Management System 
prescribes a uniform basic structure, which our international subsidia-
ries can then shape according to their needs. From a total of 60 interna-
tional subsidiaries with health and safety relevance, 32 (i.e. more than 
50 percent) are already linked to our Health & Safety Management 
system. A further nine subsidiaries are due to join in 2013. Back in 
2012, we collaborated with selected subsidiaries — T-Systems Mexico, 
T-Systems South Africa, T-Systems Malaysia, T-Systems UK, PTC, Slovak 
Telekom — on the definition of common health standards. These stan-
dards will become mandatory across our Group companies by 2014. 
On-site reviews will be carried out to assess whether companies are 
implementing these standards, carrying out health and safety improve-

ments, and complying with statutory workplace requirements. Our inter-
national subsidiaries are also certified to the international health and 
safety standard OHSAS 18001, which provides independent verifica-
tion. In 2013, we will be further extending our certification activities, and 
20 companies with a combined workforce of around 31,000 will have 
their legal and standard conformity certified by an independent agency.

Health and safety accommodates demographic 
changes.

Our clear goal is to keep our employees healthy and fit to work throug-
hout their entire career with Deutsche Telekom. We continuously ana-
lyze age-related health risks, and use this information to derive specific 
preventive programs. In particular, these schemes are tailored to health 
problems that tend to be more common in certain working environ-
ments and selected job profiles.

Highlights
Health & safety

Health & safety.
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For example, preventing lifestyle-related cardio-vascular and musculo-
skeletal disorders is a paramount concern. These types of illnesses are 
likely to become more prevalent within our own workforce against the 
backdrop of an aging society. For example, our “Step by Step” scheme 
is aimed at preventing muscle and bone injuries from trips and falls. 
Training programs are held for specific target groups at the offices of 
Deutsche Telekom Technik and Deutsche Telekom Technischer Service. 
Working closely with the Post and Telekom Accident Insurance Fund 
and the Institute for Occupational Safety and Health (IFA) at Deutsche 
Gesetzliche Unfallversicherung (German Social Accident Insurance, 
DGUV), we take care to incorporate the latest scientific findings when 
developing such measures.

Raising awareness via health communication and 
training.

We ensure that employees have access to comprehensive information 
about the range of company health offerings available, particularly with 
a view to enhancing their mental health. This was the thinking behind 
our year-long health campaign in 2012. We use a range of in-house 
media to keep employees informed: our staff magazine „you and me“, 
the intranet, social media, as well as posters and brochures. Employees 
can take advantage of a wide range of services relating to exercise, nut-
rition, stress prevention and stress management. Campaigns such as 
the dialog forums on stress proved so popular, they will be repeated in 
2013. 

Our managers play a key role in prevention: In direct contact with their 
team members, they perform a duty of care, are ambassadors for 
healthy living, and provide guidance. We support our managers with a 
comprehensive range of materials, including guidelines and brochures 
e.g. outlining the training courses available on health-related and occup-
ational safety issues. 

The prevention of mental illness is particularly crucial. By acting quickly, 
it is often possible to avert the chronic suffering associated with a rapid 
drop-off in performance, long before the sufferer becomes unable to 
work. All employees have access to an extensive range of seminars on 
mental health and stress prevention, plus healthy living advice. Our 
innovative seminars on how to boost mental resilience are a popular 
option. Individual psychosocial counseling on stress, addiction, conflict, 
change, leadership and health is also available, both face-to-face and 
via our service line. In order to raise our managers‘ awareness for this 
important topic, we provide a web-based training course on mental 
health and what they can do to help. The program trains them to detect 
mental pressures, both in their team and in themselves, early on, act 
swiftly and, where necessary, arrange for professional support. 
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Effectively and transparently encouraging 
individual performance .

Deutsche Telekom relies on competent, creative employees at all levels 
of the company and throughout all units. They drive our business by 
delivering top-class service, powerful products and pioneering innova-
tions. Our task is therefore to challenge and motivate our employees to 
advance and perform. Regular feedback on their personal performance 
status, fair pay and systematic development provide the basis. For us, 
development means being familiar with the different talents, interests 
and potential of our employees and providing them with tailor-made 
duties and development opportunities. Successful development should 
consider the individual needs of our employees at different life and 
career phases. At the same time, we expect our staff members to take 
the initiative and actively seek out and commit to development opportu-
nities.

Performance management as a basis for 
transparency and comparability. 

Assessing the achievements, competency and potential of our emplo-
yees provides the starting-point for their subsequent development. A uni-
form approach ensures the transparency and comparability of individual 
achievements, both for employees and for the Group. Based on these 
assessment results, we can offer challenging, inter-departmental or 
international prospects, as well as being able to promptly identify suita-
ble successors when vacancies arise. 

When assessing the performance status of our workforce, as well as 
target management, we also use the Performance & Potential Review 
(PPR) and Compass performance measurement tools. Since 2012, 
these have been mandatory for all managers and experts in Germany, 
and for all managers at international level. Both tools promote dialog 
between managers and their teams. This exchange, which includes 
regular feedback on performance and development measured against 
uniform yardsticks, allows employees to identify their current career 
position. On this basis, they can then meet with their superiors to plan 
and implement subsequent development steps. Our assessment tools 
and related processes are constantly evolving to become even more 
efficient. Our new performance management system ‒ one of eight 
strategic HR initiatives ‒ combines and streamlines the target manage-
ment system and PPR in a pilot scheme. From 2014, the new perfor-
mance management system will be rolled out for our top managers. In 
future, successful strategy implementation and initiative will be even 
more richly rewarded. In this way, in accordance with our guiding princi-
ple „Best place to perform and grow“, we encourage the best possible 
results through individual endeavor.

Development: Attractive prospects at every life 
phase.

Every employee in our Group is given the opportunity to broaden their 
knowledge at every phase of their (professional) life, and to develop and 
grow. We believe that development should be closely linked to the indi-
vidual career phase, because we are aware that employees‘ needs 
change over time. For example, those bringing up young children or 
caring for family members have particular employment needs. Learning 
interests are also constantly evolving: Recent university graduates are 
more interested in company-specific knowledge, whereas a long-esta-
blished employee might be keen to broaden their specialist knowledge 
or share it with up-and-coming talents. 

Performance & development.
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With this in mind, our lifecycle-based approach to HR development 
includes a wide range of target group-specific offerings, such as:

	 Start up!, our Group-wide entry program for ambitious university 
	 graduates. Participants benefit from project placements at home 
	 and abroad, with mentoring provided by experienced managers. 
	 Members of Start up! gain a comprehensive insight into our Group 
	 and build their own interdepartmental network of contacts.

	 The Bologna@Telekom initiative is aimed at our top performers, 
	 provided they have worked for the Group for at least two years. 
	 Each year, some 200 scholarships are awarded to employees 
	 wishing to study part-time for a Bachelor‘s or Master‘s degree. 
	 Since 2009, the scheme has even been open to those without 
	 formal university entrance requirements. As well as degree courses 
	 in information and communications technology, business informa-
	 tion systems and economics, we also offer doctorates. Under the 
	 Bologna scheme, we pay half of the course fees at one of our part-
	 ner universities and give students 10 days‘ leave of absence per 
	 annum for studying. Around 600 employees are currently studying 
	 for a degree under this scheme, 32 percent of whom are women, 
	 and a growing number of over-40s. All of them are increasing their 
	 employability parallel to working. For Deutsche Telekom, this repre-
	 sents a great opportunity to secure the loyalty of key top performers,
	 and cover our demand for specialists. The first 33 employees 
	 graduated successfully from this scheme in 2012.

Special courses for personal professionalization 
and career development.
 
Our experts can take advantage of special courses for their personal 
professionalization and career development under the Go Ahead! sys-
tem. This standardized system aims to make job requirements transpa-
rent and elucidate which development paths will lead to which career 
and development goals. At any time, our employees can use a dedica-
ted tool to explore suitable training and development measures for their 
particular role. In 2012, around 85,000 employees in Germany benefi-
ted from Go Ahead!, and there are plans to give the scheme a more 
international focus. 

	 Within the framework of Go Ahead!, we also offer a modular training
	  system known as CAMPUS, aimed at developing and building 
	 essential strategic skills for experts. Within CAMPUS, we offer a 
	 portfolio of courses tailored to different sectors, such as finance and
	  controlling. Our repertoire also includes a range of more general 
	 qualifications, such as project management.

	 Additionally, our talent management scheme focuses on exceptio-
	 nally high performers who are likely to develop into a significantly 
	 more complex and challenging role in the foreseeable future. 
	 Talent management pursues several objectives simultaneously: 
	 To identify motivated talents, make them visible within the Group for 
	 suitable positions and decision-makers, support them with Group--
	 wide networking, and ensure that they are considered in succession
	 management. For example, a part of our Group-wide talent manage-
	 ment system is the Talent Space program, in which more than 240 
	 expert and leadership talents from 22 countries are currently partici-
	 pating. Participants are given the opportunity to get involved in pro-
	 jects outside of their own unit, network with other talents at joint 
	 events, and receive specific career support from a mentor. Talent 
	 Space is available to a number of functional units such as HR, 
	 Technology and Finance. In 2012 we additionally incorporated the 
	 Innovation unit, in view of its particular strategic importance to the 
	 Group.
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Keep implementing the improvements.

Deutsche Telekom‘s image as an attractive employer continues to grow, 
as attested by the host of awards and prizes received in Germany and 
Europe during 2012. And our employees continue to give us high marks 
as well: In the latest internal employee survey, conducted worldwide, our 
scores in the key areas of commitment, leadership and health improved 
significantly, with double-figure percentage increases in some cases. 

Award winner: Deutsche Telekom as an employer.

Whether it is the outstanding quality of our recruiting, our excellent 
reputation as a provider of on-the-job apprenticeship, our attractive and 
transparent skills development programs and career paths or our stated 
goal of increasing the number of women in management positions 
throughout the Group: there are many good reasons why Deutsche 
Telekom receives so many German and international employer awards. 
For example, T-Mobile Austria was named one of the country‘s leading 
company for apprentices by the Austrian Federal Ministry of Economy, 
Family and Youth in 2012. Training programs for apprentices at our Aus-
trian subsidiary are distinguished by the effective use of modern online 
training methods, with a special focus on personal development and 
social skills, resulting in an 80 percent rate of apprentices being trans-
ferred to permanent positions after completion of their training. Mean-
while, Magyar Telekom in Hungary was crowned Best Employer in 2012. 
The company has regularly received awards for its reputation as a qua-
lity employer since 2008. What‘s more, Telekom was also the recipient 
of many awards in Germany during 2012, especially for its diversity 
activities and online communication with talented young people using 
social media, the external Telekom career website and Telekom Job 
World.

2012 employee survey: Record participation level, 
plus improvements in nearly all areas.

Our latest employee survey is the fifth in succession for the entire Group 
since 2005. We invited some 195,000 employees in 27 countries to 
provide us with structured feedback in 18 languages. Nearly 150,000 
colleagues from around the world took part—that is 76 percent of all 
those contacted (the figure for the 2010 employee survey was 72 per-
cent). Employees in Germany set an all-time record with a participation 
rate of 82 percent.

And there was more good news: The results at Group level, in almost 
all areas, were much better than those recorded two years ago. In some 
cases positive feedback increased by double-digit percentages. 
Responses related to employee commitment and leadership as a key 

factor in this category continue to be very favorable, receiving even 
higher ratings than those recorded in 2010. 
The survey trend is also positive when it comes to health. This is cer-
tainly due to the fact that we launched and implemented specific initiati-
ves and programs following the 2010 employee survey. One example 
involved experts at Technische Universität (TU) Dresden, our health ser-
vices provider B.A.D. GmbH, the employee and manager advisory ser-
vice, local works councils and specialist health managers, who provided 
extensive support and advice to teams with below-par health scores. 
These measures have paid off, both for our employees and in terms of 
our reputation as a responsible employer.
We are continuing to uphold this level of commitment, and in mid-2013 
we will again ask employees to provide us with anonymous feedback by 
participating in the pulse check. Two times throughout the year, we use 
this compact survey to determine the current mood of our employees. 

When it comes to feedback on work intensity, the employee survey 
revealed a slight improvement in comparison to the figures gathered in 
the last survey. We are keeping attention focused on this matter, and we 
will promote those activities that have been particularly effective to date. 
We will continue to offer appropriate workshops for both management 
and employees. In these workshops participants can practice how to 
cope with increasing workloads and stress, while also learning to deve-
lop ways of simplifying work processes.

In 2013 we launched the strategic HR initiative “The Way We Work” 
to promote work processes that are simpler, more streamlined and 
customer-centric, with an eye toward achieving better results. This 
initiative focuses attention on how we collaborate as colleagues and has 
begun with our own processes in Human Resources: We are making 
things less complex, in addition to establishing efficient solution 
approaches and promoting efficient collaboration methods. We will 
draw upon the lessons learned from various pilot projects and informa-
tion from the open discussions conducted by our employees in 
Telekom‘s own social network. With this approach we are initiating ‒
together with our employees ‒ a cultural change towards a way of 
working which is more agile and efficient. According to our Guiding 
Principle „Customer delight and simplicity drive our action,“ we are all 
required to examine the efficiency and simplicity of our processes and 
change them for the better, if necessary.

Highlights
What our employees are saying

What our employees are saying.
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Demography as a chance.

Preserving know-how, facilitating lifelong learning, 
and utilizing the Group‘s demographic structure.

Today much of the work done in Human Resources is influenced by 
demographic change in some way. And we are actively taking up the 
challenge associated with this development. In our selection and place-
ment processes, we do more than examine grades and report cards – 
we also carefully evaluate the social skills of job candidates. We offer 
our employees attractive training opportunities, we promote their 
careers through long-term skills development programs, and we pro-
mise them new and interesting perspectives for their future in the 
Group—all of this contributes to employee retention. 

In light of the current demographic trend, it is our aspiration to accom-
pany and support each and every employee throughout his or her indivi-
dual life cycle while a member of our workforce. One important aspect 
is the extension of flexible working hours. The introduction of lifelong 
working time accounts is the first step in this direction. Last year such 
accounts were established for our top managers. Our ultimate goal is to 
make this lifelong working time system available to all employees in the 
Group, in close agreement with employee representatives. 

Health is another key aspect related to demographic change. When it 
comes to matters of health, we are already taking the lead with initiatives 
that promote good health among employees. For example, one project 
conducted at many of our locations in Germany was the „Back Fit“ pro-
gram.

New experience-based forms of teaching and lear-
ning for specific age groups.

The age spectrum of our employees is continuously widening, and the 
average age of our workforce is on the rise. Employment lifetimes are 
also becoming longer. We steer and utilize these developments by 
implementing new formats for teaching and learning. These new 
approaches are specifically focused on the needs of the different gene-
rations and life cycles found among our employees. By supporting 
these new training methods, we make a significant contribution to job 
security for our experienced and seasoned employees. In addition, we 
make every effort to meet current training and learning demands within 
the Group, such as integrating the learning experience in daily work pro-
cesses. For example, we achieve this by striking a balance between for-
mal training sessions (workshops, reality training) and informal methods 
(collaboration via our internal Telekom network). Hands-on, practical 
teaching, coaching and mentoring are also intended to generate enthu-
siasm for lifelong learning. We currently take this approach when trai-
ning specialists for network infrastructures, and in vocational and aca-
demic training programs for employees with vast experience in commu-
nications engineering.

Academic training at our in-house University of Applied Sciences.
Since 2012, some 48 communications and electrical engineers at the 
Group‘s own HfTL University of Applied Sciences (Hochschule für Tele-
kommunikation) in Leipzig have taken advantage of continuing educa-
tion opportunities to refresh and update their expertise. The average 
age of these engineers is 53 years. This academic course takes 18 
months and consists of several modules from the Bachelor course in 
communications and information technology. It contains specific coa-
ching measures and individual support from specially trained tutors. 
The curriculum takes past learning experience into account, and lec-
tures at the university are supplemented by hands-on training sessions 
in the real world. Additional training programs in business administra-
tion and economics will be introduced at the university in 2013.

Vocational training.

In Germany we have been one of the biggest training providers for many 
years. Aktuell bilden wir rund 9 300 Menschen innerhalb des Konzerns 
aus, sowie rund 300 Studenten, die in Vollzeit an unserer konzerneige-
nen Hochschule in Leipzig (HfTL) studieren. Our commitment to voca-
tional training also extends to our subsidiaries in other countries, such 
as the Netherlands, Austria and Switzerland, where young employees 
can take advantage of training options. And we have been quite suc-
cessful: The Austrian government commended T-Mobile Austria for 
being the country‘s best training provider in 2012. Our commitment to 
education and training is much more than an active response to the 
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shortage of highly qualified specialists in the workforce. We take corpo-
rate and social responsibility seriously, with dedication that extends 
beyond national borders. Fast-paced technological progress is beco-
ming more and more dynamic, thus creating a growing need for quali-
fied specialists in areas where innovation and technical development 
take place. The purpose of our new training concept is to strengthen 
and boost our capacity for innovation at Telekom. We are constantly 
bringing new talent and expertise into the Group. This enriches our 
internal pool of qualified junior employees, who will be moving up 
through the ranks in the years ahead. 

In 2012 we offered more than 3,200 young people the chance to profit 
from high-quality career development by entering training and coopera-
tive study programs in Germany and at locations in foreign countries. 
Cultural diversity should play a major role in vocational training, which is 
why we currently employ trainees and students on cooperative degree 
programs from 49 nations. 

Creating new perspectives: more opportunities for 
the disadvantaged.

In cooperation with the German Federal Employment Agency, we lend 
support to members of disadvantaged social groups by assisting them 
in finding jobs or through job qualification training programs. 

The “ Meine Chance – ich starte durch” (My chance to get going) pro-
ject is aimed in particular at underprivileged young people receiving 
basic income support and job seekers with qualification deficits. The 
project has been quite successful: 100 trainees entered basic qualifica-
tion programs in 2011, and one year later 66 of them began their voca-
tional training at Telekom. What‘s more, we also offered a second year 
of training to 47 project participants. And in 2012, an additional 120 
young candidates began their internship with us. 
 
In another project that was continued in 2012, we address the particular 
needs of single mothers and fathers. In light of the limited choices 
available to them, the goal of this project is to give single parents an 
opportunity to participate in training or a course of study on a part-time 
basis. We offer part-time training for all jobs at Deutsche Telekom that 
require vocational qualification. Part-time courses of study are also 
offered as part of the cooperative degree programs at the Group‘s Uni-
versity of Applied Sciences in Leipzig (HfTL). In 2012 alone, 19 single 
mothers started their careers in the Group through this program. 

We will be expanding both these projects in the future.
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Using diversity for active transformation. 

Deutsche Telekom represents employees from 34 countries with diffe-
rent cultural backgrounds, beliefs and capabilities. We promote this 
diversity and utilize it as a source of creativity and agility. We are convin-
ced that diversity makes social integration easier and that it has a posi-
tive impact on career development. Diversity improves customer under-
standing, promotes innovations and contributes to the business success 
of the Group. 
Furthermore, this diversity is a key factor that drives change within our 
corporate culture, thus ensuring that Telekom is an open, flexible and 
agile organization. Agility is necessary in order for us to successfully 
keep pace with dynamic and fast-changing customer, technology and 
labor markets. This is vital if we are to take advantage of market opportu-
nities and stay competitive in the future. Our diverse teams, comprised 
of men and women of different nationalities and age groups, follow diffe-
rent approaches and establish synergies that enhance their competen-
cies in ways that ensure our success in global markets. 

More women in management positions.

In 2010, Deutsche Telekom was the first DAX 30 enterprise to announce 
the target of the Fair Share initiative to fill 30 percent of the leadership 
positions available in mid-level and senior management throughout the 
Group by the end of 2015 with women. To achieve this goal, we are 
focusing our attention on development programs for women in the com-
pany who demonstrate management talent. We also support women in 
their current positions of leadership. 

	 In doing this, we establish Fair Share into segment-specific target 
	 structures and, based on standardized reporting and review the 
	 measures taken to achieve these targets. 

	 We rely on the forcefulcommitment on the part of our management 
	 employees, and we expect that our managers serve as role models 
	 by acting in ways that reflect the values of the Group. We support 
	 this with specific communications measures.

	 We integrate diversity-compliant quality standards in all HR products
	 and processes, especially in our hiring and appointment processes.

As a result, the percentage of women in management positions throug-
hout the Group has been on the rise—from 19 percent in February 2010 
to 24 percent in December 2012. 

	 We have also increased the number of women on our supervisory 
	 boards. In Germany the positive trend was particularly evident on 
	 the employer side—from 17.7 percent in 2010 to 24.8 percent at the
	 end of 2012. 

	 During the same time period, the proportion of women representing
	 employer interests on the supervisory boards of our international 
	 businesses grew dramatically, from 7.4 percent to 25.5 percent.

	 What‘s more, two of the seven positions on the Supervisory Board 
	 of Deutsche Telekom have been held by women since 2012. 

	 In the Business Leader Team, comprised of some 60 international 
	 managers from the management level supporting the Deutsche 
	 Telekom Board of Management, we have increased the number of 
	 women from two (February 2010) to nine (December 2012). 

Award-winning diversity.

In 2012 we received a number of awards for activities that promote 
diversity in the Group while also establishing an integrative corporate 
culture. For example, with our comprehensive work-life balance con-
cept, we were among the finalists in the 2012 „Family as a success fac-
tor“ competition for business enterprises, launched by the German 
Federal Ministry of Family Affairs, Senior Citizens, Women and Youth. 
The Völklinger Kreis e. V. awarded us the Max Spohr Award because we 
accept the sexual identity of our employees as an enrichment of corpo-
rate culture. And the Rhineland Regional Council (LVR) awarded us the 
title „Disability-friendly Employer.“

Over the past few years our international subsidiaries and affiliates have 
also been distinguished for their efforts in establishing more flexible 
and family-friendly working conditions. For example, in 2012, T-Systems 
in the Czech Republic defended its third-place ranking as „Employer of 
the Region,“ while T-Systems Malaysia won the silver „Employer of 

Highlights
Fair share and diversity

Fair share and diversity.
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Choice Award“ and T-Systems Austria received the accolade „Great 
Place to Work.“

Life balance: the harmonization of work and 
private life.

We feel that it is very important for our employees to be able to balance 
their dedication to work and their interests in private life in the best way 
possible. That is why we continue to promote our life balance activities 
in a focused way, also sharing our expertise at the international level. We 
surveyed employees in 32 of our international subsidiaries with regard 
to life balance matters, such as reconciling family life with work, health 
and fitness, working conditions and the advancement of women. This 
survey was used as the basis for establishing an online platform to sup-
port the continuous exchange of information about best practices and 
projects that had been especially successful. There are many different 
examples of intelligent life balance activities: for example, child-friendly 
offices in Hungary as well as childcare centers in Italy, plus work-at-
home agreements in China, France and the Czech Republic, along with 
the mobile working model adopted in Austria. 

Germany: more men on parental leave, 
more childcare options.

The reconciliation of work and family life is becoming more and more 
important in Germany, particularly for male employees. During the 
course of 2012, the proportion of men who take more than two months 
of parental leave increased from 11.3 percent to 22.1 percent. One of 
our central objectives is to provide all of our working parents with better 
options for childcare. We have been increasing the capacities of child-
care centers within the Group—since 2010 we have added 212 places 
so that we can now accommodate a total of 559 children, and the capa-
city of vacation care programs for schoolchildren has risen from 170 to 
300 places. In response to acute shortages in childcare options, we 
have set up seven parent-and-child offices for our employees at various 
company sites. Another ten are planned for 2013. In addition, we pro-
vide free support for families looking for local childcare places and free 
emergency care for children.
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Dealing with permanent change.

The telecommunications industry is undergoing a period of profound 
change in terms of technologies, business models, products and ser-
vices. These transformation processes also have an impact on Deutsche 
Telekom. In recent years we have utilized the dynamics of change in 
order to achieve more efficiency and tap into new markets. However, we 
also realize that we need to support our employees, teams and business 
units as they strive to cope successfully with this ongoing change. Con-
sequently, we have systemized our transformation management. We 
also promote the use of social networks as a way of establishing new 
forms of collaboration within the Group. In 2012, for example, we laun-
ched the “Telekom Social Network” in an effort to bring together the 
various internal collaboration platforms used in the company.

Another important aspect of change management involves the opera-
tive tools we use to professionally support our major change and trans-
formation projects, such as the restructuring of Group Headquarters last 
year and the rebranding project conducted at our Polish subsidiary in 
2011. We provide all employees with a „toolbox“ designed to meet the 
needs of specific target groups. This comprehensive toolbox contains 
the latest tools available for change management, along with examples 
of how they can be used effectively. With these tools our employees can 
proactively shape change processes. In addition, they can also take 
advantage of special offerings such as Facilitator training, which 
teaches employees how to steer and drive group processes forward.

Promoting agility, knowledge transfer and innova-
tion consciousness – a new unit guides our actions.

We are consistently redefining the role of Human Resources. In January 
2013 we began bundling activities related to cultural transformation at 
Deutsche Telekom and established the Group Transformational Change 
unit to manage these activities. This unit develops sustainable solutions 
and ideas for the world of the future—both on a professional and perso-
nal scale. These solutions include new forms of internal and external 
collaboration, agile work models, improved innovation and service 
orientation, as well as measures for promoting entrepreneurial thinking 
and acting. A series of pilot projects were launched in 2012. We then 
boosted these activities in 2013. Instead of utilizing standardized trai-
ning and seminar programs, Group Transformational Change applies 
creative approaches that address specific needs as they arise. The con-
cept is redesigning our corporate culture – not by merely following 
directives issued by Headquarters, but rather through concrete 
measures and initiatives originating in the various Telekom business 
units.

Our Guiding Principles — the foundation of our 
corporate culture worldwide.

Having a clear orientation based on accepted values is an integral ele-
ment of our corporate culture. At Deutsche Telekom integrity, mutual 
respect, reliability, consistent customer orientation and performance ori-
entation are among the principles that guide the conduct of our emplo-
yees. These values are defined in our Guiding Principles, which are bin-
ding for all 56 Group companies—with the exception of OTE in Greece—
that represent the consolidated units comprising Deutsche Telekom. 
OTE will be completing the implementation of the Guiding Principles 
during 2013. 

The Guiding Principles are firmly rooted in our corporate and HR pro-
cesses, such as corporate competency models and the performance 
review procedures in all of our subsidiaries. This enables us to create a 
viable basis for our corporate culture that is consistent throughout the 
Group. Through events and specific campaigns, we raise our emplo-
yees‘ awareness of our basic values and encourage them to act in 
accordance with our promoted principles. The highlight in 2012 was the 
“Guiding Principles Day”, which was observed throughout the Group for 
the third time. This event took place in 34 countries and 50 business 
units, with inspiring and novel activities conducted in 19 different langu-
ages to underscore the importance of our Guiding Principles. This event 
will also be held again in 2013. 

Our employees confirm that our commitment to the values represented 

Culture, collaboration and change.
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by our corporate culture is paying off: 63 percent of those participating 
in the Group‘s 2012 employee survey said that acting in accordance 
with the Guiding Principles is becoming an accepted practice every day, 
and they view these principles as the solid basis for effective collabora-
tion.

Code of Conduct: promoting compliance every day.
Ways of living up to the values of our Guiding Principles every business 
day are defined in our Code of Conduct, which applies throughout the 
Group. The code supplements the values stated in the Guiding Princip-
les by outlining clear, legally compliant approaches to daily conduct that 
must be followed by our employees. Thus the Code of Conduct serves 
as a bridge between corporate culture and compliance awareness, offe-
ring us support in maintaining daily business conduct that is both ethi-
cal and legally compliant in every way.

The Code of Conduct was completely revised in 2010 and 2011, and 
was implemented in all of the fully consolidated companies within the 
Group. We monitored the implementation process in all units until the 
end of 2012 via the pulse check. When the implementation process was 
completed, some 72 percent of those surveyed said that the Code of 
Conduct represented an important source of orientation that influenced 
their professional behavior.
There has also been an increase in the number of employees who 
believe that they can report improper conduct without suffering nega-
tive repercussions. The proportion of employees throughout the Group 
sharing this view increased from 67 percent in 2010 to 75 percent in 
2012, according to the results of the employee survey.

Campaigns, training sessions and guidelines spelling out the specifics 
contained in the various sections of the Code of Conduct were at the 
core of our activities in 2012. Typical examples included the anticorrup-
tion campaign and many on-site compliance training courses that were 
held throughout the Group. We also support employees by providing 
them with the latest guidelines pertaining to topics such as consulting 
and sponsoring.

Continuing to expand our service orientation. 

IDelivering the best possible service to our customers—anytime, any-
where—is a fundamental dogma at Deutsche Telekom, and it is one of 
our most important competitive value propositions in today‘s market. 
We have launched numerous initiatives and programs to raise service 
awareness in all Telekom companies and segments. These activities will 
ensure that we are—and remain—the customer‘s first choice. One exam-
ple of these efforts is the “Voluntary Christmas Helpers” program at 
Magyar Telekom, in which more than 200 additional employees volunta-
rily help their colleagues in the shops during the holiday season. And 

Slovak Telekom presents the “Service Hero Award” to those employees 
who demonstrate outstanding service consciousness. We have initiati-
ves and programs in nearly every Group company so that we can 
maintain and improve the high quality of our service. 

In Germany we have also relied on our “Service Academy” since 2008. 
In fact, all managers are required to participate in this program. The 
goal of the Service Academy is to maximize service consciousness, 
customer understanding and service competencies, especially for 
managers who do not have direct customer contact. To reach this goal, 
managers participating in the Service Academy are given an opportu-
nity to learn about what customers expect from us in every day life situa-
tions. In addition to providing theoretical knowledge, the program also 
helps participants gain hands-on experience by having them visit vari-
ous service units and shops, where they carry out tasks involving direct 
contact with customers. Over the past five years, 98 percent of our 
managers in Germany have participated in the Service Academy annu-
ally. In 2012 the number of those taking part in the program was about 
1,800.

We are currently working on plans to further develop the Service Aca-
demy, which is a German initiative, so that we can transform it into an 
international program. In the future the target group will not be limited to 
upper-level management in Germany, but will also include international 
participants across all hierarchies. Future program content will be com-
prised of theoretical and practical modules that will be developed in 
collaboration with our stakeholders.
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Idea management: utilizing the creative potential 
of our employees.

Our “Best Idea Management” encourages employees to actively contri-
bute to the ongoing improvement of our products and services. Emplo-
yees can submit their ideas for innovations. These ideas are then evalua-
ted by our experts. If an idea is successfully realized, the employee is 
paid a bonus in recognition of his or her contribution. Suggestions sub-
mitted by employees have led to considerable cost reductions within the 
Group on a regular basis: In 2012, our idea management implemented 
700 process, product and service improvements in Germany alone, 
resulting in overall savings of EUR 103 million. In 2012 our employees 
provided us with more than 13,000 ideas, which represented an incre-
ase of 20 percent over the previous year.

We continuously support the further development of tools and instru-
ments for our idea management. Two IT portals have become well-esta-
blished in the Group: “genial@telekom” is a site where ready-to-imple-
ment ideas can be submitted—whereas the “Ideas Garden” is a portal 
that supports joint development of new solutions. A third online plat-
form—known as the “Jam”—was added in 2012. With Jam several 
thousand employees can work directly and interactively on concrete 
ideas or questions. Activities are clearly focused on a specifically 
defined task or issue, which participants must resolve within a specified 
time with support from a professional moderator. The platform was very 
popular from the start and has already hosted several Jams. A Jam deve-
loped for T-Systems attracted 500 participants who generated more 
than 100 solutions during the specified time period. 

The collective intelligence of our employees is also of great value for 
“Telekom Prediction Markets”. This new tool was introduced in April 
2012 to support management decision-making. Employees use a simu-
lated exchange and trading system to provide their market forecasts in 
response to current or strategic questions submitted by various Group 
business areas. This data is then analyzed and compiled to produce 
forecasts that are just as precise as those coming from professional mar-
ket research organizations. In 2012, those participating in Telekom Pre-
diction Markets addressed more than 100 different market issues. Some 
1,100 employees have already registered to use the tool. 

Social networks for networking and digital work 
 
Deutsche Telekom is pushing ahead with the transformation of our wor-
king culture toward the concept of “Enterprise 2.0”. The term Enterprise 
2.0 stands for all the options provided by social media for creating new 
forms of collaboration within an enterprise, in addition to new forms of 
customer contact. Above all, social media can dramatically improve 
communication within a business enterprise. More dialogue takes place, 
leading to more transparency and communication irrespective of hierar-
chies. Employees have more opportunities for setting their own agenda 
with topics of their choice, and it is also easier for them to join discus-
sions that are already underway.
Since 2007 employees at Deutsche Telekom have been building net-
works on internal social media platforms to exchange ideas and pro-
mote collaboration across departments. As a result, we established the 
“Telekom Social Network” (TSN) in 2012, so that employees would have 
access to a central platform for their networking activities. By the end of 
2012 more than 40,000 users throughout the Group were registered in 
TSN, and by late April 2013 the number had risen to about 60,000. Even 
members of the Board of Management are among the users. Thanks to 
these numbers, TSN has become one of the largest and fastest growing 
corporate networks in the world.

Social networks are also becoming more important for customer 
contact. Deutsche Telekom was the first DAX-listed company to offer 
customer service via Twitter by launching “Telekom hilft” (Telekom 
helps) in 2010. We also play a leading role when it comes to recruiting 
through social media. For the third time in a row, we were at the top of 
the HR Social Media Activities of DAX 30 Enterprises list in 2012. 
“Online Talent Communication”, a recent study published by the Potenti-
alpark consulting firm, also underscores Deutsche Telekom‘s leadership 
in social networking by ranking us second in the category Social Media 
Communications. A large number of job applicants follow our recruiting 
activities on various web 2.0 channels. For example, we have more than 
3,600 followers on Twitter, about 8,000 Facebook fans and some 31,600 
subscribers in the XING business network.

We promote the use of social media at Deutsche Telekom through 
numerous marketing, communications and HR projects. The strategic 
HR initiative “Global Collaboration” plays an important role in this 
regard. It aims to improve collaboration throughout the Group, across all 
segments and national borders.
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Simplify.

Realizing HR projects in a lean and efficient way.

HR at Deutsche Telekom has positioned itself as a partner and reco-
gnized consultant for operational business in the Group. We fill this role 
best by consistently focusing our activities on the needs of our internal 
customers, namely the employees at Telekom, who give their best every 
day to satisfy the Group‘s customers. That is the reason why we critically 
evaluate our product and service portfolio, along with our processes, at 
regular intervals. We keep three principles in mind:

	 We tailor our offerings in response to the current needs of the 
	 various business areas in the Group.

	 We speak the language of our customers and draft our offers 
	 in their language.

	 We provide our products and services throughout the Group 
	 in line with consistent and standardized categories.

For more simplicity: the HR portfolio under review.

In 2013 we are striving to achieve more simplicity through a number of 
concrete measures: 

	 The strategic HR initiative „Fix the Basics” helps us focus our 
	 attention on the simplicity of current HR products. That also means 
	 reducing the complexity of our product portfolio. Obsolete or 
	 inadequate products need to be upgraded or discontinued.

	 “HR Category & Product Management” is an initiative for 2013 that 
	 is specially designed to sharpen the profiles of HR roles and esta-
	 blish clearly defined responsibilities in the Group. These roles have 
	 been defined according to the three-pronged model adopted by 
	 Telekom HR: Management and steering tasks are the responsibility 
	 of our “HR Competence Centers”, while our “HR Business Partners” 
	 provide consulting for strategic HR topics, and “Group HR Services” 
	 take care of our operational business matters. This structured 
	 approach enables us to constantly improve our cross-segment HR 
	 performance and facilitate smooth interaction among the various 
	 HR roles. 

	 In addition, the “Lean HR” initiative provides the Group with a 
	 market-conform rate in terms of HR support for the business side. 
	 This means that we continually improve our HR functions at all levels
	  to achieve more efficiency. HR support should be available to 
	 management and employees in a quality that is in line with industry 
	 standards, with a consulting ratio comparable to that of similar ICT 
	 enterprises.

By accepting responsibility, by taking customer feedback seriously and 
by responding to key issues with consistent action, HR clearly focuses 
its efforts on meeting the requirements of the business side.
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Here are some informative facts and figures about Deutsche Telekom. They are compiled and presented in line with our 
highlight topics and the corresponding strategy program. For your orientation, the assignment is marked in different 
colors in the charts and tables. 

Facts and figures.

Highlights / Workforce & structure
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