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employees
By countries*, in employees (FTE)

 1  Germany 116 643
 2  Greece  12 635
 3  Hungary  12 558
 4  Romania  8 909
 5  Slovakia  7 124
 6  Croatia  5 621
 7  Poland  4 737
 8  Spain  3 527
 9  Czech Republica  3 241
10  Nederlands  2 187
11  Austria  1 935
12  Macedonia  1 418
13  United Kingdom  957
14 Russia 791
15 Schwitzerland 724
16 Montenegro 651
17 Albania 445
18 France  287
19  Belgium  86
20  Italy  84
21  Denmark  53

* Bulgaria deconsolidated since August 2013. 
Cyprus deconsolidated since April 2013.

  USA (incl. T-Mobile US)  37 842
  Brazil  1 783
  South Africa  1 695
  Malaysia  1 133
  Mexiko  920
  China  334
  Singapore  142
  Japan  62
  Thailand  37
  United Arab Emirates   18
  Canada  14
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employees in GeRmany
By state, in employees (FTE)
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vorworT

our convicTion: 
PeoPle are The source oF success!

We, Deutsche Telekom, are not just another company that provides society with infrastructure. We want to simplify and 
enrich people’s lives in the long term as the leading European telecommunications company.

The key to this success are the people who work for us. They not only serve as the foundation for our success: they repre-
sent the identity of our company. We know that only satisfied employees deliver consistent top performance. So, good 
Human Resources management addresses each person as an individual and as an employee.

Our modern understanding of HR work is reflected in the creation of an innovative work environment in which we offer our 
employees tailor-made solutions that fit their personal situation, and which makes doing a good job quite enjoyable.

For example, we offer flexible working time models that address the needs of the company as well as the interests of our 
employees. The focus of our Education 3.0 program is promoting the development of employees through hands-on training 
that provides them with the skills currently in demand. Our new leadership model “Lead to win” is designed to encourage 
and reward performance. Our Shareground platform supports our employees as they deal with transformation processes 
typical in the telecommunications business through new dialog and work models.

But at the same time, we believe that success also means bearing responsibility. When it comes to transformation programs 
that involve personnel restructuring, our approach is always to give priority to internal employees when vacancies need to 
be filled.

I invite you to browse through this Human Resources Report and see our future-minded projects and initiatives for yourself. 
Learn more about the people in our company who are the drivers of success – our employees, a workforce of which we are 
extremely proud.

Dr. Thomas Kremer
Chief Human Resources Officer (acting)

foRewoRd By  
dR. tHomas KRemeR 

Dr. Thomas Kremer
Board member for Data Privacy, Legal Affairs 
and Compliance, Chief Human Resources 
Officer (acting)
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Key FacTors For our hr acTiviTies

Our business environment is characterized by constant change. We 
must continuously ask ourselves what can be done today in order to 
respond to the challenges and demands of tomorrow. When it comes to 
mapping the course of our HR work, we focus attention on three essen-
tial things.

First, our task as the Human Resources department in our company is 
to effectively support the realization of Group strategy to ensure that we 
become the leading telecommunications provider in Europe. This aspi-
ration is anchored in our leadership culture, and we support our emplo-
yees as they strive to achieve our business objectives. We capture the 
skills that will be needed to realize the strategy in the years ahead, and 
use this information to design and conduct specific training and skills 
development programs for our workforce. 

second, Telekom’s scope of action is determined by our current situa-
tion. The ICT market is highly competitive. It demands constant innova-
tion and improved efficiency to counterbalance extreme price pressure 
in the industry. And in many areas strict regulation also impacts our 
business. Our job, therefore, is to ensure that our workforce structure is 
competitive in this kind of environment. We at Deutsche Telekom want 
to continue being the customer’s trusted partner in a digital world that is 
becoming more and more complex. Our employees are committed to 
achieving this goal. We are dedicated to creating an environment that 
satisfies all of the requirements needed to provide the best customer 
service. That means delivering future-centric HR services in balance 
with the dictates of necessary personnel restructuring.

The third key factor for our approach involves monitoring global trends 
that will have a considerable impact on our HR activities. These trends 
include long-term developments like digitization, globalization, chan-
ging norms and values, demographics, and the evolution of the know-
ledge society. Of course, we also adopt short-term developments. This 
is exemplified in new forms of education and skills enhancement, such 
as our Massive Open Online Courses (MOOC) training format, which 
was originally developed at elite universities in the United States. 

 

deriving The hr sTraTegy
 
Our HR strategy takes all of these key factors into consideration and pro-
vides a common shared basis so that all HR units at Deutsche Telekom 
are focused on the same objectives. This can be expressed quite conci-
sely: Our ambition is to ensure that “Human Resources (HR) accelerates 
success of business and people.” 

We strive to realize this ambition at two levels: with the strategic focal 
points for 2014 and initiatives that drive the implementation of these 
strategic focal points. 

TeleKom human resources sTraTegy

teleKom Human ResouRces stRateGy

Deutsche Telekom at CeBIT 2014
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TeleKom human resources sTraTegy

Focal PoinTs For 2014 – The hr big 5 concreTize 
our ambiTion
 
We are concentrating on five strategic focal points in 2014 – 
the hr big 5. 

hr big 1
continue business-driven total workforce management:  Our first 
focal point in 2014 involves the business-driven management of our 
internal and external workforce structure. The dynamics of our business 
environment, along with structural factors such as demographics, 
demand a forward-looking, responsible transformation of our organiza-
tion. We at HR support the aspects of transformation that impact our 
workforce. We do this through HR planning that maps our future 
business and resource needs – for example, with regard to the number 
of employees and types of skills required. Our actions are guided by 
the basic principle “internal before external.” When filling job vacancies, 
and when considering services offered by external personnel, we 
believe in giving preference to internal applicants. This also means 
that specific skills need to be promoted so that our internal employees 
are prepared to perform these jobs successfully. Therefore, fostering 
the employability of our workforce is one of our core activities (see 
HR Big 3). This is very important and is the only way to ensure that 
we have suitable internal candidates available to fill vacancies as they 
occur. 

hr big 2
encourage leadership and performance development: We also aim 
to continue developing the leadership skills of our managers and sustai-
nably increasing the performance orientation of our employees. To do 
this we will establish Group-wide leadership principles, aligning our 
performance and development instruments accordingly. We thus
 support the performance capabilities and innovative power of our 
workforce to provide a firm foundation for service innovation and maxi-
mum customer satisfaction.  

hr big 3
Foster employability of our workforce: A third key factor is our invest-
ment in the expertise of our employees and in training focused on future 
jobs. This involves skills development with a view to business-critical job 
profiles that will be in significant demand in the years ahead. We stand 
by increasing the women’s quota and are working on the internationali-
zation of our staff. When it comes to demographic change, we rely on 
integrated demographics management that enables us to ensure the 
employability of our employees through various programs and 
measures. 

hr big 4
increase organizational effectiveness: With innovative work models 
and flexible work environments, we contribute to increasing the organi-
zational effectiveness of Deutsche Telekom. Constantly growing 
demands stemming from increases in work complexity require fast 
and flexible adaptation capabilities at the individual and organizational 
levels throughout the company. Here we support our employees by 
providing modern methodologies and tools such as the “Business 
Labs,” which we introduced in 2013. Modern workplaces, work models 
and formats are the elements included in our concept of flexible work 
environments – an initiative that we will continue and expand in 2014. 
These measures enable us to strengthen effective collaboration and 
innovation in the company. 

hr big 5
we make it lean and simple: The ongoing improvement of our opera-
tive HR activities is again a key focus in 2014. This fifth focal point invol-
ves the constant alignment of our HR product portfolio with the needs 
of the business, making it simple and transparent, in addition to sim-
plifying, harmonizing and integrating our HR IT systems.
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hr ToP iniTiaTives – drivers For imPlemenTing our hr 
sTraTegy

We are speeding up the implementation of the HR BIG 5 in 2014 with 
strategic HR top initiatives. These ensure that our HR strategy has maxi-
mum effect on our operative business. 

current initiatives for implementing hr big 1: 
continue business-driven total workforce management

 internal before external: In the near future, we will push the 
“internal before external” principle whenever job vacancies need 
to be filled, especially during workforce restructuring in Germany. 
Before considering external recruitment, we will evaluate the situa-
tion to see if a qualified internal employee is available for a job. We 
intend to foster the employability of our own staff, and provide trai-
ning opportunities in line with current and future business needs. 

 Transformation programs: In light of ever-changing market 
demands, we must also make changes that are necessary in our 
business models. We at HR support the workforce restructuring 
that is required in this transformation process. We are well aware 
of our responsibility for our employees, and our actions will be 
guided by the “internal before external” principle. 

current initiatives for implementing hr big 2: 
encourage leadership & performance development

 “lead to win” – a new leadership model and performance 
development system: We have developed a new leadership model 
to prepare our managers for the future challenges and opportunities 
in our industry. It will be launched throughout the company in 2014 
and provide our managers with a consistent set of principles for the 
first time. These principles – known as “collaborate,” “innovate,” and 
“empower to perform” – enable us to address the key success fac-
tors on our way to becoming Europe’s leading telecommunications 
company. 
By consistently integrating these principles in our HR processes for 
leadership, performance, and development, we are accelerating 
their implementation throughout the Group. This applies first of all 
to our top executives. From now on, dialog between managers and 
their staff will take place more frequently and a greater focus will 
be placed on development. The relationship between targets, per-
formance, development paths, and pay is to be reinforced. Initiative 
and responsibility are to play a greater role in future for all those 
involved. This is what defines the expectations we have of our 
employees and their managers. 

current initiatives for implementing hr big 3: 
Foster the employability of our workforce

 demographics management: We are identifying the challenges
posed by demographic change, and we are developing solutions 
that will ensure the employability of our employees. Our overarching 
demographics management addresses matters such as lifelong 
learning, health, concepts for flexible work time models and culture 
change within the context of our age structure. Emphasis is currently 
being laid on the work-life balance and the rollout of measures desi-
gned in 2013 as part of the “Demography as a chance” initiative.

 education 3.0: Our objective is to make sure that employees receive
the maximum benefit from our investments in education and trai-
ning. To do this, we offer an integrated training portfolio across all 
of our institutions for qualification and promote the increased use of 
modern learning formats. This helps us optimize our qualification 
steering and enhance efficiency. Another core objective is to further 
and continuously align our training and skills development portfolio 
with the needs of the business.

current initiatives for implementing hr big 4: 
increase organizational effectiveness

 shareground: This is our platform for culture transformation. The 
initiative is a driver of change and promotes networking both within 
and outside Deutsche Telekom so that a modern work culture will be 
established. This includes, for example, workshops and team coa-
ching sessions that cover new work and collaboration methods. 
Another example is Magenta MOOC, an online course open to 
employees from all areas of Deutsche Telekom. The program was 
launched in April 2014 under the heading “Share your entrepreneu-
rial spirit.”  

 Future work: When it comes to “work of the future,” we strive to 
achieve an optimal combination of office architecture, IT infrastruc-
ture, as well as work and leadership culture. We want our employees 
to experience a modern working atmosphere through innovative 
interaction, promoting efficient collaboration, and providing ample 
freedom for creativity. Based on a pilot project conducted last year, 
we derived a number of key findings and recommendations that will 
be incorporated in various other projects in the future.

TeleKom human resources sTraTegy
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TeleKom human resources sTraTegy

current initiatives for implementing hr big 5: 
make hr products lean and simple

 simplifying hr product portfolio: : We continue to optimize our HR 
offerings. This involves standardizing and streamlining HR products, 
a clearly structured HR portfolio, and improved usability of HR tools. 
This will help us enhance the performance of our employees. We 
provide them with the best HR products available so that they can 
spend more time caring for our external customers.  

 hr-suite / one.hr systems: We launched the HR-Suite and One.
HR IT platforms as drivers of quality and efficiency in the provisio-
ning of our internal HR services. 
HR-Suite combines strategic HR products throughout the company 
and consolidates them in one shared HR IT system. The focus here 
is on recruitment, performance management, training, salary 
reviews, and implementation via a shared platform for all Group 
employees. 
The foundation for this is One.HR. The project is comprised of 
a domestic and an international module. The objective of the 
domestic module is to optimize the IT landscape in both functional 
and technical terms. The international module is aimed at harmoni-
zing employee master data, establishing global organizational 
structures, and simplifying operational reporting.
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our highlighTs in 2013/2014

ouR HiGHliGHts in 2013/2014

we have selecTed some oF our hr highlighTs For you

Workforce and structure, performance and talent, responsibility and social commitment. 
Those are just a few of the exciting topics we would like to present to you.

 workforce and structure    
 health and safety  
 Training and development 
 Performance and talent 
 attractive employer
 agile company  
 diversity as a strength  
 responsibility and social commitment 
 efficiency through simplicity  
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our highlighTs in 2013/2014
Workforce and Structure

shaPing change

We want to continue to be successful in future. That’s why we are already 
making the transition from a traditional telephone company to a service 
provider with completely new prospects. All the while, our goal of beco-
ming the leading European telecommunications company remains 
clearly in view. The basis for this is and remains our core business: com-
petent and service-oriented employees who operate and market our net-
works and lines. At the same time, we are intensively exploiting business 
areas that offer new growth opportunities. These are the areas that will 
secure the jobs of the future. 

We at HR need to make sure that qualified employees are available to fill 
these jobs at the right time and at reasonable costs. To achieve this, we 
rely on Total Workforce Management (TWM) for both the quantitative and 
qualitative aspects of HR planning. TWM covers both internal and exter-
nal employees, especially in those areas where new skills are in great 
demand due to technological change. Our internal workforce is compri-
sed of:

 228,596 employees worldwide, 
 with 111,953 working outside of Germany,
 with diverse expertise in mobile communications, IT, fixed-line 

networks and support functions worldwide.

ToTal worKForce managemenT: eFFicienT dePloymenT 
oF Personnel, increased ProducTiviTy

Total Workforce Management (TWM) is an instrument we use to bring 
our current workforce in line with the business requirements of the 
future and to manage the structure of our workforce in terms of costs, 
capacities and skills. It helps HR to provide guidance and a fresh impe-
tus to HR planning at Deutsche Telekom. Group Headquarters defines 
the scope of TWM, whereas the operative implementation takes place in 
the segments. The shared objective is to improve the effectiveness and 
efficiency of our workforce and thus contribute to the company’s busi-
ness success. One prime example is integrated network expansion in 
Germany. A “gigabit society” is growing up around us in which high-
speed Internet is taken for granted at home, at the office, and on the 
move. But this calls for ever more efficient networks. To build these net-
works, Telekom invested around 3.4 billion euros in 2013. Additional 
investments in this range are planned for 2014 and 2015. But this com-
mitment is not just a response to the enormous demand in bandwidth 
expected in the future. We are also investing in new business areas at 
the same time – areas such as the energy, healthcare and automotive 
industries. 

In 2013, we allocated personnel needed for network expansion by 
relying on cross-company collaboration within the Technology unit. In 
some 50 information events, we generated support for Deutsche Tele-
kom Technik GmbH, which is responsible for network expansion. Some 
2,700 employees responded to our call for support. Today more than 
800 employees are dedicated to network expansion. Our goal is to rec-
ruit more employees for this project in 2015 and 2016. This approach 
offers employees an opportunity to advance themselves by taking on 
new challenges. 

TWM is also critical to the success of the Europe segment: Our objec-
tive in our European national companies and in Germany is to set up a 

woRKfoRce and stRuctuRe
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our highlighTs in 2013/2014
Workforce and Structure 

pan-European network based on All-IP which consolidates mobile and 
fixed-line technologies and enables a new cloud-based production 
model. The challenge will be to migrate all customers to the IP network 
in the years ahead. 

Based on the TWM approach, HR was involved in drawing up the migra-
tion plans from the very start and played a key role in the success of the 
project in 2013. HR organized the training courses required and mana-
ged personnel deployment. This resulted in considerable improvements 
in efficiency both at international level and in the central project organi-
zation – an integrated approach with experts involved at an early stage, 
fast decision-making and minimized risks.

Focus on exTernal worKForce managemenT in 2013

We put a sharper focus on external workforce management (EWM) 
in 2013. 

Just like many other enterprises, we also rely on external personnel to 
cope with peak workloads. We also take advantage of external expertise 
in order to drive innovation forward with greater speed. 

EWM helps us manage the efficient deployment of external resources – 
such as partners, suppliers and service providers – throughout the com-
pany. Using standardized criteria, we decide how many external staff are 
needed, where and at which costs. Our actions are guided by the basic 
principle “internal before external.” When filling job vacancies, and 
when considering services offered by external personnel, we believe in 
giving preference to internal candidates.

We also make sure that all legal aspects are taken into consideration. 
To this end, we integrated a legal review and approval process for con-
tracting with external providers in 2013. This enables us to prevent false 
self-employment and illegal personnel leasing from taking place.

resPonsible worKForce resTrucTuring To be 
conTinued

The relentlessly fierce competition in our industry, coupled with a conti-
nuing difficult economic situation in some of our core markets, necessi-
tated further staff restructuring in 2013. 

The principal developments are outlined below:

successful reorganization of group headquarters and group 
services

 As part of the reorganization process that took place in 2012, 
Telekom advertised all positions at Group Headquarters and filled 
them with qualified candidates on January 1, 2013. This also invol-
ved a significant reduction in jobs. The new and temporary Projects 
& Operations unit gave employees without a suitable position in this 
new structure a chance to redefine their career and development.

 Now, more than a year later, the positive results of restructuring at 
Group Headquarters and Group Services have become evident. 
Two pulse surveys conducted in 2013 confirm the employees’ satis-
faction. Steering and service tasks are now separated, resulting in a 
clearer focus and higher efficiency. The international focus has been 
strengthened.  

service provider for workforce restructuring: 
vivento with new objectives

 Vivento, our personnel service provider, once again supported many
 Group units in 2013 in their efforts to restructure their workforce. 
As in previous years, several thousand employees were placed in 
external positions at the end of 2013, especially in the public sector 
– for example, with the Federal Employment Agency, Federal Cus-
toms Service, Federal Central Tax Office and various local govern-
ment agencies. With these placements, Vivento supports the moder-
nization efforts at federal, state and local level in Germany. Within 
Deutsche Telekom itself, Vivento also placed several thousand 
employees in positions mostly related to customer service. Vivento, 
founded more than ten years ago, has given some 43,000 emplo-
yees new perspectives..

 The changing markets and future technologial, social and demogra-
phic trends that Deutsche Telekom is faced with required us to 
adjust our personnel restructuring activities and, as a result, the r
ole of our Vivento unit. As an exclusive personnel service provider, 
Vivento will continue to offer a variety of services to the Group seg-
ments in Germany, supporting their workforce restructuring efforts. 
We are also putting a stronger focus on placing our current emplo-
yees in positions within Telekom itself, for example through specific 
training offers. The aim is to keep valuable know-how inside the 
company and reduce expenses for external service providers. To 
underline this approach, Vivento was renamed “Telekom Placement 
Services” in April 2014. Key elements of personnel restructuring will 
still include employment opportunities in the public sector, in addi-
tion to other attractive alternatives such as phased or early retire-
ment, severance pay and new placement consulting.
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our highlighTs in 2013/2014
Workforce and Structure

germany operating segment
Workforce restructuring in the Germany operating segment will mainly 
affect administrative units. Of the some 70,000 employees in Germany, 
about 13,000 were responsible for steering and cross-functional tasks in 
early 2013. We trimmed down this segment through the Lean Admin ini-
tiative. More than 1,500 employees opted for opportunities such as 
severance pay, early retirement or internal job placement within the 
Group. This results in considerable cost reductions for administration 
functions over a period of several years. We intend to continue the syste-
matic personnel restructuring process in 2014. 

T-systems invests in forward-thinking business
In 2013, we initiated steps to ensure that our systems solutions business 
can react to market transformations with more agility. 

 The Market Unit represented the first of those steps in the direction 
of greater simplicity and more performance.  

 At Telekom IT we considerably improved the stability of internal 
IT systems and thus significantly reduced costs for the Group. 

This in turn resulted in customer satisfaction with T-Systems that excee-
ded all previous levels. For the first time, we were among the best ten 
percent of ICT service providers in Europe having the most satisfied 
customers, as confirmed by the TRI*M study.

We also slimmed down the Finance & Controlling organization and 
introduced more efficient processes there.

The ICT market is and will remain very dynamic. Competition is tough, 
and the market requires constant innovation along with improved effici-
ency. In this environment we are consistently developing and optimizing 
our systems solutions business as part of the T-Systems Transformation 
2015+ program so that our customers benefit from the best services 
and the best price-performance ratio.

 We are continuing to realign the business model of the Market Unit 
in order to strengthen not only the classic ICT business, but also to 
promote platform-based services and cloud services as well. We are 
investing in digital innovation areas such as the connected car, 
healthcare, energy, cloud computing, and cyber security. We are 
transforming conventional ICT services, which are based largely on 
outsourcing, into services that we can offer profitably on a lasting 
basis.

 The transformation of Telekom IT, started back in 2011, will also 
be continued. And with the Drive Eco program we will continue to 
follow the path we have mapped out with the objective of reducing 
the IT costs for the Group and increasing quality.  

We expect this transformation phase to take two years.

The transformation will be accompanied by personnel restructuring that 
is closely aligned with strategic training measures to prepare employees 
for future job profiles and requirements. We are also reducing the use of 
external personnel in favor of employment of our internal workforce. 
Workforce restructuring will be conducted with foresight and responsibi-
lity in cooperation with employee representatives. We as a company rely 
on voluntary restructuring instruments, an open and fair dialog with all 
those affected, and the willingness of our employees to embrace 
change.

inTensive cooPeraTion wiTh emPloyee rePresenTaTives: 
consTrucTive dialog aT german and inTernaTional 
levels

We successfully continued our intensive dialog with employee represen-
tatives and trade unions in 2013. Without their cooperation, the realiza-
tion of many measures and projects would not have been possible. Our 
commitment to trusted cooperation, which is anchored in our Employee 
Relations Policy, has been very successful. We will continue this 
approach of close partnership with employee representatives. A key role 
is played by the Group Works Council and the Group representatives for 
disabled employees, our contacts for all codetermination issues within 
the Group in Germany. 

At the European level, we continued our constructive and trusted relati-
onship with the European Works Council (EWC) in 2013. The number 
of projects of relevance to the EWC was considerably higher than that of 
2012. 
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FiT For The FuTure

In 2013, the absence rate due to illness among employees in Germany 
was at its highest level since 1999.  Each employee missed 14.7 days of 
work on average. Absences due to illness are very costly for businesses 
and the economy. Germany’s Federal Institute for Occupational Safety 
and Health (BAuA) estimates that the economic impact of these 
absences is 53 billion euros – the figures for 2013 will probably be even 
higher . 

Sick days are not just a problem for the affected employees. Absences 
can seriously interrupt work processes. They limit the flexibility of busi-
ness and may even be a strain on the other members of a company’s 
workforce. 

At Deutsche Telekom, investments in the health and safety of our emplo-
yees are a matter of course. A motivated and productive workforce bol-
sters our ability to compete in the market. Our employees are the driving 
force behind Deutsche Telekom’s success. 

It goes without saying that we take responsibility for compliance with 
laws pertaining to occupational health and safety. But this alone is not 
enough. In terms of our sustainable HR activities, we place great value 
on raising awareness, prevention and encouraging individual responsi-
bility in all areas of the Group. We strive to encourage healthy lifestyles 
and health competence in our workforce through initiatives related 
to occupational health and safety, health protection and promotion 
schemes, as well as psychosocial support. 

Today much of the work done in Human Resources is influenced by 
demographic change in some way. This fundamental change in our 
social structure means that many people will be working longer during 
their lifetime and that teams comprised of several generations of emplo-
yees will be the norm. We are committed to fostering productive relation-
ships among employees of all ages throughout the company. With this 
in mind, we support measures that promote the long-term physical and 
mental health of our employees. We promote a work environment that 
delivers benefits to all age groups in the company, from junior staff to 
experienced employees. 

occuPaTional healTh and saFeTy in germany

Standardized products and processes enable us to establish a consi-
stent and solid basis for occupational health and safety. We continuo-
usly analyze age-related health risks. Based on data from reports 
provided by health insurance providers, we evaluate the most important 
diagnoses to determine how many employees were affected by illness 
and how long they were absent from work. We use this information 
to launch concrete prevention measures. Multidisciplinary teams – 
135 company physicians, 60 experts providing psychosocial counseling 
and 120 health and safety specialists – support us in this area.  They 
are responsible for medical checkups, preventive occupational health 
services as well as physical and technical risk assessments concerning 
some 40,000 workplaces that are evaluated during 300 on-site inspec-
tions conducted annually.

From The analysis To a grouP-sPeciFic ProducT

From our regular employee surveys we know that the work environment 
and increasing demands are having an impact on the health of our 
workforce. In 2011, to identify potential health problems early on, we 
launched a tool known as early warning cockpit, which consolidates 
information from several different data collection tools. Data sources 
include, for example, employee surveys, anonymous data from indivi-
dual consultation sessions and medical checkups, not to mention 
overarching facts and figures such as the health and accident rate and 
reports from health insurance providers. Based on this information, 
we draw up products and programs tailored to the specific needs of our 
employees.

our highlighTs in 2013/2014
Health and Safety

HealtH and safety

1 Quelle: http://www.dw.de/rekord-krankenstand-in-deutschland/a-17482438
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our highlighTs in 2013/2014
Health and Safety

healTh as a managemenT resPonsibiliTy

The main focus of our health management activities in 2013 involved 
managers throughout the company. Following a successful pilot phase 
in Germany, we introduced a new Group-wide concept known as 
“Leadership and health – Opportunities and limits.” Attentive and 
supportive leadership plays a key role in safeguarding the wellbeing 
of our employees and reducing mental stress. Managers should serve 
as role models for healthy lifestyles that can be emulated by the work-
force to help prevent illness.  In direct contact with their team members, 
they should act as ambassadors for healthy living, and provide guidance 
as part of their obligation to ensure the welfare of employees. We 
support managers in fulfilling this duty by offering special counseling 
services, seminars, workshops, and web-based trainings. Our objective 
is to raise their health awareness and competence. In addition to 
fulfilling their role in matters related to occupational health and safety, 
it is also important that managers learn to recognize signs of mental 
stress at the workplace and how to take appropriate action. Monitoring 
one’s own health status is also important in this context. In our leader-
ship development programs we lay greater emphasis on topics of rele-
vance to company health management – this will also be done at inter-
national level in 2014.

The role oF PrevenTion in comPany healTh Programs

Prevention is the cornerstone of our approach to occupational health 
and safety. By offering target group-specific options for preventive 
healthcare, we encourage our employees to take active responsibility 
for their health in general. This also encompasses steps taken to prevent 
“presenteeism,” in other words, employees coming to work even though 
they are ill. 

When it comes to mental wellbeing, we offer workshops on subjects 
such as stress management, addiction and resilience. Our resilience 
seminars are designed to build personal self-confidence when coping 
with crisis situations. In addition, all employees can take advantage of 
confidential psychosocial counseling sessions with external specialists. 
Other prevention offers, including flu jabs, information on proper nutri-
tion, exercise and relaxation, as well as colon cancer screening, have 
been assigned high priorities in Deutsche Telekom’s health manage-
ment program for many years. More than 13,000 employees aged 45 
or older are screened for colon cancer every year. In many cases the 
disease was diagnosed early enough to ensure effective treatment. In 
fact, the Felix Burda Foundation has publicly recognized the high quality 
of our colon cancer screening program. The foundation draws attention 
to exemplary programs annually, and Deutsche Telekom was awarded 
the first prize in the “Corporate Prevention” category. 

Our “Blood Pressure?” campaign was quite successful last year in dra-
wing attention to the prevention of cardiovascular diseases. We laun-
ched a road show covering 49 sites to inform employees and invited 
them to have their blood pressure taken free of charge. Some 4,000 
employees took part in this campaign, which is why it will be continued 
in 2014.

other prevention programs in the segments and group companies
A number of prevention initiatives are also conducted at the segment 
and Group company levels. Here are just a few examples:

 “Fit for work – Exercise, nutrition, balance:” Due to the success of 
this event series in 2012, we continued the initiative in 2013. The 
events took place at Group Headquarters and Group Services, Tele-
kom Deutschland GmbH and Deutsche Telekom Technischer Ser-
vice GmbH. The main focus was on information about nutrition and 
exercise in preventing muscular and skeletal disorders. These ail-
ments are a major cause of absences due to illness. 

 Customer Service Health Award and health and safety campaigns: 
Deutsche Telekom Kundenservice launched an internal staff compe-
tition known as the Health Award along with campaigns highlighting 
“health on the job.” The objective of both is to raise the awareness 
and responsibility of employees and support them in adopting 
healthy lifestyles. 

 Health dialog: Deutsche Telekom Technischer Service GmbH relies
on a health dialog with employees to identify issues in the work 
environment. If a team feels that the situation at work needs impro-
vement, the team leader can request a health dialog session. With 
the help of a professional facilitator, the teams and their manager 
jointly discuss the situation in a workshop and explore the options 
available that they can implement to improve their daily work 
environment later on. 

occuPaTional saFeTy and accidenT PrevenTion

Accidents are indeed terrible for the victims. Companies also suffer due 
to the high costs stemming from employee absences. That is why we 
analyze accident reports throughout the Group at regular intervals. We 
use this information to launch concrete accident prevention measures. 
Our goal is to prevent employee accidents and thus reduce absences 
due to injuries. The accident rate at Deutsche Telekom is our yardstick 
in this context. In 2013, eight accidents per 1,000 employees were 
recorded – a figure which is below the industry average. 
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Most accidents occur on the journey to or from work, in addition to 
stumbling, slipping or falling at the workplace. Thus we developed mea-
sures aimed to prevent the causes of such accidents. For example, we 
offered “step by step” seminars for service technicians who are cons-
tantly on the move, often on foot, to safeguard them against mishaps. 
This program will be continued throughout 2014. Over and above these 
measures, employees may also participate in driver safety training pro-
grams at reduced cost. Employees can sign up directly, or managers 
can book driver training courses for their teams.

cerTiFied qualiTy

For several years now, Telekom has relied on a management system 
for occupational health and safety based on the British OHSAS 18001 
standard. This is subject to external audits at regular intervals. Our 
approach has been certified for excellence. For example, no other com-
parable company emphasizes health and safety in its employee survey 
more than Telekom does. The focus is always on the systematic analysis 
of the resources and stress factors found at the workplace. This gives 
us insight into the physical and mental health of our workforce. We then 
provide managers with concrete recommendations on how to address 
the issues in their teams that were identified through the health survey. 
In teams with below-average survey results we urgently call for mana-
gers to take appropriate action. These actions are documented by 
managers in the follow-up process of the employee survey as part of the 
assessment of risk posed by mental stress. The HR experts responsible 
for health management, along with employee representatives, have 
access to the findings of the health survey and the documentation 
from the follow-up process in so far as this data is related to their area 
of responsibility. Of course, the confidentiality of employee data is fully 
guaranteed. They discuss this information in working groups and, if 
necessary, support management with additional measures, such as in-
depth analysis processes. 

Furthermore, we also rely on a separate physical and technical risk 
assessment process to determine the risks posed by specific work-
places. This results in workplace-related measures such as the provisio-
ning of protective masks or specific preventive medical examinations as 
called for. Should existing workplace equipment be the source of health 
issues, employees receive appropriate support, which could take the 
form of a special office chair or computer glasses for those constantly 
using display screens.

inTernaTional rollouT on schedule

In addition to our successful domestic health management system, we 
will also be continuing our rollout of the international program until the 
end of 2015. We are establishing harmonized processes that will lead 
to more transparency and comparability throughout the Group. For 
example, standardized performance indicators are being defined to 
ensure consistent measurement of absences. 

To date 30 out of 40 Group companies outside Germany are connected 
to the Group-wide framework, and in 2014 two more are expected to 
join the list. We are striving to finish the rollout of this framework at all of 
our national companies by 2015. 
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saFeguarding our FuTure viabiliTy

Every investment in the training of our employees is an important invest-
ment in the competitiveness of our company. In 2013, for example, 
480,000 training days were devoted to the personal and professional 
development of our employees within the German Group. This equates 
to an average of 4.0 training days per employee in Germany. 

There are good reasons behind the training we offer. Well qualified per-
sonnel afford us greater independence from the external labor market. 
Furthermore, we are dependent on inside know-how and skills that 
consistently help us meet the demands of the business in times of conti-
nuous change. As a result, the broad range of training we offer also 
features content that conveys both our corporate strategy and values 
and our professional know-how, such as machine-to-machine (M2M) 
technologies, for example. When it comes to the need for agility, 
Deutsche Telekom places high demands on its employees. We take 
account of this by creating a particularly flexible, needs-based learning 
and working culture characterized by the use of modern methods, 
media and formats.

Such training and continuing education is always based on an assess-
ment of the individual’s performance. At the same time, other factors 
such as the requirements of the business and the needs, interests, skills 
and experience of our employees are used as a guide for personal 
development planning. 

The demands being made within our industry are changing all the time. 
That is why we launched our Education 3.0 HR top initiative in 2013. 
We put our educational and training measures systematically to the test. 
The project is aimed at the strategic realignment and improved effici-
ency of the entire in-house training system. 

This is the only way we can invest responsibly and draw the maximum 
benefit for our company and our workforce. 

Training wiTh resPonsibiliTy aT deuTsche TeleKom

Deutsche Telekom is one of the largest training providers in Germany 
and a forerunner among DAX-listed companies. 

At Telekom in 2013 we opened up career prospects for around 
3,200 young people. We provided over 2,500 training places, around 
500 for participants of our cooperative study programs and more than 
100 for full-time students at the company’s own HfTL University of 
Applied Sciences in Leipzig. 

The total number of trainees and students on cooperative study 
programs at Telekom across all three training years is more than 
9,100, which is broken down as follows:

 Over 7,700 are apprentices 
 Around 1,300 students are on cooperative study programs 
 In addition, around 100 young people are taking part in our 

entry-level training scheme.

What’s more, there are a total of approximately 300 full-time students 
attending our own HfTL University of Applied Sciences in Leipzig. Of 
the 412 graduates of our full-time and cooperative study programs, we 
employed around one half within the Group, and of these almost 70 had 
attended the HfTL.

Diversity is a huge priority for us. We make a conscious effort to encou-
rage diversity among our junior staff by, for example:

 Offering young single mothers and fathers the opportunity of 
undertaking a course of training or cooperative study program on 
a part-time basis

 Enabling disadvantaged young people to be integrated into working
life by taking part in an entry-level training placement 

 Offering training to young persons with a severe disability, equating 
to around 1 percent of trainees

 Specifically targeting high-performing junior staff within both IT and 
Sales with our Young IT Talents and Young Sales Talents programs

 Offering employment in Germany to apprentices and students on 
cooperative courses from a total of 74 countries.

tRaininG and development
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needs-based and FuTure-orienTed learning

We also use our special expertise as an innovation leader in the fields of 
telecommunications and information technology to train our own person-
nel. In real terms this means learning and working environments are 
becoming more and more interconnected. Our learning methods and 
media are modern and geared toward the future. As part of our commit-
ment to lifelong learning, we offer our employees adequate training 
opportunities, from the start of their career until shortly before they retire. 
Forms of learning such as e-learning, learning apps, e-books or online 
simulations ensure knowledge can be directly accessed within the rele-
vant work context. Our in-house Telekom Social Network also promotes 
cooperation within the Group. Open access to knowledge, irrespective 
of attendance, promotes self-determination as well as a sense of perso-
nal responsibility among employees in their own training and develop-
ment. Overall, however, it also increases the efficiency of our company, 
because costs for travel and time spent away from work are reduced.

We encourage and complement individually controlled learning with a 
variety of strategic training opportunities at various Group levels. These 
include, for example:

 Magenta MOOC: The new Massive Open Online Course (MOOC) 
training model was initially developed at elite universities in the USA 
by linking conventional distance learning with social media, howe-
ver it has since gained worldwide significance. As one of the first 
major European companies we are using this new form of know-
ledge transfer and joint knowledge creation in a systematic range 
of courses. The world’s first MOOC for our employees will be held 
from the beginning of April to the end of June 2014. Over 3,500 
employees from 27 countries signed up for this program. 500 of 
these work on team-based tasks in small international teams, all 
others keep track of the course contents and support the partici-
pants with feedback and discussions held in an online forum.

 BrainBites is the open Internet platform for all Group employees 
that encourages them to ‘think outside the box.’ It provides daily,
up-to-date information, irrespective of time and location, on strategy-
related topics. A specialist editorial team also publishes regular 
information on market innovations, disruptive technologies or 
cross-sector HR issues. Getting to grips with global trends at an 
early stage enhances our employees’ skills. The ability to access 
the latest knowledge online – whenever, wherever you want – 
also promotes an agile approach to work and therefore boosts our 
competitiveness.

 Another Group-wide training system we offer is CAMPUS, a modular 
program for employees who have no managerial responsibility. 
CAMPUS accompanies them on their journey through different 
training levels over the course of their careers. This system enables 
them to systematically update and expand their specialist know-how, 
for example in finance or human resources.

In addition to our Group-wide training courses, we also provided 
business area-specific training in the various segments.

 In the Germany operating segment, for example, we offer a develop-
 ment program especially for employees with high potential. Candi-
 dates whose potential has been confirmed in a performance assess-
 ment can apply to HR and their line manager for an 18-month speci-
 alist training course. In 2013, 57 employees from Marketing, 32 from
 HR and 49 from Finance took part in this course.

 We also set up a series of specialist seminars for junior staff and 
employees of Deutsche Telekom Technik GmbH in the Germany 
segment. These training opportunities were our reaction to the 
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accelerated network expansion and the increased manpower requi-
rements in Telekom’s technical sector. By the end of 2013, 1000 
employees had taken part in a total of around 12,000 seminar days. 

 Deutsche Telekom Technischer Service GmbH has been offering the 
“Adopting a service mindset” program since 2013. The aim of the 
program is to increase customer satisfaction, improve operating per-
formance indicators and bring about long-term change in leadership 
behavior across all levels. A host of measures is being developed for 
this as part of a 14-day bottom-up approach. All levels right up to the 
Board of Management are involved in this process, with professional 
coaches providing intensive support. The plan is for all operational 
staff at Deutsche Telekom Technischer Service GmbH to have taken 
part in the program by 2017. 

 “2 in 2 Out – Cross-Country Mobility” was the name of the inter-
cultural training program implemented by the Europe operating 
segment. The principle is that two employees from a Telekom Group 
company change places for a specific period of time with two colle-
agues from another European national company or the headquar-
ters of the Europe operating segment. 56 employees took up this 
opportunity in 2013. This initiative gives us valuable ideas on impro-
ving collaboration and personnel development across the Group. 

 We also identified a need for business area-specific training at 
T-Systems. In order to be able to react more decisively to dynamic 
change in the technology market, T-Systems implemented its 
Strategic Employee Development program. This allows the segment 
to manage demand in terms of future skills. In 2013 T-Systems 
invested more than 30 million euros in strategic training for its staff, 
with the aim of making them fit for new technologies such as cloud, 
big data, security, intelligent networks, or new markets like health-
care, energy, and connected car.

Overall, we are increasingly resorting to our own know-how when it 
comes to training and development. In learning from the best, we are 
consciously using the knowledge and skills from trainers and experts 
working within the company. They are highly regarded among emplo-
yees. By incorporating our experienced knowledge bearers we can 
tailor training needs perfectly to the requirements of the business. 
We also use their expertise for designing and implementing training 
concepts.  

leadershiP develoPmenT: PromoTing a new leadershiP 
and PerFormance culTure

Without doubt Deutsche Telekom is facing huge challenges – extremely 
dynamic markets, technical innovations, regulation and strong competi-
tors, to name just a few. That means a lot of responsibility for managers.
They need to make quick decisions and weigh up the risks; they need to 
demonstrate courage when it comes to innovations, whilst maintaining 
a focus on consistently high performance. 

Our leadership development programs are designed to help managers 
cope with such tasks and supporting their own personal development. 
Overall, it is about strengthening innovativeness, internal collaboration 
and corporate responsibility. This is backed up by our “Lead to win” HR 
top initiative. 

lead to win – a new leadership model and performance 
development system
In order to better equip our managers for future opportunities and chal-
lenges within our industry, we developed a new leadership model and 
introduced it across the Group. Now, for the first time, we have standar-
dized, Group-wide principles in place for all our managers. They tackle 
topics such as cooperation, innovation, and performance – success 
factors on our way to becoming the leading telecommunications 
company in Europe. 

By consistently integrating these principles in our HR processes for 
leadership, performance, and development, we are accelerating their 
implementation throughout the Group. This applies first of all to our top 
executives. From now on, dialog between managers and their staff will 
take place more frequently and greater focus will be placed on develop-
ment. The relationship between targets, performance, development 
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paths and pay is to be reinforced. Initiative and responsibility are to play 
a greater role in future for all those involved. This is what defines the 
expectations we have of our employees and their managers. 

The strategic development of our managers is backed up by the Leader-
ship Excellence and Development (LEAD) portfolio, which was develo-
ped in 2013 and applies Group-wide. With this program we are offering 
training modules that support our managers in developing the business 
(Leading Business), that reinforce their leadership role and team res-
ponsibility (Leading People) or that place the focus on their own leader-
ship personality (Leading Yourself).

examples from the segments
In addition to Group-wide leadership development, the Group also 
offers a range of segment-specific programs, such as in the Germany 
operating segment, for example:

 The segment-wide Effective Leadership initiative for increasing 
efficiency at a managerial level has been in place since 2009. In 
order to make managers more efficient in performing their primary 
task, i.e. leading, the segment, in 2013, concentrated in particular 
on providing tools to strengthen the work-life balance, deal with 
change processes and improve transfunctional cooperation as well 
as the feedback culture within the segment. 

 Since October 2013, attendance at the “On the right track – Fit for 
peak performance” series of seminars has been mandatory for 
managers at Deutsche Telekom Technischer Service GmbH. The 
aim of these seminars is to reflect on one’s personal leadership 
conduct as part of experience-based training modules and 
exchange information and ideas on the direct correlation between 
leadership and health. In 2013 around 300 managers took part in 
the ten seminars offered. This will be continued in 2014. 

 Training courses that have specifically been devoted to up-and-
coming managers include, for example, the leadership development 
programs offered by Telekom Shop Vertriebsgesellschaft mbH. 
Driven employees with leadership talent who have their sights set 
on a position as Shop manager or sales area manager can apply. 
In 2014 the programs will continue to focus on achieving “the best 
leadership experience for the best shopping experience.” As in 
previous years we will be offering the approximately 100 junior 
managers who are new to the role both practical assignments as 
well as mentor support. 

To strengthen intercultural leadership skills in particular, a host of lea-
dership development measures is also taking place in our Europe and 
and Systems Solutions operating segments. . 

 Based on the principle that “good cooperation creates huge added 
value – poor cooperation is worse than none,” the Europe segment, 
for example, is offering sessions for experienced managers with the 
aim of improving cooperation and reinforcing readiness to assume 
greater responsibility. Almost 150 employees have taken part so far 
and rate this initiative highly. As a result, HR was rolling this out for 
all managers. A further 30 sessions are planned for 2014.

 Systems Solutions, in cooperation with a prestigious ESMT 
 Business School, organized the Leadership Reflection Days, 
aimed at strengthening the leadership culture. Managers are given 
the opportunity of developing leadership styles, tools and skills for 
the globally networked systems solutions business and of expan-
ding their know-how in the fields of transition management and 
change. Moreover, the Leadership Reflection Days also boost inter-
national networking among T-Systems managers. The proportion of 
international participants in 2013 was 25 percent.
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Identifying and utilizing our employees’ strengths is a core component 
of what HR does. Our employees are the architects of our success. It is 
only right, therefore, that we thoroughly analyze and evaluate the perfor-
mance and potential of every employee. This knowledge is vital for 
planning our manpower in accordance with the requirements of the 
business. In this way we can ensure that high achievers and talented 
employees within the Group come to our attention, and that all individu-
als receive sound feedback on their personal development, allowing 
them to give their best in the right position within the company.

As part of our performance assessment, in which we ascertain the 
progress made by every employee once a year, managers, Human 
Resources and especially the employees themselves are given up-to-
date feedback on their current performance profile. This is then follo-
wed by specific development plans, agreed in talks between the man-
ger and his or her team members.  Each individual development plan 
stipulates action points on how they intend to meet development needs 
throughout the year. The interaction among all those involved is what 
makes our performance process particularly successful:
 

 Employees who are willing to assume responsibility for themselves 
and for Deutsche Telekom

 Managers who are there for their staff, encouraging them and giving
 them feedback

 HR experts who provide a range of professional development 
measures and offer advice and assistance to managers and their 
teams

greaTer comParabiliTy Through sTandardized 
Processes

To ensure more focused support for our top performers and high poten-
tials, we have introduced standardized tools for measuring performance 
on a Group-wide basis: Compass for employees covered by collective 
agreements and civil servants in Germany, and the Performance & 
Potential Review (PPR) for executives and employees not covered by 
collective agreements in Germany as well as employees of Group com-
panies outside Germany. Both tools are already a permanent fixture in 
Germany. We are in the process of embedding PPR at an international 
level. In 2013 T-Systems introduced PPR in eleven of 21 countries. 
2014 will see it rolled out for a further 6,000 employees in T-Systems’ 
remaining national companies.

In addition to Compass, the civil servants currently employed at 
Deutsche Telekom AG are given an appraisal in line with the German 
Federal Civil Service Careers Ordinance (Bundeslaufbahnverordnung).
As well as our performance management tools, our target management 
system ensures that employees consistently act in line with our corpo-
rate strategy. This is implemented via collective targets specific to each 
segment. These are defined for each segment at the beginning of the 
year, in order to react flexibly to current developments within the corpo-
rate environment. 

Additionally, individual targets are agreed with executives, employees 
not covered by collective agreements as well as employees in sales 
roles in Germany. The target achievement results from the collective and 
individual targets have a direct impact on the remuneration of our 
employees.

our highlighTs in 2013/2014
Performance and Talent

peRfoRmance and talent



23

Human Resources Report 2013/2014

our highlighTs in 2013/2014
Performance and Talent

idenTiFying sPecial TalenT and Providing consisTenT 
suPPorT

With our Group-wide talent management system we support high-per-
forming, high-potential employees in achieving their wish to take up new 
challenges within the Group. Here we are primarily pursuing three goals 
spanning all business areas:  

 Identifying talented employees and drawing attention to them for 
key positions

 Supporting talented employees with Group-wide networking
 Considering talented employees as part of succession 

management.

Select employees with specialist or leadership talent such as these are 
offered the opportunity of participating in various talent programs like, 
for example, Talent Space. Here they are given the chance of gaining 
experience relevant to the business by working on projects outside their 
own field of work and exchanging ideas and information with other 
talented colleagues from international Group companies at networking 
events. An experienced mentor is on hand to help them plan their career 
progression. We are currently offering Talent Space for subject areas 
covering technology, finance and procurement, HR, IT and innovation. 
Over 240 employees are taking part in the initiative. More than 40 per-
cent are women. 

In addition to our Group-wide range of talent promotion schemes, other 
initiatives are being implemented in the various segments. These 
include the Managing Director’s Talents program, for example, on 
offer in the Germany operating segment. This is being held under the 
patronage of Board member Niek Jan van Damme. Last year 47 emplo-
yees were selected and offered the opportunity to spend a day with the 
Board of Management – just one of the highlights of the program.
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attRactive employeR

deuTsche TeleKom: a greaT Place To worK

We are competing with many other companies for the best employees. 
For our long-term business success it is vital that we motivate our staff 
to do their best and also give them enough space to fulfill their personal 
goals. At the same time it is important for us to acquire new, skilled 
employees. Deutsche Telekom’s reputation as an employer is therefore 
important for us and our HR activities – both internally and externally. 
Our employees are more committed than ever. Numerous external 
awards are proof that we are seen to be an excellent employer. 

The view From wiThin: emPloyee saTisFacTion

Our employees are more committed than ever. We regularly carry out 
a Group-wide employee survey, most recently in 2012. On a scale of 
1.0 to 5.0, our staff commitment was rated a positive 4.0. 

The employee survey is complemented by pulse surveys carried out 
every six months. These give us a regular insight into the mood Group-
wide and – focusing on a few core topics – literally take the pulse of 
our business. In 2013 we asked our employees, amongst other things, 
to evaluate how our corporate strategy had been implemented and to 
answer questions about the atmosphere at work. The high level of parti-
cipation and growing commitment of our employees underline our 
successful HR work. We will continue with our Group-wide surveys in 
2014 too. We are planning to “take the pulse” of our employees again 
in May and November. 

Employee survey results form the basis for a wide range of follow-up 
measures. These include, for example, the Cultural Heroes initiative in 
the Europe operating segment. HR experts analyzed the 2012 emplo-
yee survey results of around 2,500 teams. They identified 28 groups, 
who excelled with above-average results, as cultural heroes. Factors 
having a particularly positive effect on employee satisfaction and team 
performance were: the employer’s commitment to ensuring employees’ 
welfare; real opportunities for development within the company; and 
recognition of job performance. These teams also had a particularly 
strong customer-service ethos. We are asking other teams to learn from 
the experiences of our cultural heroes, so that we can continue to 
expand their influence throughout the company. 

The view From ouTside: awards For being an 
aTTracTive emPloyer

Deutsche Telekom’s standing as an attractive employer is proved by the 
numerous awards that our company has won at home and abroad 
during the last year. The following appraisals and prizes are just an 
example:

 According to the 2013 Trendence Graduate Barometer Germany, 
Deutsche Telekom is one of the top 20 IT employers in Germany. 
More than 37,000 students and graduates about to embark on their 
careers took part in the online study carried out by the trendence 
Institute. 

 We received three 2013 Human Resource Excellence Awards from 
Human Resources Manager magazine for our HR projects “Telekom 
Challenge,” “Blind Applying,” and “Diversity in recruiting with HR 
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diagnostic-based video interviews.” These awards acknowledge 
outstanding HR projects that attract a great deal of public attention 
because of their extraordinary innovation and creativity. 

 The Female Recruiting Award is given each year as part of the 
Women & Work trade fair. It rewards companies who, in the opinion 
of the women attending the event, are seen to be particularly 
attractive employers. In 2013 our targeted approaches to female 
applicants were much appreciated and we achieved second place. 

 Our customer-oriented HR communications were awarded 2nd 
place in the 2014 Online Talent Communication study. The Careers 
website represents the heart of our communications with applicants 
and brings together numerous ways to interact such as the Careers 
chat and the “Career Matcher.” Our social media offerings are 
another cornerstone in our dialog with applicants, and interaction 
lies at its heart.

 Our achievements regularly win international awards too. T-Systems
 Netherlands won the 2012-2013 TOP ICT Employer Award and 
T-Systems Malaysia was awarded the Gold Award for Employer of 
Choice. 

 Crnogorski Telekom received two awards in 2013 for being the best
and most attractive employer in Montenegro. In addition our Monte-
negrin company won the Fair Play Award for the open and apprecia-
tive way it treats its employees.
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Rapid innovation cycles, disruptive changes, ands growing customer 
demands have long characterized the telecommunications sector. This 
in turn leads to hugely increasing demands on our staff to be flexible, 
customer-oriented and able to act on their own initiative. Against this 
background, one of Deutsche Telekom’s most pressing HR tasks is to 
strengthen our employees’ confidence in dealing with changing 
demands in the workplace, constantly accelerating development and 
marketing processes, as well as uncertainties caused by market 
changes.

The systematic promotion of “agility” – in other words, the ongoing abi-
lity to adapt to new expectations and demands – within our workforce is 
therefore one of the most important challenges in ensuring our 
company’s future viability. By agile working we mean the use of working 
practices that aim, for example: 

 To implement innovations more quickly and with fewer costs  
 To build a positive culture of dealing with mistakes  
 To put customer requirements consistently at the center of project 

design and implementation. 

Initiatives to consolidate agile working practices can be found in 
numerous areas within our organization – and the number is increasing 
all the time. More and more teams are opting for agile working. Way over 
1,000 employees in various Group units are organizing their work on the 
basis of agile technologies such as Scrum or Kanban. We are backing 
this up with systematic training and coaching opportunities. An impor-
tant role is played here by the Darmstadt-based Agile Transition team at 
the Digital Business Unit. In 2013 it organized 30 workshops Group-
wide within the Digital Business Unit, in which a total of 340 participants 
learned agile working methods. In other areas of the company the DBU 
ran 29 workshops with 409 participants. Additionally, 516 employees 
Group-wide took part in 53 courses in agile methods and 25 teams 
received long-term coaching.

agile TeleKom convenTion: a PlaTForm For discussing 
agile worKing PracTices

We held our second Agile Telekom Convention in 2013. This is an event 
where employees with agile working methods can exchange ideas and 
network. Presentations, workshops and open-space sessions showed 
the participants how agile working methods can be applied within the 
Group and the results that can be achieved, as well as the challenges 
that remain. 

There were nearly twice as many participants as at the 2012 Agile 
Telekom Convention, with around 300 employees attending – proof of 
the high levels of interest in agile working methods. Events such as the 
Agile Telekom Convention are an important way of promoting the sustai-
nable consolidation of agile methods in our everyday working lives – 
and, as a result, making Deutsche Telekom an agile organization. 

TeleKom challenge: an award-winning agiliTy ProjecT

An important contribution to the implementation of agile working prac-
tices was made in 2013 by the Telekom Challenge. This project saw a 
team of experts from across the Group develop an innovative telemedi-
cine solution to reducing mother and child mortality in Kenya. Before the 
project got underway, employees with an interest in taking part could 
apply to be a member of the interdisciplinary working group via the intra-
net and the Telekom Social Network (TSN). Business and HR experts 
eventually chose eight employees with different fields of expertise, inclu-
ding business model development, healthcare or professional expe-
rience in Kenya. The employees were released from their usual duties for 
four weeks. With virtual support via TSN, the team worked in line with the 
agile working method “design thinking.” The basic principle behind the 
Challenge team’s work was to move away from product development 
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aGile company

With the Shareground platform we foster collaboration and transformation
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driven purely by technology, toward solutions with the user in mind. 
The result was that agile teamwork inspired all the Challenge team 
members and also improved Deutsche Telekom’s standing in Kenya as 
a competent and attractive partner. The team presented a portfolio of 
eight innovative product suggestions, which attracted attention across 
the Group. Telekom Challenge also received public recognition: Human 
Resources Manager magazine gave the project its 2013 HR Excellence 
Award in the Learning and Development category. 

business labs: an innovaTive advisory aPProach To 
Problem solving

Our Business Labs format is gaining greater significance in consolida-
ting agile working practices within the Group. It is based on a method 
of counseling and guidance developed specifically for work in Deutsche 
Telekom, and is focused on the end users of our products and their 
particular needs. Business Labs are workshops and working sessions 
led by experienced facilitators. They pass on techniques and principles 
such as “Flexible reaction to change instead of stubborn adherence to 
the plan,” “Building on other people’s ideas instead of constantly rein-
venting the wheel,” and “Start small but fast – not every solution needs 
to be one hundred percent ready before you can test it.” 

Ten projects and teams from various units within the company benefited 
from this internal advisory program in 2013. They dealt with problems 
ranging from process optimization and efficiency improvements to 
familiar transformation tasks. All guidance was adapted to the particular 
requirements and challenges of the project in question, and worked 
through with the teams. The reason for this is our conviction that sustai-
nable change can only come about through participation and the ear-
liest possible inclusion of everyone involved. 

The participating teams unanimously rated the Business Labs as a 
completely original approach, characterized by sustainable agility, to 
the challenges facing our company.

smarT worKing: connecTed liFe and worK

The world we work in is becoming increasingly flexible, more mobile 
and less hierarchical. This needs to be reflected in the way we work and 
how our workplaces are designed. Where someone works, and when 
and how, is becoming more specific to the individual and is being 
adapted more than ever to the work in question and the employee’s 
potential and preferences. This is why Deutsche Telekom is developing 
sustainable solutions for work and life in the future. We are combining 
numerous initiatives and pilot projects under the heading “Smart wor-
king.” This concept gives employees all-round agility and new ways of 
working together. It also involves aspects such as modern office design 
and the challenges arising from increased employee mobility. In 2013 
key projects dealing with the workplace of the future were as follows: 

 The Digital Business Unit in Darmstadt saw a successful run-through
of our Future Workplace pilot project. Here we put the basic princip-
les of future working to the test. 60 employees from HR trialed a 
new, situation-based work environment. This consists of various 
work areas that merge into each other, as well as a combination of 
flexible and fixed workstations instead of the usual individual offices. 
In an area of 560 square meters, this resulted in a 34 percent space 
saving compared to the original configuration.

 Future work environments, such as the ones we installed in Darm-
stadt as an example, are characterized above all by the following 
features: ICT-supported mobile working methods, flexible workplace 
models – known as desk sharing, where one workstation is used by 
several employees – and designing innovative and inspiring office 
landscapes. They are accompanied by a new leadership culture 
based on trust, appreciation and individual responsibility. We aim to 
ensure that by designing new working environments our employees 
enjoy the best possible support for their various duties and personal 
needs. These requirements give rise to the three central tenets of all 
smart working approaches at Deutsche Telekom: it is all about peo-
ple (collaboration), places (workplace design), and tools (making 
working life easier). 

 In 2013 we initiated a Smart Working pilot project at Deutsche 
Telekom Group Headquarters. On the basis of several models in 
place at other companies, HR personnel developed an office and 
collaboration concept which is currently under discussion with the 
employee representatives. The project was created using the Scrum 
agile method, with all stakeholders intensively involved in the deve-
lopment. The desk-sharing ratio we are aiming for in the long term 
is 1 to 1.3, meaning 10 desks will be shared by 13 people. 
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 In 2013 we launched another pilot project entitled FlexDesk at 
Telekom Deutschland GmbH. In this project we are trialing the 
flexible use of workstations that can be freely booked. Around 100 
employees from HR and Finance are taking part. They have the 
option of working from home or they can go online and make a 
flexible booking to use a workstation at the office. Dedicated areas 
of Deutsche Telekom buildings have been set aside for this. The 
project is giving us an insight into how flexible work structures affect 
the work-life balance, motivation, the economic use of workplaces, 
and the culture of trust between employees and managers. A central 
works agreement regulates FlexDesk piloting in Deutsche Telekom 
units in Germany. This outline agreement is complemented by a 
range of local regulations and agreements that together enable us 
to carry out efficient piloting of FlexDesk offerings. We are continuo-
usly analyzing how the project is progressing at Telekom Deutsch-
land GmbH. A current evaluation of the booking tool showed an 
average utilization rate of 61 percent. In an initial survey all the pro-
ject participants expressed positive and satisfied comments. 

 The introduction of flexible working time models is closely linked to 
new working practices. Consequently, two thirds of Deutsche 
Telekom’s European national companies have developed and imple-
mented such models. These include home office provisions and 
teleworking as well as opportunities such as sabbaticals, job-sharing, 
and project work offering flexibility in terms of time and location. 
In 2013 a pilot project called “Friday in Slippers” got underway in 
Croatia; it allows employees to work from home on the last Friday of 
the month. 

 Working in virtual, global structures and on cross-border projects is 
particularly important for our T-Systems subsidiary, which is active 
on a global scale. Here too the implementation of mobile working 
concepts and modern office landscapes is continuing to improve 
teamwork efficiency. We took a further step into the future in 2013 
with the introduction of teleworking and desk sharing at our Frank-
furt and Leinfelden-Echterdingen sites. The T-Systems branches in 
Munich and Darmstadt will have a modern office environment in 
future, and other sites are being prepared. 
Modern technologies such as WebEx, a video conferencing and 
chat service, or the Telekom Social Network (TSN) facilitate closer 
cooperation. In addition, T-Systems organizes over 21,000 emplo-
yees in approximately 50 so-called Communities of Practice that 
allow teams in different countries and business units to work 
together. They share their knowledge, so as to be able to offer custo-
mers the best solutions more quickly. We teach them the specific 
skills they need to do this in special training sessions. In doing so 
we are strengthening global cooperation in terms of openness, trust 
and effectiveness. 

new imPulses: our grouP-wide sysTem oF ideas 
managemenT

An entrepreneurial mindset, inventiveness, and openness to new ideas 
are all closely linked. That is why ideas management plays a central role 
in encouraging agility in our business. The figures for 2013 show how 
motivated our employees are to make an active contribution to the cons-
tant improvement of our products and services. One in ten employees in 
Germany submitted a suggestion for improvement or sent a new idea to 
our central ideas management team. The economic benefit of the total 
of 12,146 suggestions represented 82.95 million euros in savings or 
new business potential.

We also use our employees’ creative ideas for subjects that really 
move us. Two examples:

 In 2013 we added the concept of simplicity to one of our Guiding 
Principles, which now says “Customer delight and simplicity drive 
our action.” Then we called on our employees in Germany to come 
up with ideas on how we could implement this even better in daily 
working life. 867 suggestions were submitted as a result. Using 
these as a basis we formulated measures with which we are able to 
reduce costs within the company by around 250,000 euros. They 
also help to ensure that many things in Deutsche Telekom are 
indeed becoming simpler. 

 Our Climate Protection campaign was aimed at improving Deutsche
Telekom’s environmental footprint. We invited all our employees to 
come up with ideas – related to our business activities – on how 
to save energy and reduce greenhouse gas emissions. More than 
450 participants from all our business areas entered their ideas in 
the competition. A jury consisting of the Board Representative for 
Climate Protection and Sustainability, other specialists in this field 
and works council representatives rewarded the best suggestions 
with certificates and prizes. The jury awarded the first prize to an 
idea for a comprehensive company mobility management system. 
The heart of the idea is to change people’s behavior regarding their 
journey to work, thereby enabling CO2 emissions to be reduced.
Our Climate Protection campaign got many of our employees inte-
rested in our ideas management, with around 1,300 staff members 
registering for our intranet ideas portal – the Ideas Garden – for the 
first time. 
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insPiring creaTiviTy and innovaTion

Deutsche Telekom is a diverse organization in every respect. We employ 
some 230,000 people in 32 different countries. Their different cultural 
experiences, perceptions and skills are the source of our creativity and 
agility. 

Diversity is a decisive factor driving the transformation of our corporate 
culture forward and making our organization more open, flexible and 
powerful than ever before. 

We value each individual’s unique perspectives and experiences, regar-
dless of gender, age, ethnicity, ability, or other aspects. 

We bolster our business success by creating a working environment 
that reflects our corporate values, in which mixed teams use their diffe-
ring perspectives to inspire creativity and innovation.

 

shared values guide us Through change

Diversity must be underpinned with binding values as the basis for 
cooperation. Our five Guiding Principles encapsulate these values: 

1. Customer delight and simplicity drive our action
2. Respect and integrity guide our behavior
3. Team together - Team apart
4. Best place to perform and grow
5. I am T - Count on me

These five principles ensure the stability of our core values in a volatile 
business environment, and are regularly reviewed in the light of current 
challenges and goals. Last year we added the concept of simplicity 
to our first Guiding Principle, which now reads “Customer delight and 
simplicity drive our action.” 

The 2013 Guiding Principles Day was dedicated to the reformulated 
guiding principle and associated expectations to raise awareness 
among all employees. Events and initiatives were held at various Group 
locations around the world, including Germany, Malaysia, Macedonia, 
Hungary, the United Kingdom and many others. There were 30,000 
clicks on the 2013 Guiding Principles Day intranet site, underscoring 
our employees’ commitment to greater simplicity in the interests of our 
customers. 

In September 2013, the Telekom BarCamp, held at the Group Head-
quarters in Bonn, encouraged employees to devise ways of simplifying 
specific processes. One highlight was the “simplicity quick check” 
allowing each participant to gage their own personal simplicity index 
based on a series of self-assessment questions. 

The Guiding Principles are inextricably linked with our Code of Con-
duct, which acts as a bridge between the corporate culture and compli-
ance awareness. The Code of Conduct helps us to implement the more 
stringent requirements placed on companies’ conduct and compliance 
efforts today. 

diveRsity as a stRenGtH
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inTegraTion oF disabled emPloyees

For years, Deutsche Telekom has supported the integration of disabled 
employees. Currently, 6.4 percent of the Group’s workforce consists of 
employees with disabilities. Very few business units fall short of the five 
percent minimum. Furthermore, on average, around one percent of our 
apprentices are disabled. This is a testimony to our success with the 
integration and inclusion of people with disabilities.

inTernaTionalizaTion

In the global IT systems solution business, our IT experts worldwide 
must be able to share knowledge and ideas to develop the best solu-
tions and innovations. We need platforms that allow employees to colla-
borate across geographical and cultural boundaries. The T-Systems 
local business units are an excellent example of using various programs 
and initiatives to facilitate international cooperation. The key activities in 
2013 were as follows: 

 Communities of practice foster worldwide collaboration on global, 
business-critical topics such as Big Data or Cloud. For example, the 
HR community is working together in a global network spanning all 
countries and business units, offering a range of HR channels such 
as the Telekom Social Network (TSN), global HR teleconferencing, 
mailings and conferences for the exchange of information, know-
ledge, and experience. The HR community supports successful 
collaboration in a global organization regardless of location, time 
zone, or culture.

 Global exchange of best practices: The T-Systems HR units work 
closely together on 80 or more diversity projects, including develop-
ment programs for female talents, work-life balance initiatives, youth 
training programs, intercultural training courses and awareness 
campaigns on topics such as diversity, childcare and parental leave 
for fathers.

 International talent management: When filling top management 
vacancies at T-Systems, the promotion of international talents is a 
particular priority. A growing number of candidates are drawn from 
outstanding employees in the local business units. In this way, we 
strengthen Deutsche Telekom’s international mindset and cultural 
diversity. 

demograPhy as a chance: susTainable soluTions For 
The worKing and living environmenTs oF The FuTure

We see the employment of and collaboration between different genera-
tions and age groups as an expression of our diversity. How we master 
the challenges of demographic change will have a major bearing on our 
future success. At Deutsche Telekom, the average age has increased 
continuously in recent years, with a current average of 44.7 years in 
Germany and 36.0 years at the international level. Parallel to this, the 
proportion of over-55s in Germany has increased significantly, and this 
development is likely to continue over the next few years. For the first 
time, we are experiencing four generations working for the company at 
the same time, each with different values and expectations of the work 
and private spheres.

Deutsche Telekom actively and systematically addresses the issue of 
demographic change. We firmly believe that performance and dedica-
tion are not age-related. Older employees can perform equally as well 
as their younger colleagues. Maximizing the potential of our older 
employees is therefore just as much a key part of intelligent HR policy 
as promoting young talents. Our corporate success relies on all genera-
tions within the Group.

In order to tackle the challenges of an aging, multi-generational work-
force more effectively, in 2013 we set up a working group of top HR 
executives to scrutinize the latest scientific findings, action areas and 
requirements of systematic demographic management. Its priorities 
include:

 Encouraging lifelong learning and the exchange of know-how
 Preserving and promoting health
 Supporting an age-sensitive leadership culture
 Developing a flexible working environment for all life phases
 Forecasting age-specific headcount development

Parallel to this, a strategic HR project entitled “Demography as a chance” 
is developing specific demography-related products and measures 
scheduled for implementation in 2014. They include the following:

 The introduction of new worktime models, such as lifetime work 
accounts for all employees and a new part-time model to create up 
to 20 extra days off per calendar year. Another initiative in the 
second half of 2014 will give 50 executives at Deutsche Telekom 
the opportunity to road-test existing innovative and flexible work 
forms over a six-month period. The participating managers will act 
as ambassadors for the company and promote acceptance of part-
time work, sabbaticals and mobile working, as well as modern, 
agile work methods. 
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 Knowledge transfer tandems: Older employees systematically share
their knowledge with their younger successors over a predefined 
period. Unusually, the same position is held by both individuals 
simultaneously for up to four months. This ensures rapid induction 
into the new role, whilst simultaneously maximizing the potential of 
different generations.  

Since 2014, every new part-time contract guarantees a problem-free 
return to the employee’s original weekly working hours, making the tran-
sition from full-time to part-time much easier. This helps employees to fit 
work around their private lives more effectively at different life phases, 
such as someone wishing to temporarily reduce their weekly working 
hours in order to raise children or care for a sick relative. The new regu-
lations ensure far more security and flexibility for these individuals.

measures for the work-life balance
In our demographics-led corporate culture, we rate the importance of
 a good work-life balance very highly. For this reason, in 2014 we will 
be focusing our attention on the topic of family and work, with the aim 
of raising the profile of our diverse range of offerings in this field and 
boosting their acceptance and take-up. 2013 saw a further broadening 
of our range of services in Germany: 
 

 
 
 
 
 

 

 Our childcare offerings put us in the top quarter of DAX 
 30 companies: 

 We have 550 nursery places at six locations
 18 parent-and-child offices at 15 locations
 Childcare for 300 primary school children at ten locations 

  during the school holidays
 Free assistance with finding local childcare facilities or 

  in an emergency

 “Stay in contact”: Regular information for parents on parental leave 
via teleconferencing, e-mail or half-day attendance events. This 
allows participants to network more effectively and stay in touch 
with the company, making their subsequent reintegration much 
easier. 

 Advice and placement services for employees who require nursing
care for family members. For example, we can help to arrange swift 
cover when care staff are needed at short notice. In 2013 we also 
held workshops on all aspects of nursing care for anyone interested.

 Home help for the elderly and assistance for low-income families. 
The Post/Postbank/Telekom welfare service provides support in 
case of emergencies, such as natural disasters. One recent example 
was the floods in 2013 that affected people in many parts of 
Germany. The welfare service was quick to step in with unbureau-
cratic aid.

 The Post/Postbank/Telekom family vacation service: In 2013, 
some 38,000 current and former employees took advantage of 
this service. 

 Deutsche Telekom Family Fund: The fund offers start-up financing 
for family-friendly projects. Funding covers the development and 
initial implementation of a project, in some cases over long periods. 
Deutsche Telekom is the only DAX 30 company with a family fund. 
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Fair share – more women in managemenT

“Fair Share” is our initiative to increase the share of women in manage-
ment. We were the first DAX 30 company to set ourselves the target of 
30 percent women in middle and top management positions by the end 
of 2015. In our pursuit of this goal, we consistently support our high-
achieving female employees on their career trajectory to a management 
role or when developing their current managerial position. 

We are proud to report that the share of female employees in manage-
rial roles increased again last year. Group-wide, it has risen from 19 per-
cent in February 2010 to 25 percent in December 2013. 

 There are also more women represented on our supervisory boards.
In Germany, the proportion of women on the employer side increa-
sed from 17.7 percent in 2010 to 28.1 percent in 2013. Globally 
over the same period, there was an increase from 7.4 percent to 
17.1 percent.

 In our international management team below Board level, currently
comprised of 64 members, we have increased the number of 
women from two to nine since February 2010.

Our commitment to increase the proportion of women is being con-
sistently anchored throughout all segments. The mentoring program 
at Deutsche Telekom Technik GmbH is a good example: Female emplo-
yees interested in a management role in Deutsche Telekom’s technical 
area receive systematic support at every stage of their career. 

At T-Systems we have increased the proportion of women in middle and 
top management from 12.1 percent to 15 percent (2013) in just three 
years. The T-Systems management is fully committed to the women’s 
quota and supports a mentoring program for female employees desi-
gned to recruit more women to management roles in future.  The wide 
range of services for improving the work-life balance at Deutsche Tele-
kom and the intensive collaboration with internal women’s networks 
also continue to positively impact development of the women’s quota. 

diversiTy awards

At Deutsche Telekom we reward internal commitment to diversity. 

The T-Systems Diversity Award is one example. Entries for this award 
were first invited in 2013, as a way of acknowledging the outstanding 
commitment of employees and exemplary projects. Prizes were awar-
ded in three categories: “Hot Project” (the best diversity initiative world-
wide), “Rainbow Team” (the most diverse team) and “Shining Star” 
(individual prize for a colleague who exemplifies diversity and inclu-
sion). 108 candidates from 21 countries were nominated. The contribu-
tion by a group of employees at T-Systems Nordic exemplifies our 
attitude to diversity. The prize-winning team, which operates at three 
locations in Denmark and Sweden, was awarded first place in the 
“Rainbow Team” category. Team members are deliberately selected 
from a range of different cultures and nations in order to overcome 
cultural differences and incorporate a variety of perspectives, which in 
turn benefits customers. 

We have also received public recognition for our commitment to diver-
sity: In 2013 we were awarded the German Diversity Prize 2013 for our 
“excellent diversity score,” ranking us among the most diverse employ-
ers in Germany. 

Graduates and employees with up to 15 years’ work experience also 
ranked us in the best 3 companies for our “Diversity Image.” 

At international level, we were proud to receive the prestigious KEN 
Award. The KEN judges praised our commitment to equal opportunities 
for men and women. KEN is a Europe-wide network with a development 
platform for the knowledge society, with a particular emphasis on 
human capital. The annual KEN Award recognizes outstanding achieve-
ments in this sector. 
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ResponsiBility and social  
commitment

Focus on human righTs

As an international corporation and responsible employer, Deutsche 
Telekom is committed to upholding human rights and social principles. 
These are anchored in a number of key policies: our Guiding Principles, 
the Code of Conduct, and the Social Charter. We have initiated a range 
of activities designed to incorporate the human rights perspective into 
relevant business areas and internal procedures. For example, all com-
pany assessments during mergers and acquisitions include this aspect. 
When purchasing a company or shares, human rights issues are part of 
the risk assessment from the very outset. 

Human rights issues are also firmly anchored in the regular reviews of 
our Employee Relations Policy. 

Apart from these activities, Deutsche Telekom is also involved in various 
networks focusing on “business and human rights.” Examples include 
the peer learning group of the German Global Compact Network 
(DGCN), the econsense project group, and the human rights group of 
the Global e-Sustainability Initiative. These networks cultivate 
exchanges of information with other companies on improving human 
rights due diligence.

social charTer

The Social Charter defines our voluntary commitment to respect human 
rights, with reference to the International Declaration of Human Rights, 
the OECD Guiding Principles, the United Nations Global Compact and 
the ILO Core Labor Standards. 

The Social Charter sets out guidelines for all our employees, investors, 
customers and suppliers. In 2013, we revised the ten-year-old Charter 
in line with recent international developments, e.g. by incorporating the 
2011 United Nations Guiding Principles on Business and Human 
Rights. These Guiding Principles stress the fact that governments and 
companies have a responsibility to respect human rights and call on 
companies to practice “human rights due diligence.” We adopted the 
following changes to our Social Charter to enable us to meet our corpo-
rate responsibilities more effectively:

 Creation of a point of contact for human rights issues. The Deutsche
Telekom whistleblower portal is also available for reporting human 
rights abuses or violations of the Social Charter principles. 

 Deutsche Telekom strives to uphold international standards, even 
where national law and regulations and/or their implementation are 
not sufficient or are absent. 

 Extension of the Social Charter principles to include our commit-
ment to environmental protection and sustainability.

 Improving communications and transparency: Deutsche Telekom 
is committed to share its progress through regular reports and 
publications on the Group’s website regarding progress made in 
implementing its Social Charter principles.

emPloyee relaTions Policy

The Employee Relations Policy sets out Group-wide guidelines on the 
relationships between our employees and Deutsche Telekom as emplo-
yer. Annual monitoring of all Group units evaluates the observance and 
effectiveness of the Employee Relations Policy. In cases where a natio-
nal unit is of particular significance, or if the monitoring results deviate 
from the predefined standard range, a review will likewise be carried out 
in the relevant national unit to identify the cause. 

In 2013, three reviews were carried out in the USA, Russia and Macedo-
nia to assess the implementation of the Employee Relations Policy. Deve-
lopments and problem areas in a given unit are analyzed through discus-
sions with managers and local employees. Since 2013, these reviews 
also look at human rights developments in the respective country, and 
human rights issues have been integrated into the assessment processes. 
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Further reviews are planned for 2014, including one in Mexico. Once 
again, the aim is to be able to ensure the success of and compliance 
with uniform global standards for all Group employees. The results of 
the reviews are published on the Group website. 

emPloyee involvemenT aT deuTsche TeleKom

Through their conduct and personal commitment, many Deutsche 
Telekom employees help us to live up to our corporate responsibilities. 
We encourage these attitudes at various different career phases. One 
example is our competition, “Verantwortung gewinnt” (“Responsibility 
wins”), which is an essential component of training in Germany. 

The competition was held again in 2013. First place was awarded to a 
team created from a supra-regional collaboration between four training 
centers. The team’s “SNOW II” project developed methodological work-
shops on the topics of integration, social networks, Internet addiction 
and cyber-bullying. More than 350 pupils in various regions of Germany 
have already benefited from these workshops. The content is still availa-
ble on the project homepage to enable future updates. Its main aim is to 
sensitize young people to this topic and foster social commitment. 

Moreover, for many years we have worked with employees on a variety 
of projects such as the “Telefonseelsorge crisis hotline,” the “Nummer 
gegen Kummer” youth counseling line or the “Yes, I Can” initiative.

exemPlary Flood relieF worK and readiness To maKe 
donaTions

In spring 2013, disastrous floods on the Rivers Elbe and Danube kept 
large sections of Germany and neighboring Central European countries 
on tenterhooks for several weeks. For Deutsche Telekom Technik 
GmbH, the priorities were, firstly, to protect the technology and infra-
structure, and secondly, to repair any damaged equipment. In the drive 
to repair the flood damage, Deutsche Telekom Technischer Service 
GmbH was quick to assemble a supra-regional team of volunteers who 
worked tirelessly in the flooded areas to get telephone and Internet 
connections up and running again. Vital remote support was provided 
by the production control and scheduling teams, together with on-site 
assistance from their colleagues at Telekom-Shop Vertriebsgesellschaft 
mbH, who were able to supply available hardware - such as Speedports 
- from rescued shop stock. During this period, Deutsche Telekom 
Technischer Service GmbH streamlined its usual processes, managed 
the procurement of materials and staff, and provided information 
updates to ensure that the information given to customers by employees 
in the field was accurate at all times. 

Thousands of colleagues in Germany and beyond also volunteered for 
the German Red Cross, the fire brigade and the Technisches Hilfswerk 
(THW), a federal agency for technical relief.  For example, they worked 
around the clock filling sandbags and helping to shore up the dykes. 
Co-workers from our national companies in the Czech Republic, Austria 
and Hungary assisted the flood victims in many different ways, from 
providing cheap replacement telephones to assisting with the clean-up 
operation.

Deutsche Telekom was widely praised for its response, by organizations 
such as the THW and the relief coalition “Aktion Deutschland Hilft” to 
which our employees and customers donated more than 150,000 
euros. Together with the immediate relief provided by the company, this 
produced financial aid totaling more than 340,000 euros, plus a further 
300,000 euros awarded to victims by the Post/Postbank/Telekom wel-
fare service. Of this, around 70,000 euros went to Deutsche Telekom 
employees. By offering interest-free loans, special leave and salary 
advances, we demonstrated that as a company, we are capable of 
acting swiftly and unbureaucratically when solidarity is called for. 

Disaster aid has long been an element of Deutsche Telekom’s social 
commitment. 
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corPoraTe volunTeering

We encourage and support employees who engage in voluntary work 
and reap the benefits from an HR perspective. For example, the engage-
ment@telekom platform contains useful information and tips for pre- 
and post-corporate volunteering. Interested individuals will find sugges-
tions for volunteering in their free time, and contact addresses for speci-
fic activities. Deutsche Telekom supports volunteering in a variety of 
ways, including the following:

 Social Days: Employees spend one day working on social projects 
as part of a team-building activity.

 Financial support: Employees may be eligible for volunteer funding. 
Up to 250,000 euros per annum is set aside for this purpose.

 Coaching by Telekom managers: Managers provide job application 
training for secondary school pupils. Under this scheme, pupils can 
also apply for internships with Deutsche Telekom.

 The “Geh Deinen Weg” (“Go your own way”) initiative launched by 
the Deutschlandstiftung Integration foundation (DSI): Deutsche 
Telekom offers exclusive applicant training courses to young talents 
from migrant families. 

A range of social initiatives and projects is likewise underway in the 
countries where we operate:

 The corporate volunteering project “Building a Dream” by our 
Albanian affiliate Albanian Mobile Communications Sh.A. combines 
social commitment with team building. In 2013, teams of emplo-
yees, equipped with a modest budgorphanages, homes for the 
elderly and schools for disabled children. The aim was to work toge-
ther and devise appropriate solutions for the selected institutions.

 For more than ten years, our Slovakian national company Slovak 
Telekom has been involved in projects to assist people with hearing 
impairments, for example by training employees in sign language. 
It also runs various campaigns to sensitize the general public to the 
needs of the hearing-impaired, and actively promotes their inclusion 
in society.

 In Hungary, Deutsche Telekom is involved in a range of projects 
designed to make it easier to use our services. For example, 
160 employees volunteered to visit 200 schools and train 14,000 
pupils in the responsible, safe use of mobile phones and the Inter-
net. 

Further information on the social and ecological commitments of both 
Deutsche Telekom and its employees can be found here: 
www.telekom.com/verantwortung and in our annual CR Report. 
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designing Processes leaner, simPler and FasTer

The world around us is changing ever more rapidly. Today’s successful 
products are often outdated by tomorrow. Digitalization is responsible 
for a large part of this development, by creating new technologies that 
enable us to exchange increasingly large volumes of information at ever 
faster speeds.  In 2015, a city of 50,000 people will generate the same 
data traffic in one month as the entire Internet generated in a year in 
1997.

Social networking and other communications opportunities enrich our 
lives. At the same time, faced with an information overload, we yearn for 
structure and clarity. This prompted Deutsche Telekom to incorporate 
the desire for “simplicity” into its business principles. This applies at 
three levels:

 With the best networks and intelligent IT solutions, our customers
can be sure of receiving and exchanging information easily and 
conveniently from any location, and via any channel.

 We are wherever our customers need us, at the Telekom shops, 
in the technical service department, and by telephone with our 
service hotline.

 We offer a streamlined, clearly structured product portfolio incorpo-
rating fixed network & DSL, television, mobile communications, 
cloud, security and IT. 

We know that simplicity enhances our customers’ satisfaction and is 
therefore a key factor in our business success. The same applies inter-
nally, to our employees, managers and HR. We work consistently to 
reduce complexity in our HR processes, products and cooperation 
forms to further enhance satisfaction with our HR work. Simplicity is a 
key element of our HR strategy. For HR specifically, this means:

 Our range of products and services is transparently and intelligibly 
structured.

 Our HR structure and collaborative practices ensure efficient, 
high-quality overall HR performance. 

 We use a specific, integrated HR IT system to ensure that our 
processes are implemented as efficiently as possible.

Focus on higher service qualiTy and reduced 
comPlexiTy

In 2013, we subjected our entire range of HR offerings to close scrutiny 
with the strategic HR top initiative “Fix the Basics.” Less popular pro-
ducts and services were dropped from the portfolio, and the more 
widely used ones expanded. We have decided to focus on standardized 
products rather than a wealth of variants. As such, HR now has a more 
up-to-date, powerful portfolio that is tailored even more closely to the 
needs of our workforce. All employees will benefit from this in the long 
term. 

We are continuously improving our range of HR products, and in 2014 
our HR top initiative “Streamlining the HR product portfolio” will be 
dedicated to optimizing our internal customer interface. 

We are also simplifying our HR processes to enable us to work more 
efficiently, and identify areas where new products are needed. In this 
respect, we are supported by a monitoring system that continuously 
reviews the practical suitability of our HR services. This means that 
adjustments prompted e.g. by statutory regulations or customer 
requests can be implemented quickly. 

cooPeraTion and eFFicienT hr inFrasTrucTure

In 2013, we launched the “Way we work” initiative to improve the work 
methods and processes of the HR unit. Our aim was to establish a prag-
matic, customer-centric, result-driven form of collaboration with HR, 
to create greater transparency, and to utilize synergies. Over a 13-week 
period, ten teams road-tested exceptionally agile cooperation methods, 
and achieved some very positive results. In 2014, we will continue our 
efforts to anchor agile working within the company.

our highlighTs in 2013/2014
Efficiency through Simplicity

efficiency tHRouGH simplicity

 2 Annual Report Telekom 2013, Page 34.
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our highlighTs in 2013/2014
Efficiency through Simplicity

Structurally, since 1 January 2013, the new HR Business Services unit 
within Deutsche Telekom has provided the foundation for our HR work in 
Germany. It combines the full range of HR-related products and services 
from a single source. For example, employees now have direct online 
access to personalized documents and templates, whereas in the past, 
they would have had to telephone HR customer service to request the 
documents by post. Expanding our range of user-friendly services for 
day-to-day work benefits everyone. Employees have acknowledged our 
efforts by awarding us a very high customer satisfaction score of 7.9 out 
of 10 in 2013. A glance at the HR Business Services portfolio indicates 
the importance of providing information and data as well as simple pro-
cesses, products and forms of cooperation. HR Business Services:

 Replied to 67,800 job application letters, conducted 23,250 
telephone interviews with applicants and 8,000 job interviews, 
and coordinated 2,500 external appointments on behalf of the 
German Group; 

 Prepared 2.6 million pay slips;
 Handled 486,000 calls and 278,000 e-mails and letters in the 

 HR customer service department; 
 Booked and paid for 1.34 million business trips;  
 Issued some 13,000 testimonials; 
 Handled 12,146 submitted ideas (corresponding to 9.9 ideas per 

100 employees), 645 of which were successfully implemented with 
a value of 82.95 million euros.

imPlemenTing an inTegraTed iT sysTem: 
The hr-suiTe

Between now and 2016, we will be rolling out the “HR-Suite” IT platform 
as the driving force of quality and efficiency for internal HR services.

The HR-Suite links Group-wide strategic HR products and implements 
them in a joint HR IT system. The focus here is on recruitment, perfor-
mance management, training, salary reviews and implementation via 
one shared platform for all Group employees. Multiple local systems will 
be replaced by a single, joint solution. 

The HR-Suite is a unique Group-wide system landscape in the form of a 
private cloud, operated by T-Systems. This guarantees that Deutsche 
Telekom employee data remains within the company. 

Technical implementation of the HR-Suite began in 2014, starting with 
the nationwide roll-out of recruiting functions, such as the uniform 
management of application portals and IT processes for contacting 
applicants.

simPliciTy in exchange

We support employees who want to spend a certain amount of time 
working abroad in the company’s interests. For example, top performers 
are eligible to participate in the international development program 
“Telekom X-change,” where they spend three to six months in an interna-
tional role and acquire invaluable experience.

HR advises participants and helps them to prepare for the international 
placement, assists them with relocation, and supports their integration 
into the receiving national companies or local business units. Selected 
HR experts are on hand to assist employees for the duration of their 
placement, and during their return and re-integration into their home 
company. 

simPliciTy as a TransFormaTion challenge

Numerous projects and training measures are dedicated to raising our 
employees’ awareness of simplicity. Our mission is to consolidate simpli-
city as a value within the company, and to give all employees the neces-
sary skills to reduce complexity in their day-to-day collaboration. Two 
workshop formats exemplify this approach:

 The “Leaders for Simplicity” series of workshops is aimed at 
Deutsche Telekom management teams. Participants learn strategies 
to pare down complex structures and reflect on their own conduct 
as managers. The management team at Telekom Hungary and the 
HR management team at Deutsche Telekom have already success-
fully completed the seminars.

 For employees without management responsibility, we have devised
the “Simplicity Workshops.” These two-day seminars teach partici-
pants to creatively apply different strategies to complexity problems 
within the team and develop their own solutions. These workshops 
have been held with a number of national and international groups, 
including members of Customer Service Management in Hungary, 
IT Operations Management in Germany, and the audit department 
of the Group Headquarters.
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Here are some informative facts and figures about Deutsche Telekom.
All figures as of December 31, 2013 unless stated otherwise.
All figures calculated on the basis of precise details. Since figures are rounded, totals may differ.

facts & fiGuRes

FacTs & Figures
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FacTs & Figures
 

EmployEEs

By operating segments, in employees (FTE)

EmployEEs

By location, in thousands of employees (FTE), as of Dec. 31 each year
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FacTs & Figures
 

proportion of civil sErvants in GErmany

In employees (FTE)

rEvEnuE pEr EmployEE (avEraGE numbEr of ftE)

In thousands of EUR
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FacTs & Figures
 

total workforcE costs

In billions of EUR

pErsonnEl costs and pErsonnEl cost ratio

In billions of EUR
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FacTs & Figures
 

total workforcE ratio

In billions of EUR

rEvEnuE dEvElopmEnt

In billions of EUR
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FacTs & Figures
 

rEcruitmEnt in GErmany

In thousands of employees (FTE)

flExibilization of workforcE in GErmany

2009 - 2013: Reskilling and upskilling of employees as an alternative to new hires and reductions
In employees (FTE)
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FacTs & Figures
 

tools for socially rEsponsiblE staff rEduction in GErmany

In employees (FTE)

vivEnto workforcE

Incl. business models and projects
In employees (FTE)
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FacTs & Figures
 

HEaltH ratE in GErmany

By operating segment, in percent

work accidEnts in GErmany

Per thousand employees (FTE)
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FacTs & Figures
 

boloGna@tElEkom: lEvEl of satisfaction amonG nEw studEnts

Scale of 1 to 10

partnEr univErsitiEs for boloGna@tElEkom
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FacTs & Figures
 

traininG coursEs offErEd by tElEkom traininG in GErmany

By key themes

intErnational dEvElopmEnt and manaGEmEnt proGrams

In employees (FTE)
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FacTs & Figures
 

satisfaction ratE and commitmEnt indEx

Managers  

fluctuation ratE

Unmanaged (termination by employee)
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FacTs & Figures
 

pulsE cHEck

Results from the pulse checks conducted in Oct./Nov. 2013, in percent
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FacTs & Figures
 

EmployEE satisfaction in GErmany

Results from the pulse checks conducted from 2007 to 2013, in percent
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FacTs & Figures
 

aGE structurE in GErmany

In percent
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FacTs & Figures
 

apprEnticEs and traininG proGrams in GErmany

Total and percentage of women, in employees (FTE)

trEnds in applicant numbErs and in pErmanEnt EmploymEnt of junior staff* in GErmany

In employees (FTE)
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FacTs & Figures
 

womEn in middlE and uppEr manaGEmEnt

In percent

EmployEEs witH disabilitiEs in GErmany

By operating segments, in percent

GEnial@tElEkom in GErmany
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