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Today's journey.

Where do we DNLA in our | An example of Our view of the

Who are we? . .
come from? solutions? good practice? future?

Let’s get to know = Our business  We are happy : HIT's 360Potential and r—
Slovenia. passion. to be part of succession DNLA as the perfect

the DNLA system. combination.

family.

1 Thank you for the opportunity
' to be with you today.




Let’'s get to know Slovenia.
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Slovenia‘s business environment.

Strong Economy: Stable economic conditions with
minimal unemployment.

Innovative environment: Slovenia has a long
tradition in research and development.

Highly skilled workforce: Slovenia has a highly
educated and skilled workforce.

Small market: small country (2 million inhabitants)
and limited domestic demand.

Ageing population: Slovenia is facing a rapidly
ageing population, which poses challenges for the
labour market. Brain drain.

Tough competition: many providers in the HR
market. Their price aggressiveness requires
constant innovative enrichment of our offer.



Developing our costumers’ potential.

1. Analyzing individual‘s potential
* Assessment centres

KEY EMPLOYEE DEVELOPMENT OF *  DNLA systems
DEVELOPMENT HR SYSTEMS

2. Key employees’ development

* Competence models

* Individual development programmes
* Coaching (group or individual)

DEVELOPMENT
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3. Analysis of internal environment.
THE POTENTIAL OF INTERNAL *  Employee engagement and satisfaction

INDIVIDUAL ENVIRONMENT * organizational climate and culture
ANALYSIS

ANALYSIS

4. HR systems development.

* Succession systems

* Reward systems

Management by Objective and Performance
management

*  Process optimization
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Our partner advisory network includes over 20 experienced consultants and coaches.



Our Milestones and Cooperation with DNLA.
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Ownership Rebranding and
restructuring and

development of new partnership with
solutions using DNLA the Energos Group
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Our need / 2008

1. Atool that does not measure personality '
(psychological profile)

2. Suitable for the European cultural
environment
Reliable prediction of individual potential
4. Atool that supports:

* Selection processes

* Development of key employee

* Succession systems DN LA*
K Discovering Natural Latent Abilitiesj

Founding of the

New solution
company / SIOK

360Potential

DNLA partnership
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Successfully Implemented Projects Using DNLA.

Reorganization / DARS / 1,400 employees Use of the DNLA.

* Assesment of social and leadership competence (specifically,
resilience to stress and performance requirements).

Business Needs. * Comparison of the candidates to take up the positions.

1.

* Individual coaching for selected candidates upon assuming
Analysis of processes and restructuring of the their roles (based on DNLA insights).
organization to ensure optimal operation.

Create a lean organization to enhance efficiency in
delivering large-scale infrastructure projects.

i . Results.
Identify leaders who are competent enough (with
high enough social potential) to ensure greater Higher active engagement rate.
effectiveness while maintaining a high level of More effective management of the most challenging

commitment. departments.
Revitalization of the management structure.

Requirements and DNLA assessment Comparison of Appointing leaders Leadership Achieving
expectations candidates coaching goals
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Successfully Implemented Projects Using DNLA.

Young Potentials / SIJ / 3.800 employees Use of the DNLA.

* Identification of prospective recruits (especially Stress
Resilience, Goal Dynamics and Drive to Succees)
* Development needs analysis and development plans for

Business need. _
young potentials.

1. ldentify and retain the best individuals in the SlJ * Monitoring the development of potentials.

Group.

2. Expanding the pool of potential successors for key

positions. Results.

3. Increasing motivation in the best individuals in the Over 50 outstanding individuals identified.

S Group. Most of them now play key business roles in the system.
Developing an organizational culture towards a learning
organization and developing internal staff.

Talent T — Career talks and Talent management  Talent Appointing
identification Career paths strategy development successors



Successfully Implemented Projects Using DNLA.

Use of the DNLA.

Selection / MOL SLO / 170 petrol stations

after merging with OMW * Shortlisting potential based on DNLA analysis.
* Benchmarking candidates against successful colleagues.

Business need. * Monitoring personal development (basis for training).

1. To find the best candidates for the job in the Pomurje
region (with a limited supply of workers). Results.

2. To check what performance can be ecpected after
recruitment (to avoid selection errors as much as
possible).

3. To prepare new (young) staff for important business
roles after the merger with OMW SLO.

Enhanced employer reputation in the local area due to
positive new employee experiences.

Most identified talents now play key business roles within
the system.
They can now depend on the talents they have developed.

Requests and N WR— Comparison of Selection and Personal Using talent in
applications candidates deployment development different roles



Our costumers.

We are grateful for the opportunity
to work with leading Slovenian
companies.
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DARS

SIJ - SLOVENIAN STEEL GROUP
MOL SLOVENIA

PORT OF KOPER

SAVA INSURANCE GROUP
HOLDING OF SLOVENIAN POWER
PLANTS

PETROL GROUP

POST OF SLOVENIA

BANK OF SLOVENIA

GORENJE, PART OF HISENSE GROUP
ADRIA MOBIL

FRAPORT SLOVENIA

HIT

Today we will introduce you to the ,,Connected by succession” project at HIT d.d.




HIT d.d.

HIT d.d., headquartered in Nova Gorica,
Slovenia, is a prominent player in the
entertainment and gaming industry.

The company operates a diverse portfolio
that includes

* hotels
e casinos

* and various entertainment facilities

making it one of the largest providers of
gaming and entertainment in Europe.

10

hit

HIT d.d. encompasses: aRivEsa et ian

11 Hotels: Providing a total accommodation capacity of
2,100 guests.

6 Gaming and Entertainment Centers: These venues
offer a wide range of gaming options, including over
3,200 slot machines and 200 gaming tables.

2 Casinos: Located in popular tourist destinations,
enhancing the gaming experience for visitors.
Campsite and Slot Hall: Catering to different
preferences for leisure and entertainment.

Conference Centers: With a seating capacity of 2,500,
these facilities are designed for tailored events,
including conferences and gatherings.

In addition to gaming, HIT d.d. offers various amenities
such as restaurants, bars, wellness centers, and event
halls, creating a comprehensive entertainment
experience for guests.
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Business challenges in HIT in 2022/2023

Based on the analysis of the internal environment, we
identified the following challenges:

Employees are not proud to be HIT employees.
Leaders are not preparing successors for future roles.
There are no realistic opportunities for advancement
at all levels.

There is no system that allows the best to occupy the
best positions.

At the same time, the company's employee
structure is aging.

The percentage of young personnel (up to 40
years old) is falling intensively

The percentage of employees over 56 is increasing
rapidly.

From 2013 to 2023, the most productive age
group (31 to 40 years old) shrank by more than
50%.

Risks the company was facing:

1.

Loss of experience and knowledge: Older
staff may leave before knowledge is
systematically transferred to younger
colleagues with the potential to take on a
business role.

Inability to quickly adapt to changes and new
technologies: If leadership positions are not
filled with fresh and creative brains, the
organization can become locked into
established patterns of thinking and acting
Poor leadership continuity: The organization
risks losing leadership continuity, which can
affect the stability and performance of the
organization.



hit

universe of fun
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Results of the HIT project.

Professional analysis at the University Research Findings
 addressed at three different Universities. v' The majority of candidates were satisfied
with the usability of the DNLA -> an average
» assess the effectiveness of DNLA systems score of 3.99/5)
and processes for testing key employees [>
within the organization. v" The identification of development areas
received positive feedback -> average score
 determine whether the DNLA systems of 4.05/5
accurately and reliably identify talents, key
personnel, and potential successors. v’ the information provided by the system is

useful for future work and career
development -> average score of 4.00/5

We asked DNLA assessment participants to evaluate the DNLA Feedback coaching

process. 81 participants responded and gave us an average rating of 5/5.



Organizational vs. Individual’s potential?

Key challenges of internal potential/ 360Potential

1. We studied internal
potential and the
obstacles to developing a
modern organizational
culture.

Employees are not involved in 63%

h ) non satified
decision-making processes.

Employees do not have enough support

L . : 55% non satisfied
for developing innovative solutions.

Conflicts are not resolved 40% non satisfied
constructively and fairly.

We also made a
correlation with the DNLA
potential assessment of all
participants. We wanted
to determine whether less
developed competency
areas affect the Decision making
organizational culture.

Key challenges at the competencies development / DNLA

Challenge for 44% of individuals

Self confidence

64% of the individuals have this challenge

69% of the individuals have this challenge

Managing conflicts

Key Finding: Less developed areas of social competencies and leadership directly impact the underutilized internal potential of
the organization. By simultaneously developing both areas, a modern organizational culture is strengthened and established.



What are the characteristics of a modern
organizational culture?

/') | 360Potential
<

WeBringResults

VALUE

Directed outwards and
encourages creation of the
highest values for customers,
employees and other
stakeholders.

FLUIDITY @

It is characterized by high
agility and a positive attitude
toward rapid changes.

LEADERSHIP

It is characterised by
synergistic leadership that
encourages employee
autonomy and empowerment.

DEVELOPMENT @

Continuous learning and
systematic development of
talent is encouraged.

COMMUNICATION @

Communication is
multidirectional and is based
on open dialogue with all
stakeholders especially with
customers.

INNOVATION @

Breakthrough innovation with
stakeholders is present.

15
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Do we have a modern organizational culture?

We have asked Slovenian HR and top managers.

Which characteristic of contemporary organizational culture
do you see as the most challenging in your organization?

Transparent (agile) communication [ 5%

Synergistic leadership [|[|NNENEGNEE 19%
Agility and a positive attitude toward change |G 17%
Breakthrough innovation and
I 14%

experimentation

Creating value for stakeholders 8%

Continuous learning and talent development 8%

Source: Energos / 2024 / N =123

360Potential analysis

focuses on:

What are the obstacles to the
development of a modern
organizational culture?

Are the (desired) values really
embedded in all aspects of the
organization? / Alignment with
organizational culture /

r* )| 360Potential
A

WeBringResults
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360Potential

Indicators of non-simultaneous development of ()| 360Potent
organizational and individual potential (Our WHY)

ONLY SYSTEMATICAL DEVELOPMENT OF THE INDIVIDUAL

POTENTIAL

CASE STUDY: SLOVENIAN STEEL GROUP

= Systematic development of leadership young potential

= The HR systems (like succession planning and carrier
development, promotion systems, etc.) did not follow the
development

RESULTS:

Frustrating organizational culture (higher disengagement among
the young potentials, key talents left the company).

sij’ group

HIGH FOCUS ON DEVELOPING THE INTERNAL POTENTIAL

AND HR SYSTEMS

CASE STUDY: HIT

= Focus only on the creation and development of contemporary
HR systems

= Competencies (on individual level) development did not follow

RESULTS:

Organizational culture based on fear.

hit

universe of fun



The internal potential of the organization -
The WHY?

/‘) ‘ 360Potential
_

WeBringResults
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It enables you an in-depth analysis of the key internal factors
that that inhibit or strengthen the internal potential of your
organization.

Source: 360Potential / 2024 / Resultant & Energos / All rights reserved
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What does 360Potential measure?

360Potential measures 5 areas of an organization‘s internal potential

@ Customer Centricity

@ Digital Technological Maturity
Leadership

Organizational Culture Alignment

Cultural Potential

i

Vir: 360Potential / 2024 / Resultant in Energos / All rights reserved
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360Potential

WeBringResults

O

10 dimensions of Cultural potential.

360 Potential measures the 10 dimensions of an organization’s cultural potential.

L \O

© O \©@ \

Vir: 360Potential / 2024 / Resultant in Energos / All rights reserved

Communication and Creativity and Collaboration and Appealing Work Respect for
Information Innovation Teamwork Environment Diversity and Equal
Accessibility Opportunities

§ J . § J . J . J
O ~\O O ~\O ~D .
Learning and Talent Employer Empowerment and Agile Change Organizational
Development Reputation Employee Management Efficiency

Autonomy
§ J . § J . J . J




What do you get?

/') | 360Potential
<

WeBringResults

Analysis

A comprehensive analysis of
your organization‘s internal
potential.

Benchmark

A comparison of general
indices of internal potential
with the Slovenian average.

Report

An analytical report showing
trends in each of the
measured categories.

Actions

Insights into
Challenges

Insight into the elements that
hinder the development of a
modern (desired)
organizational culture.

Expert support

Proposals for actions and
measures to enhance your
organizational potential.

Comprehensive expert
support from experienced
consultants during the
implementation of changes.

22



We are your potential catalyst.

Main objective: fostering your long-term potential and results

KEY TALENT
DEVELOPMENT

DEVELOPMENT OF
HR SYSTEMS

DEVELOPMENT

INTEGRATION

(7,)

7 N ANALYSIS OF THE
|

<zf POTENTIAL INTERNAL

-, POTENTIAL

’ ‘ Individual level

’ “ Company level

KEY CHALLENGE AND FOCUS:

INTEGRATIVE DEVELOPMENT OF
INDIVIDUAL (DNLA)
AND ORGANIZATIONAL (360P)
POTENTIAL




Any questions?

Contact details:

Roman Klaric | roman.klaric@resultant.si | 041 231 831
Janez Zezlina | janez.zezlina@ecg.si | 041 233 390
Enej Klaric | enej.klaric@resultant.si | 040 534 876
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