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The present organizational context — CEOs’ view

PwC’s CEOs Global Survey

I - The PwC’s CEOs Global Survey has the
nnual al Urvey

HeRig e purpose to examine how CEOs realize the
business context in which they are
operating and how a connected world may
affect companies’ success.

« This is our 12th edition and the
methodology used follows exactly the same
standards as previous editions.

= Davos, at the Annual Global Economic
i vaiitnnl | FOrum.

Future - From September to December 2008 were
proof realized 1.124 interviews with CEOs in 50
countries.
plans
7 « The collected informations were analyzed
\ ﬂm by PwC’s specialists and presented in
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The present organizational context — CEOS’ view

PwC’s CEOs Global Survey - 2009

« The present organizational context
analysis' should consider:

¢ Short terms
cenarios.

¢ The macro
tendencies which
draw
organizations’
transformation for
the next years.

PricewaterhouseCoopers
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Q: How would you assass your level of confidence in prospects for the revenue growth
of your company over the next 12 months?
Q: How would you assass your level of confidence in prospects for the revenue growth
of your company over the next 3 years?
Base: All respondents 2000: 1,124; 2008: 1,150; 2007: 1,084; 2005: 1,324,

2004: 1,304; 2003: 902
Source: FricewaterhouseCoopars 12th Annual Global CED Survey 2009

Note: 2009 data are based on intandews conducted in the last quarter of 2008.

2006 confidence question was not asked.
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The present organizational context — CEOS’ view

PwC’s CEOs Global Survey - 2009

Despite of many uncertainties about globalization and global
economic growths directions, some transforming strength are still
present in future cenarios considered by the CEOs.

0.2
Uncertainty about globalisation runs high

Governments will become more protectionist

There will continue to be a shortage of skilled emplo
because of the inadaquacy of integration of older workers,
women and immigrarts into the labour fores

Theworld will be more open to free intemational trade

Integrating older workers, women and immigrants into the
labour force will reduce the pressues on the talent market

. . . Efficiency of resource usage will improve and
The pres=ure on natural resources will continue toincrease reduce the pressure on natural resources

Political and religious tension in the world will increase Political and religious tension in the world will have eased
A new 22t of countries will emerge and challzngs the

! K The =o-called G nations will ramain the dominant
aconamic, political and cuttural power of the Ga

economic, political and cultural powers in the world

The gap between rich and poor people will increass

Government and business efforts will be insufficient to
reduce s.ign'rficam&ths ln'lg;act of key global rizks such
as climate change, temorism and financial crises

The gap betwesn rich and poor people will decreass

Govemment and business efforts will be able to find
solutions to reduce the impact of key glokal risks like
climate change, termorism and financial crises

% of respondents who agreed with the scanario

Q: Which of the following scenarios do you feel is more likely to occur in the future, kesping in mind they may not be mutually exclusive?
Base: All Respondents chose a scenario from each pair, or the option ‘Don’t know/Refusad' 1,124,

Source: PricewatarhouseCoopars 12th Annual Global CEQ Survay 2009
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The present organizational context — CEOS’ view

PwC’s CEOs Global Survey - 2009

Long Term Critical Success Factors:

31.24

Talent, agility, reputation and customer service are the critical drivers of long-term success

Arccess to, and retention of, kay takent 1

Ability to adapt to change 1

Strength of your brand and reputation
High-quality customer sarvica
Customer or market intelligence

Technological innovation

Efficient sourcing or supply
chain management

Access to capital
Abirlgiyto implament succassful
collaborative businezs partnarships

Strength of your corporate social
responszibility programmes

Access to affordable natural resources
{e.0., raw materials, water, energy)

s
I R
I
I
I

0%
[ tct at allimportant [ Notvery important Important [ Critical
@: How important are the following sources of competitive advantage in sustaining your growth over the long tarm?

Base: All respondents 1,124
Source: PricewaterhouseCoopars 12th Annual Global CED Survey 2009
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The present organizational context — CEOS’ view

PwC’s CEOs Global Survey - 2009

e |novation
 Environmental issues
« Demographic changes

« Society and young talents’ expectation changes

PricewaterhouseCoopers Slide 8
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Emergent markets expectations
New expectations and perspectives

PEOPLE

« Challenge, learning,
contributions

» Enterpreneurism
environment

« Recognition and competive
rewards

+ Fell important

+ Great development
opportunities

« Personal and working life
balance

« Career plan
« Ethic behaviour

t

COMPANY

» Supported Results

* High productivity

» Competence, commitment and trust
+ Reward as performance

+ Few promisses about jobs’
maintenance

+ Keep and motivate the best
employees

» Protect their intelectual resources

« Social Responsability

Clarity Agreement e Contracts

PricewaterhouseCoopers
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Emergent markets expectations

Talents’ management and leadership development is an issue that is being
discussed for many years, but currently it has a different meaning, mostly in

emergent countries.

Professionals think encompassed, besides survival, they want to contribute

effectively for the company.

Emergent markets characteristics:

« They are growing in fast rhythm. Identify
talents to follow this expansion is an
extraordinary challenge.

« Companies from developed countries try to
export talent’s strategies used “at home” —
with unfavorable results

« Some companies conquest employees by
keeping the promise of fast career growth,
relevant work and meritocracy culture.

PricewaterhouseCoopers

Talents’
attraction and
retention plan

Branding

Remarkable excellence
Leading global
company

Inspiring leadership

Source: Harvard Business Review - 2008

Purpose

Mission, Value
Global citizenship
Region Commitment

romisses Accomplished

. promisses

Talents’
agreement

Opportunity
Challeging work

Fast career growth
Continuing trainning and
development
Competitive Reward

Culture
Authenticity
Meritocracy
Connection
Talent foccused
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Emergent markets expectations

Talents’ demand tend to be a constant in developing countries, although
each country has your particularity.

Brazil shows effective shortage on the highest leadership levels, the base
needs to be prepared to support the present and future challenges.

—— Talents offer
— Talents demand

Regional

leadership Th_e growt_h of .
private universities

. occured

National . f y

Leadership in professionals
offer excess in the
market.

Medium

Management

Begginers

level

Brazil

PricewaterhouseCoopers Fonte: Harvard Business Review - 2008 Slide 12
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Strategies to deal with the challenges of talents’ management

Talents’ management — Global View

3.2.2.1

3.2.2.2

Talent shortage remains the top concern

To retain talent, companies increase workplace flexibility and redeploy workers

Limitad supplﬁ« of candidatas
with the right skills

Challenges in recruiting and
integrating youngear employess
F‘ro\.n'dinﬁ attractive career
paths for our industry
Competitors recriting some

of wour best people

Key employess making carser
changes for personal reasons
Declining college and university enrolments
inscience and technolgy fields

Understanding and forecasting
talent availability in developing
and emeamging courtriss
Retirements of older workers

Poor retantion of famale talents

Craating a mors flaxibla
working environment

Redeploying pivotal emplo
P WM%@ the orgaﬁiszggﬁ

Creating opportunities for employess to
engage in socially responsible activities
Collaborating with networks of
extermal specialists to attract talent
‘Working with universities to

tailor learning to your nesds

Hiring and developing talent from a
more diverse pool (2.4., retiress,

former employees, fam alas, etc)

Cutsourcing business functions
Using more temporary or contractual staff

Acquirinb% ather companies to
obtain critical expertiza

Other |7 Other |-
Don't knowRefusad |4 Don't knowrefusad |4
0% 0%

Q: Considering the talent required for the success of your business, Q: In order to ensure the long-term success and durability of your business, does your

what ara the key challenges you faca? strategy regarding your people includs any of the following measuras?
Base: All respondants 1,124 Base: All respondents 1,124
Sowrce: PricewaterhouseCoopears 12th Annual Global CEQ Suney 2009 Source: PricewatarhouseCoopears 12th Annual Global CEQ Survey 2009
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Strategies to deal with the challenges of talents’ management

Importance of Talents’management in Brazil.

| Important activity for 6%
human capital
objectives.

Important activity to

» . 0,
company’s operations in 15%

<

5 all areas.

g

< o

5 Strategic activity for the 12%

c<£ company cons.|der|ng
short and medium term.
Strategic activity seen
as crucial to garantee
the growth and the

+ perpetuity of the

| company in long term.

Source: Talents’ management benchmarking — PwC 2009

PricewaterhouseCoopers
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Strategies to deal with the challenges of talents’ management

- Drawing, implementing and managing a talents’ management model requires attention both to
functionality and system vitality:

Functionality wheel Vitality wheel
. High
comm m'”'strati
. . . ommitment Oon
Recruitment & Selection Integration Involvement
Respansability Responsability
- S
. b
Retentid / ‘ é’
S Commitment
4 &
I
Involvement
' Involvement
Commitment
= 5’
\ ‘ velopment 3
(7]
Responsability
Responsability
Recognition and Performance management Involvement
Reward Commitment
o ) Manage, Adapted from Ready & Conger
Company’s A situation in front of maturity curves S Harvard Business Review, 2008
PricewaterhouseCoopers (market's best practices) Slide 16



Strategies to deal with the challenges of talents’ management

Organizational targets' engagement with talents' management

in Brazil.

Low

Moderate
engagement engagement

3%

31%

3%

10%

0%

26%

Engaged High
engagement
38% 28%
39% 48%
61% 13%

0%

19%

45%

35%

Source: Talents’ management benchmarking — PwC 2009

PricewaterhouseCoopers

The Talents

HR Professionals

Managers

High Administration

= The engagement
level showed by
managers and HR
professionals is
positive but could be
higher considering
these publics have
high influence on the
processes
effectiveness.
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Strategies to deal with the challenges of talents’ management

Leadership Development

Leadership Pipeline — Leadership challenges

LEADERSHIP-
FOMERED COMPAMY

N s S R AT

THE Step 6
LEADERSHIP Gro%
PIPELINE S log,, /
{0W TO AUILD THE e
Step

Ram Charam, 2004

Big step rite

The rites helps leaders to build
emotional strength once they are
responsible for even more complexes
activities.

Both competencies and role changes in
each pipeline stage.

PricewaterhouseCoopers

18



Contact
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