
Significant improvements were also made with regard to the Management of Change process, especially in MOL Plc. and Slovnaft, 
and in Fire Hazard Analysis which was prepared or updated in MOL, Slovnaft and MOL Pakistan.

Emergency response and crisis management

Emergency and crisis preparedness has clear business relevance to the Oil and Gas industry, and improving and maintaining emer-
gency response capabilities is crucially important. 

In 2015, MOL Group initiated several new projects to increase the emergency and crisis response capabilities of MOL Group in 2015. 
Accordingly, we increased the involvement of all affected and interested business and functional stakeholders by reviewing their 
roles in potential crisis situations. In parallel, we raised awareness of process preparation. We also deeply examined events which 
represent a potential threat to MOL Group operations. 

FER Fire Brigade and Service Ltd. (a MOL Hungary Subsidiary) organized the 8th International Conference for Fire Brigades in 
the High Hazard Industry in Budapest. This conference is organized every second year and offers a great chance for international 
professionals to explore the latest developments in this field. 

4. HuMAN CAPITAL
General aim: “Building capability and enhancing organizational performance at times of turbulent change”

ACHIEVEMENTS:
  Group E&P and Group HR implemented a Technical Career Ladder (TCL) across the E&P community in 2015 and allocated 940 

petro-technical professionals (PTPs) to 7 TCL levels through 14 Job Families
  MOL Group won the Getenergy 2015 Award in the category of ‘Education Partnership’ for partnering with the University of 

Engineering & Technology (UET) of Peshawar
  MOL Group won Workforce Optimas Awards in the category of Global Outlook for a change in the compensation and benefits 

model in MOL Pakistan that efficiently reduced staff turnover
  MOL Group’s Intensity leadership program developed 489 leaders and attained an overall course satisfaction rate of 83% 
  186 graduates joined MOL Group as Growww 2015 program participants in 11 countries, with 36% of positions offered to women, 

which is above the industry’s gender split average
 
CHALLENgES:
  A scarcity of mid-level careers on the market is shrinking the available skills pool
  Increasing speed of change, industry downturns and market volatility affect the talent pool

4.1 attraCting emploYees

Related objectives:
•   “Talent acquisition approach tailored to attracting young professionals with geosciences and engineering background in order to secure 

talent pipeline for Exploration & Production”
•  “ Implement programs to ensure early engagement of the young generation who are seeking a way into the Oil and Gas industry”

The entire Oil and Gas industry is in the middle of a human resources transition. The scarcity of mid-level careers on the market 
combined with a high percent of retirees has shrunk the available skill pool. Furthermore, the appearance of Generation Y on the 
global labour market means that employers must meet different expectations. MOL Group has built a talent acquisition and recruit-
ment strategy to attract and hire talented graduates to fill technical and managerial positions from the bottom-up. 

The pillars of MOL Group’s talent acquisition strategy are the secondary school programs Junior Freshhh and MyMentor, 
Freshhh and the UPPP international student competitions and the graduate recruitment and development program Growww. 
The secondary school programs support the early engagement of the young generation in natural sciences. The Freshhh program 
promotes the attractiveness and complexity of the Oil and Gas industry and the overall international activities of MOL Group. 
UPPP is the dedicated Exploration & Production international talent acquisition program of the company. The best performing 
students have the chance to start their careers at MOL Group via the newly established 18-month UPPP Technical Placement 
Program. This program offers state-of-the-art talent development including business and technical curricula, MOL Group HQ 
exposure and on-site experience in the E&P operations of MOL Group. The Growww graduate recruitment and development 

program, launched in 2007, provides graduates with a unique opportunity to start their career in a global company and to build 
work experience through training, on-the-job assignments and mentoring from the best professionals in various Oil and Gas disci-
plines in an intercultural working environment. 

Further to the programs mentioned earlier, MOL Group is investing heavily into its social media strategy and presence to appear as 
an attractive and desired employer on the global market.

MOL Group’s programs and efforts are increasingly internationally recognized. In 2015, the company won 3 prestigious interna-
tional awards related to its talent acquisition programs: 

•  HR Distinction Award in Employer Branding
•  Getenergy Awards 2015 (Education Partnership category)
•  Global HR award at HRO Today Europe Forum (1st place in Innovation in HR Technology)

 
Educational Partnerships

Secondary schools

To start attracting and engaging young talents at an early stage in the Oil and Gas industry, and to encourage them to choose a 
STEM-based (science, technology, engineering and mathematics) long-term career path, MOL Group companies maintain close, 
ongoing contact with secondary grammar schools and vocational schools. 

In 2015, the ‘MyMentor’ program continued and 12 professors were selected out of 560 nominations in Hungary, Croatia and 
Slovakia. Junior Freshhh was launched for the second time in Croatia, the third time in Slovakia and for the sixth time in Hungary. 
A total of almost 1,200 teams registered from the 3 countries of Hungary, Croatia and Slovakia in 2015. MOL Group companies also 
maintain partnerships with relevant vocational schools to ensure that blue-collar talent continues to flow.

University concept and partnerships

MOL Group is committed to helping maintain the long-term talent pipeline. As a result, the company nurtures and seeks out stra-
tegic partnerships with universities and faculties from relevant fields. 

For example, MOL Group instigated a successful collaboration between MOL Pakistan and the University of Engineering & Tech-
nology (UET) Peshawar, which is the largest engineering university in the province in which MOL Pakistan operates. To date, 
the university has provided MOL Pakistan with nearly 70 graduate engineers, thus helping to meet growing business needs and 
playing its role as a true strategic partner. Through this partnership, MOL Group won the Getenergy 2015 Award in the category of 
education partnership announced on June 15th in London.

MOL, INA and Slovnaft have an ongoing, long-term cooperation with local universities that provide Oil and Gas-industry relevant 
education, and MOL Group sponsors international student associations (e.g. BEST) and professional events that are organized for 
students.

Talent acquisition programs

Freshhh is MOL Group’s innovative online university student competition that targets potential future MOL Group employees from 
across the globe. The most talented students have the opportunity to secure direct entry into MOL Group’s Growww graduate selec-
tion process. Since the competition started in 2007, more than 20,000 students have participated. In 2015, a record number (2,210) 
of three-member teams from 70 countries have applied to enter the competition. 

In 2015, 1,114 three-member teams applied for the UPPP talent acquisition program from 45 countries, ranging from the UK and 
Central Europe to the Middle East. Based on an evaluation by the jury, the top three teams won a total of 25,000 euros. From the 
2014 competition, 9 young talents started their careers in the 18-month UPPP EDU Technical Placement Program during 2015 and 
received a best-in-class professional and business education to ensure their rapid development.

In terms of the Growww programme in 2015, 186 new Growwwers joined MOL Group in 25 companies from 11 countries. The 
proportion of female Growwwers is 36%, which is well above MOL Group’s and the industry’s gender split average. More than 1,700 
graduates have joined MOL Group through the Growww program since 2007.
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4.2 retaining anD rewarDing emploYees

Related objective: 
•   “Boost pay for performance culture of MOL Group by providing a competitive and motivational reward scheme that encourages 

outstanding business results”
•   “Integrated Annual People Cycle incorporates performance and career management, resulting in a structured approach to development 

and succession planning”

In 2015, the market environment was globally less favourable in the Oil and Gas industry. As a result, MOL Group’s total headcount 
decreased by 6% compared to 2014. However, this decrease is the result of a series of long-term activities which were undertaken 
in line with business objectives. The major reasons for the decline include the ongoing optimization program at INA Group and its 
subsidiaries, changes in the operating models of retail service stations on selected markets, the outsourcing of transactional activi-
ties in support functions and a change in the scope of consolidated companies. 

Competitive compensation

MOL Group compensation schemes are designed to reinforce a merit-based culture by clearly motivating employees to continu-
ously raise the performance bar for great results. MOL Group aligns and harmonizes compensation across the Group in companies 
with similar business profiles by applying tailored remuneration strategies, taking into consideration the local company’s available 
financial resources and market position.

To implement the above-described principles, MOL Group uses the international Total Remuneration approach which involves 
structuring major compensation elements, including the Annual Base Salary, Short- and Long Term Incentives and Benefits that 
together represent MOL Group's compensation strategy. 

The cornerstone of the compensation and benefits architecture is the international HAY job systematisation methodology. Since 
2014, when single and transparent group-level job evaluation methodology and grading guidelines were introduced, MOL Group 
has created a consistent job systematization and compensation structure through which companies apply the same remuneration 
principles. By end of 2015, MOL Group had achieved 100% HAY coverage at its companies. 

Ratio of corporate minimum wage to local minimum wage at significant (more than 100 employee) operating locations (%) [GRI G4-EC5]

COuNTRy (MAIN COMPANy) 2015

Austria (Roth Heizöle gmbH)* 119%

Bosnia Herzegovina (Energopetrol d.d.) 105%

Czech Republic (MOL Česká republika, s.r.o.) 245%

Croatia (INA d.d.) 133%

Hungary (MOL Plc.) 137%

Italy (IES S.p.A.)** 118%

Pakistan (MOL Pakistan Ltd.) 563%

Romania (MOL Romania PP s.r.l.) 151%

Russia (BaiTex LLC) 206%

Serbia (MOL Serbia d.o.o.) 223%

Slovakia (Slovnaft a.s.) 148%

Slovenia (MOL Slovenija d.o.o.) 100%

* ratio is calculated based on industrial (Trading) Collective Agreement, min. wage data for Austria

** ratio is calculated based on industrial (Oil) Collective Agreement, min. wage data for Italy

MOL Group uses strict guidelines about equal employee compensation regardless of gender, age and nationality. Group-level 
compensation policies are transparent and are published in group and local regulations that are made accessible to all employees. 
Company-level rules are also defined by Collective Agreements (CA). 

Short and long term incentives 

The strategy behind MOL Group remuneration is to incentivise employees through a combination of short-term and long-term initi-
atives. 

The aim of the MOL Short Term Incentive system is to focus participants on achieving challenging financial, operational and indi-
vidual performance goals which reflect the delivery of key annual business priorities within the framework of MOL Group’s long-
term strategy. 

The purpose of the Long Term Incentive system is to drive and reward the delivery of sustainable value creation and to ensure that 
there is complete alignment between MOL Group senior & top management and the strategic interests of shareholders. The Long 
Term Incentive system consists of two elements: a Stock Option Plan and a Performance Share Plan. 

Employee wellbeing and benefits 

MOL Group cares for a constantly changing and diverse, multigenerational workforce whose benefit and wellbeing needs are being 
met through a wide range of programs, benefits and initiatives that affect the most important dimensions of their lives, including 
health & wellbeing, financial wellbeing, workplace environment and social care.

Investments in employee wellbeing are contributing to keeping employees engaged, helping them reach their full potential, and 
keeping them productive and innovative.

To ensure that there is a wide range of health & wellbeing options to choose from, MOL Group increases the value of its Total Remu-
neration using competitive benefit schemes. When basic benefit elements are defined, local legislation, the tax environment and 
competitiveness on local markets are evaluated, together with overall group-level consistency. 

Besides local benefit and wellbeing programs, MOL Group covers employees with life and accident insurance in more than 50 
companies, providing one-off payments to employees in the case of ‘term life’ and accidental events, with 24 hour worldwide 
coverage. 

Annual People Cycle (APC)

The Annual People Cycle programme at MOL Group aims to foster a culture of high-performance and ensure that individual 
targets are aligned with the group’s strategic goals.

The process covers performance management and career and development planning and ensures that these are planned and 
executed in a more accurate, credible, fair, consistent and transparent way.

In 2015, the process was thoroughly reviewed, further streamlined and simplified in order to ensure tighter alignment with busi-
ness needs and adaptability to a changing environment.

By introducing the mid-year review step in 2015, the cycle has become an on-going process of target setting and target achievement 
review and adjustment, when needed, to reflect the changing environment and needs, development, discussions and receipt of feed-
back. This process facilitates an effective conversation about performance that is critical for organizations in order for them to be 
able to rapidly react and adapt to changing business requirements. 

Through the introduction of the new Annual People Cycle IT platform, managers now save 45% of the time they formerly spent admin-
istrating the process and can use this time implementing the high-quality program and providing feedback on an ongoing basis.

MOL’s Managerial Performance Management System aligns three target elements and their evaluation: corporate, divisional and 
individual targets. Besides key financial indicators, sustainable development, health, safety, environment and HR-related targets 
are also considered and are consistently cascaded down the organisation from top management to lower managerial levels.

Our Employee Performance Management System (EPMS) ties corporate targets to individual performance through a differentiated 
employee bonus pay-out, in line with the outcomes of performance evaluation. 
MOL Group is working to extend EPMS, with the goal of covering all of the companies within the Group. 
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Career Management system (CMS) & Development processes enable the organization to develop and retain identified talent. During 
People Review Meetings, talent is reviewed and development plans and career paths are defined. 

As part of improving the process at MOL Plc., in 9 operational companies (covering cca. 1,000 employees), a technical system has 
been rolled out which further supports high-quality process accomplishment. 

At INA, after the first EPMS cycle - based on business needs and feedback - the process was revised and adjustments made with 
effect from 1st  January 2016 in order to ensure enhanced business results and the existence of an appropriate incentive system.

As of 2016, the EPMS process has been implemented at 5 additional companies (covering cca. 1,600 employees).

Employees covered by a predefined and standardized performance appraisal process (%) [GRI G4-LA11]

EMPLOyEE CATEgORy 2010 2011 2012 2013 2014 2015

Executive/ Top management 100% 100% 100% 100% 100% 100%

Middle/ general management 100% 100% 100% 100% 100% 100%

First Line Management/ Supervisor 100% 85% 85% 100% 100% 100%

Specialist groups 78% 48% 64% 64% 70% 72%

Employees (below HAy18) 73% 40% 41% 42% 51% 54%

 
Number of participants in career management system and development processes [GRI G4-LA11]

APC PROCESS
NO. OF PARTICIPANTS PER yEAR

2011 2012 2013 2014 2015

CMS&Development 1,320 1,535 2,000 2,100 2,100

 
Employee engagement

Employee engagement is a strategic part of a healthy and productive workplace and a priority for sustaining and promoting our 
human capital and business strategy. We deploy biannually an employee engagement survey (the Roundtable Survey) in most of our 
companies within MOL Group and many of our locations worldwide. Between two survey cycles we also conduct a ‘Pulse Check’ 
with several focus groups in order to evaluate the overall success of the action plans and to define additional opportunities for 
improvement.

In 2015, we reduced the number of questions by almost 50% and we now provide the option to respond to the survey using different 
methods, from an online version to mobile phones. Approximately 50 companies participated in the survey from 16 countries across 
the Group. The overall group response rate was 80%; a significant increase of 18% compared to the overall response rate for the 
previous survey cycle.

Employee engagement survey results (%)

EMPLOyEE ENgAgEMENT RESuLTS 2008 2010 2012/13 2015

Coverage 90 90 96 85

Response rate 50 64 62 80

Engagement level 67 70 47*  45

* The engagement methodology changed in 2012 due to the engagement of a new service provider. As a result, the engagement data in the table do not show the 
trend for engagement from 2010 to 2012 since the basis of calculation is different. Compared to 2010 results, the difference is a 2% point decrease.

Employee engagement decreased by 2 percentage points in the 2015 survey, which is due to, among others, organisational changes 
prompted by volatile market conditions at the time of the survey, even if response rate was particularly high (80%).

At a regional level there are many activities being implemented to increase the overall level of engagement. Some of the best prac-
tices are described below.

At MOL Plc. the MOL Hungary Program was one of the first steps we undertook to establish the basis of a common language in 

order to contribute to employee engagement, to increase the credibility of management and to support employee well-being. As the 
result of the MOL Leadership Codex, 4 focus areas were defined that measure managers’ leadership skills and ways of working. 
The Leadership Codex included 20 workshops for managers (about 200 participants), 25 shift leader workshops (about 250 partici-
pants), and 360-degree evaluations of managers.

During 2015, INA focused on developing champions as change agents. As a result, the Leading Positive Organizational Change 
program was launched. This is an initiative for empowering champions with the skills they need to prepare the process of change, 
to implement change and to motivate and manage people during the change process. Also, several team workshops were organ-
ized in order to increase employee participation in action plan design by using a specific methodological process of team/individual 
change management. After the workshops, action plans were created and implemented during 2015.

4.3 DeVelopment of hUman Capital

Related objectives: “Build leadership capabilities, fill technical competency development gaps and have a global leadership competency 
framework”

To respond to the increasing speed of change and inevitable market volatility, MOL Group adapts its people development practices 
in order to remain agile and stay ahead of the change curve.

Training and development data for MOL Group [GRI G4-LA9] 

MOL gROuP TRAININg DATA

2013 2014 2015

Average training time per employee (hours) 22 24 34

Average cost of training per employee (th HuF) 57 76  114

average hours of training per employee group (hours)

Top Management (HAy 24 and above) 19 52 53

Middle Management (HAy 21 to 23) 34 53 77

First Line Management (HAy 18 to 20) 40 52 69

Expert (HAy 14 to 17) 37 38 61

Executor (HAy 13 and below) 20 21 19

average training cost per employee group (th hUf)

Top Management (HAy 24 and above) 464 1,107  1,433

Middle Management (HAy 21 to 23) 287 854  1,426

First Line Management (HAy 18 to 20) 207 368  483

Expert (HAy 14 to 17) 127 200  161

Executor (HAy 13 and below) 42 61  42

 
Learning and development objectives 

MOL Group values, promotes and facilitates employee skills development as a key driver for meeting its strategic goals. In 2015, 
MOL Group rolled out mission-critical global people development programs to support the strategic transformation of MOL Group. 
These learning interventions focused on two subjects: 

1.  Strengthening technical capabilities. To meet the Oil and Gas industrial challenges of the 21st century, professionals at all 
levels need to acquire fresh sets of skills. 

2.  Building leadership capabilities. Besides equipping the current leaders with the necessary new skill sets, MOL Group is 
building its next generation of global leaders via its unique talent programs 
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Technical capacity building

MOL Group HR has identified ways to manage human resources through industry downturns and market volatility in a way that 
mitigates risks to personnel and enhances organizational strength and performance over time. 

To clarify roles, work and key competence requirements in most critical technical jobs, MOL Group has introduced and is continu-
ously expanding its Technical Competency Management system. The system defines competency expectations according to job roles. It 
grants access to training in line with the outcomes of competency assessments and tracks progress against learning objectives. 

To build sustainable internal capabilities and transfer knowledge in critical roles, MOL Group introduced a Technical Career 
Ladder in its E&P business for core petrotechnical jobs for the first time in 2015. MOL Group has also created a targeted high-
impact learning program for its petrotechnical early-career talent pool to accelerate their development. 

Employees enrolled in Technical Competency Measurement (number of people) 

 2011 2012 2013 2014 2015

Exploration & Production 630 650 750 850 1,100

Downstream 230 500 750 950 950

HSE - 30 30 300 300

total 860 1,180 1,530 2,100 2,350

E&P HR Workstream

Further to the above, in June 2014 E&P and HR started a Technical Capability Building program to provide every petro-technical 
employee with a structured career path and a targeted development program. After the design phase in 2014, the focus in 2015 was 
on implementation across the E&P community. The different elements of the program have been developed and implemented with 
the involvement of the technical E&P community, the most important achievements for 2015 being:

•   Determining 4 Disciplines and 14 Job Families 
•   Defining 7 clear and consistent Technical Career Ladder (TCL) levels
•   Developing 34 competence models and learning curricula during more than 150 workshops and 50 SMEs
•   Allocating 940 petro-technical professionals (PTPs) a Technical Career Ladder (through completion of technical self- and 

cross-assessments)
•   Starting the Mentor Program and nominating 36 Mentors for 106 Mentees
•   Involving 33 UPPPers and Growwwers in the UPPP EDU program

The three most significant, tangible achievements are related to:
•   The reallocation of cca. 106 PTPs to the appropriate level of their career ladder 
•   Assigning to each PTP a tailor-made two-year Individual Development Plan
•   Approval of the 2016-2017 technical training budget

The implementation period for the E&P HR Workstream finished in 2015; from now on all these activities will be part of the annual 
cycle and a component of regular work. 

Leadership development 

MOL Group maintains its focus on its leadership population in order to equip them with the knowledge and skills they need to 
achieve the group’s business objectives and secure its future, even in extreme market conditions. 

After the success of LEAD I. (MOL’s leadership education program for the Group’s top talents), we launched a second generation of 
LEAD in 2015 in partnership with the regionally acknowledged Cotrugli School of Business (Croatia) and the globally-renowned 
Thunderbird Global School of Management (USA). LEAD is organized around three nested leadership talent pools. 

LEAD I. proved to be of great assistance in strengthening the Group’s management. 47% of the participants were promoted within 2 
years of the start of the program. 

MOL Group’s modular leadership development program, INTENSITY (run in co-operation with Management Centre Europe 
(MCE), the largest provider of talent development programs in Europe and the Middle East) has proven to be successful based on 
the first year’s experience. During the first year (2015) MOL Group developed 489 leaders and successors in the program through 48 
courses, and attained an overall course satisfaction rate of 83%. 

As a reward for this achievement, INTENSITY won the Leadership Excellence Award for ‘Best Use of Classroom Training’ offered 
by HR.com based on feedback from INTENSITY participants.

Downstream division-specific programs

HOST Program: MOL Group decided to better utilise its continuously developing service station network across the CEE region. 
MOL Group Retail wanted to do this by differentiating itself significantly from its traditional fuel retail competition. To this end, 
Retail defined its strategy in 2014 and created a fundamentally new concept that puts the customer experience at the forefront. 

The “Attendant to HOST” Programme targets cultural change and the transition of staff behaviour from inward-looking to more 
customer-focused. After the tendering procedure, the procurement process will be closed in Q1 2016 when we plan to launch the 
next phase of the project with an external partner.

PIMS Academy 2015: in co-operation with the Hungarian University of Pannonia, MOL Group re-launched an accredited post-
graduate course in September 2015. The program (organized every second year) helps educate specialists to be able to deal with the 
complex challenges of Oil and Gas supply chain business activities by providing them with solid knowledge about professional, 
market-leading software.

Production Rotation: MOL Group's Production Rotation Program is a great opportunity for experts working at DS Production sites 
across the Group to work & learn for 1-2 months at a site other than their current workplace. In 2015, nearly 30 employees partici-
pated in the programme. 

4.4 Commitment to fair emploYment

Related objective: “Enhance responsible employer practices to ensure the engagement and diversity of the workforce”

Employee relations

MOL Group is supportive of the freedom of association and collective bargaining, and is committed to continuously improving 
social dialogue. In 2015, according to a weighted-average calculation based on data provided by MOL’s European Work Council, 
more than half of all employees were represented by trade unions in companies where such representation is possible (94.9% of all 
employees).

Trade unions and collective bargaining agreements (%) [GRI G4-11]

2011 2012 2013 2014 2015

Employees covered by trade unions 95 95 96 94 95

Employees covered by collective 
bargaining agreements

95 92 90 89 92

One example of such employee representation is the New Europe Program which was extended in 2015 for the period 2016-2020. 
This agreement between MOL Group and the European Works Council has been in place since 2006, providing a framework for the 
key activities that contribute to the sustainable and responsible operating of MOL Group. 

The Program focuses on six areas (Social Dialogue, Talent Acquisition and Management, Capability Development, Reward and Recog-
nition, Diversity and Inclusion, Health Protection and Promotion, Occupational and Process Safety), and, in line with the key direc-
tions elaborated for each area, it defines measures which should be implemented for the benefit of employees between 2016 and 2020.

The European Works Council represents employees at the group level. The European Works Council contains members from all 
major subsidiaries. Employee representatives (one third of all members) on MOL’s supervisory board are delegated by MOL Plc’s 
Works Council.
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At MOL Plc. (Hungary) employee representatives are invited to Collective Agreement (CA) negotiations, professional discus-
sions about CA-related issues and a process of commenting related to the activities of employer and works councils meetings (on a 
monthly basis). 

In 2015, a total of 51 sessions took place with the objective of promoting information-sharing. Further to this, 35 meetings took place 
which involved discussions and/or negotiation about specific topics.

The Works Council (WC) of INA, Plc. in Croatia was established in 2011 and has 25 members. The employer engages in ongoing 
dialogue with the Works Council in the following areas: consultation, presentation of company business plans, participation in 
employee assemblies organized by the Works Council (2 assemblies were held in 2015) and the provision of support to facilitate 
Works Council operations and trade union (TU) activities in accordance with the law and the collective agreements. 22 meetings 
were held with social partners (WC & TUs). 15 meetings with TUs which resulted in agreement about 2 social clauses for workers 
were held. All INA employees have the chance to join a trade union. At INA, Plc. 5 trade unions are active: the Oil Industries Trade 
Union INAŠ, the Oil Industry Union - SING, the Autonomous Trade Union of Workers in Energy, Chemistry and Non-Metal 
Industry of Croatia – EKN, the Croatian Drivers’ Trade Union – SHV, and the New Solidarity Trade Union – SNS.

34 meetings were held between Slovnaft (Slovakia) and trade union representatives in 2015. Slovnaft undertakes to respect the right 
of any employee to be a member of a trade union. 

The topic of the health and safety of employees is an integral part of the agreements and discussions which are held with trade 
unions. More examples from different MOL Group companies can be found in subchapter Health Protection and Promotion above.

Diversity and inclusion

Diversity & Inclusion (D&I) is an important pillar and key driver of MOL Group’s overall Human Capital platform and is crucial 
for sustaining the strength of international growth. MOL Group’s Diversity & Inclusion vision is to build a stronger company by 
fostering an inclusive culture that leverages diversity as a competitive advantage. With strong support across the business, MOL 
Group is committed to promoting a culture of diversity and to creating an environment that allows the global workforce of diverse 
backgrounds, experiences and perspectives to contribute to collaboratively achieving results without boundaries. MOL Group 
fosters equal opportunities for all employees and job applicants, irrespective of race, colour, religion, gender, national origin or age. 

MOL Group’s Diversity & Inclusion strategy addresses 3 key elements: internationalization, the retention of young talents and 
knowledge transfer between generations. 

Internationalization is clearly visible at MOL Group’s HQ, where 14% of all employees (representing 29 nationalities), are non-
Hungarian. Moreover, more than 280 employees are working on international assignments. Meanwhile, the proportion of female 
Growww program participants is at around 36%.

To support the second pillar of the diversity strategy, the MOL Group Diversity employee value proposition was created to attract 
and retain young talent (Generation Y). One significant achievement is the Flexible Working Arrangements Program that was 
launched to improve business efficiency and leverage productivity and individual innovation while promoting employees’ work-
life balance through the provision of flexible working opportunities. Part-time employment is also increasing. The technical career 
ladder for the E&P workforce was also introduced, as described in the section on Development above. 

Part-time employment at MOL Group

2010 2011 2012 2013 2014 2015

Part-time employees (number of people) 191 261 293 263 282 380

Proportion of part-time employees to total 
workforce (%)

0.59% 0.83% 0.99% 0.91% 1.03% 1.46%

MOL’s Women Leadership Network was initiated to strengthen the communication, collaboration and professional networking of 
MOL’s female leaders, and to promote knowledge transfer between different generations. Approximately 60 female leaders across 
MOL Group participated in a group-level event dedicated to this network in July 2015.

To further support our Diversity & Inclusion strategy, a comprehensive framework was developed to help generate new initiatives 
on an ongoing basis during 2015 and 2016. Preparations had already commenced in 2015 for creating employee networks such as 
the D&I Champions Network and Employee Resource Groups (for example, the Young Employee Network, and the Multicultural 
Network, etc.) to bring people together. Also, a brand new program – FEMMe: the Female Engineers MOL Program Me - was initi-
ated to address the key challenges which women face in the Oil and Gas industry. 

In 2015, INA partnered with MAMFORCE to pursue certification in the Mamforce basic standard. This standard is awarded to 
organizations that recognize the needs of their employees and that manage to organize work and working environment while 
respecting the principle of maintaining a balance between a professional and private life, along with the equal growth and develop-
ment of each employee.

MOL Group is committed to ensuring equal opportunities in recruitment, career development, promotion, training and reward 
processes for all employees. 

In Hungary, the employee representation bodies and the Company signed MOL Plc.’s 3rd Equal Opportunity Plan in 2015 (for the 
period 2015- 2017). Equal Opportunity Plans with similar content have been also signed and made public by our affiliate companies 
MOL Petrochemicals and Petrolszolg Ltd.

In terms of rehabilitation procedures, MOL Group pays special attention to employees whose ability to work has changed and 
those with disabilities. If the ability to work any of MOL’s employees is reduced, then the Company will always investigate further 
employment options. MOL operates a rehabilitation committee to support this process.

On the one hand, MOL has assessed the positions at MOL Plc. which can be filled by employees with disabilities. Additionally, new 
recruitment channels for employees with disabilities have been identified and can now be used. On the other hand, we also track 
the number of employees with a reduced working capability to be able to provide better opportunities for these employees. Since 
legal definitions of reduced work capability vary by country, we use our own internal definition. Our aim is to be able to provide 
employment for everyone, which is a challenging goal in an industry where employees often do heavy physical work. In 2015, 545 
people with reduced work capability were employed throughout MOL Group, which represents 2.3% compared to total headcount. 
At MOL Plc. 12 disabled people were employed in 2015, which resulted in HUF 9.8 million savings on the rehabilitation contribution 
the company would have to pay otherwise.

5. COMMuNITIES
General aim: Enhance trust and credibility among stakeholders

ACHIEVEMENTS:
  In 2015, MOL Group supported social investment projects with 0.27% of its EBITDA, or 1.9 billion HUF in absolute terms 

(excluding leveraged donations derived from tax-base decreasing donation instruments)
  80% of MOL Group member companies had issued Local Operative Regulations about social engagement by the end of 2015
  The London Benchmarking Group (LBG) social investment measurement model was deployed in international upstream operations
 
CHALLENgES:
  Managing community concerns and introducing local grievance management systems to an increasing number of sites
  Establishing a long-term strategy together with local communities and not-for-profit organizations in operational areas outside 

Europe
 
5.1 CommUnitY relationships

Related objectives:
•  “Develop a group-level social engagement plan”
•  “All countries to have an annually updated social engagement plan, implementing key pillars of engagement”
 
By 2015, we had managed to deploy our social engagement plan to 80% of all companies within MOL Group. Most of the countries 
where MOL Group operates are now covered. 
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