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Overview 

There comes a time in every business life cycle when we 
need to reach a new level of maturity. It’s a rite of pas
sage, sometimes smooth, when lucky, most of the times 
difficult. It’s never easy to grow up, but it’s fascinating. 

 

 

 

 
 

 
 

 
 

 
Companies now 

have less time to fig
ure out how to do it right 

than they did five to ten years ago. Disruptive change 
has upended the global business landscape. The trans
formation has been so impressive that it has shifted ex
pectations and raised the bar for achieving maturity ear
lier. Sophisticated practices and behaviors that 

previously characterized a more advanced level of per
formance have become basic requirements for earlier 
stages. 

In 2019, the Romanian IT market has gone beyond the 
EUR 5 billion threshold (5 times the 2003 value and 
double the 2013 value), with an annual growth rate of 
14.3% and now contributes 6% to the country’s GDP 
(from 0.5% in 2003)1. 

The Romanian IT market has grown in a somewhat hec
tic and unstructured way until now, relying on private 
initiatives, a rather talented pool of engineers with solid 
educational background, some state support (or rather 
lack of interference) and a good technical mindset. 

Romania has been that odd smart kid in his classroom 
with a constant presence in the top 10 International 
Mathematical Olympiad since 1958, never missing out 
on any single edition. Besides mathematics, Romania is 
also a regular receiver of awards in the international 
olympiads on informatics and in very recent years has 
produced some of the best teams in robotics at global 
level.  

But it’s not only about the Olympiads. It’s more. It’s a 
mindset. And the struggle is to reach the next level 
without losing it. The challenge of growing up is to scale 
up without losing enthusiasm, sharpness or incisiveness. 
And without getting bored. We are lucky. The IT market 
in Romania is anything but boring.  

Romania has a larger number of engineers per capita, 
exceeding the figures achieved by the US, India, China 
or Russia, with BS and MS students skilled in leading 
technologies and starting their certifications early. 

1  Source: ANIS

Introduction 
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 Romania is the 6th country in the world regarding the 
number of certified IT specialists per capita, ahead of 
UK, Germany and Canada, thanks to its educational sys
tem that favors multilingual and technical skills.  

98% of Romania’s nearly 120,000 IT professionals have 
a good command of English and we have historically 
supported women in technical specializations, to 
achieve superior diversity levels than other regions. 

However, if Romania wants to grow its IT market, hectic 
and unstructured will not help overcome the plateau.  

But it’s not only about the figures.  

We need to stop talking just about the numbers and 
turn to quality if we want the industry to be sustain-
able in the long term. We need to have materials 
where we talk about the extensiveness and quality of 
the software developed in Romania – there are ap-
plications made in Romania which are running the 
world (SAP Hana, developed in Romania to a large 
extent; high percentage of games are made in Roma-
nia). Imagine IT without Romania! (Marian Popa, 
Head of DB Global Technology) 

 
The times they are achangin’, our old friend Bob Dylan 
was saying. The frequency of change in the IT business 
is staggering. The emerging technologies, the way peo
ple work, the cultural shifts, the social challenges, the in
creasing costs, they all can be barriers in growing. But 
an environment of such dynamic change also presents 
significant opportunities to those who are willing to 
evolve to respond. 

The industry has enough resources and needs to 
come together to contribute to the growth of the tal-
ent pool. We need to understand that the education 
of a citizen is the responsibility of the society, not 
just of the parents and the educational system. If 
each major IT company contributes to educating an 
individual, we would have 17,000 professionals and 
would be ready to close the talent gap.  
(Marian Popa, Head of DB Global Technology) 

 

  Why do we need to talk about scaling  
and how we did it 

Romania is uniquely positioned to become the most im
portant technology hub in Europe. There are questions 
we need to answer now – where do we go from here? 
How do we get to the next level? Can we move from a 
hectic way of growing to a more sustainable one?  

In Brainspotting and Codecool, we know that things are 
difficult. Every single day, we are talking to companies 
about their needs and barriers. With this study, we 
wanted to quantify the barriers, the challenges but also 
the solutions. Moreover, we wanted to have a glimpse 
into the minds of the industry leaders and see which is 
their long term vision on how the Romanian IT industry 
can remain competitive, adapt to the new business 
models and technologies, innovate and evolve.  

Changes in IT will not only shape the future of the IT in
dustry. Everybody is talking about Industry 4.0, consid
ered to be the fourth industrial revolution, since the 
adoption of digital technology has reached a point 
where we are ready for another radical change, the digi
tal transformation of every industry. Everybody’s future 
appears to be linked to IT in a way or the other, and the 

need for ITproficient employees will no longer be lim
ited to some industries. 

We talked with 47 of the most important companies in 
Romania, representing 20% of the companies at a na
tional level and 30% at Bucharest level in terms of num
ber of IT employees. 

How did we do it? In AprilJune 2019, we applied an on
line survey covering two main themes – barriers to scal
ing and long term vision about the industry growth in 
terms of talent. This is how we got the relevant data in 
this study. We didn’t stop here. We had 27 indepth in
terviews with company representatives, mostly CEOs, a 
really valuable resource of insightful information, opin
ions, plans and analyses.  

We grouped data and insights into chapters covering 
the current state of the market, the trends, the solutions 
and a vision for how we can develop the market. 
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Scaling efforts. Getting from 100 to 250 employees seems to 
be the hardest, with companies in this area being the 
only ones that don’t average the 3 threshold. 

 

Number of employees 1 2 3 4 5 Satisfaction with scaling 

Less than 100 50% 20% 24% 9% 33% 3.1 

100  250 50% 20% 24% 27% 0% 2.9 

250  500 0% 40% 24% 36% 0% 3.0 

500  1,000 0% 20% 18% 18% 33% 3.4 

Over 1,000 0% 0% 12% 9% 33% 4.0 

Overall      3.2 

City 1 2 3 4 5 Satisfaction  
with scaling 

Bucharest 0% 60% 59% 82% 50% 3.3 

ClujNapoca 50% 30% 29% 9% 33% 3.0 

Other* 50% 10% 12% 9% 17% 3.0 

Overall      3.2

Satisfaction with scaling – the feeling  

In general, employers seem to be neutral with scaling 
their teams, with an average of 3.2 out of 5. 

Companies which managed to pass the 1,000 employ
ees threshold seem to be the happiest with their scaling 

Satisfaction with scaling seems to be similar across all 
cities.

* Other: Iasi, Timisoara, Brasov, Pitesti.
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Growth rate expectations 

While scaling satisfaction seems to range around the 
same figures for all respondents, it should be noted that 
growth expectations tend to differ largely between com
panies. This could be a sign that company growth ex
pectations have adjusted to the limited availability of 
skilled people on the market, and companies would hap
pily grow more if the pool was larger and the costs asso
ciated with developers changing jobs often were not so 
overwhelming. While a focus on quality is a clear sign 
that the market reached a new level of maturity, the tal
ent pool growth could certainly provide a new impulse 
for the industry to grow further. 

 CAGR* for the next 3 years  

National                                                                                17.5% 
Bucharest                                                                             17.7% 
ClujNapoca                                                                         15.8% 
Other (Iasi, Brasov, Timisoara, Pitesti)                           26.5% 

 
Although the satisfaction with scaling is average, com
panies continue to plan to grow in the two digit area 
for the next 3 years in terms of talent numbers. The av
erage compound annual growth rate (3 years) at the na
tional level is 17.5%, with smaller cities going to up to 
almost 27%.  

50% of the respondents declared an expected annual 
growth rate between 515%, with another 25% respon
dents in the 2025% CAGR range and marginal respon 
ses of either 0% or more than 30%. Most companies de 
clare they have moderate growing plans and they rather 
concentrate on the quality of their processes and talent.  

While some show moderate growths rates…  

We focus on organic, healthy growth.  
(Dan  Sevcenco, R&D Viavi) 

We don’t have a growth target. We grow based on 
project demand and the talent pool. (Radu Apos
toaie, Director of Software Engineering, GoPro) 

We are now focusing on quality and on data to im-
prove our processes. (Bogdan Axinia, VP Platforms 
& Technology, eMAG) 

Others plan to recruit in the order of hundreds… 

If I had 400 new hires, I could easily bring more proj-
ects in. (Catalin Stratulat, Delivery Head Europe, 
Industrial & Engineering Services Wipro) 

We are looking to recruit around 140 people 
throughout one year. (Cristina Talaba, Chief of Staff 
– Treasury and Capital Market, Finastra) 

Our investment in Romania is long-term. We need 450 
people in the following 2 years. (Andreea Stanescu, 
General Manager, London Stock Exchange Group) 

We plan to have around 700-750 hires in the next  
3 years. (Cristian Mosorescu, R&D Director & Site 
Manager, Playtika) 

 
 

Junior talent 

Respondents are generally happy with their organiza
tion’s capability to attract junior (graduate) talent, with 
Bucharest and ClujNapoca clearly above other cities in 
terms of junior recruitment satisfaction. 

However, in spite of being highly satisfactory, the process 
does not seem to produce high numbers, with only 30% 
of the respondents hiring more than 30 juniors per year, 
and a large number of companies hiring less than 10.  

Junior talent onboarding time 

Scaling with juniors may prove a challenge even after 
the recruitment phase, with onboarding times of up to 

City Total Satisfaction with  
scaling with juniors 

Bucharest 53% 4.3 
ClujNapoca 32% 4.4 

Other 16% 3.7 
Overall  4.2 

Number of juniors 
 recruited per year 

Buchares
t 

Cluj 
Napoca Other* Total 

0 – 5 23% 33% 67% 33% 

6 – 10 18% 8% 0% 13% 

11 – 20 9% 17% 0% 10% 

21 – 30 18% 17% 0% 15% 

31 – 50 9% 17% 33% 15% 

Over 50 23% 8% 0% 15%

Onboarding duration for juniors % 

Up to 1 month 3% 

1  3 months 21% 

3  6 months 30% 

6  12 months 38% 

Over 12 months 5% 

I don’t know 3%

* Other: Iasi, Timisoara, Brasov, Pitesti.

* CAGR – Compound annual growth rate

* Other: Iasi, Timisoara, Brasov, Pitesti.
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12 months. On a market where offtheshelf skills are 
less and less available, companies may want to consider 
this to be the norm in terms of time and effort in the 
following years. 

 
Internships 

Some companies attract juniors to internship programs 
before the company decides to extend an employment 
agreement to successful candidates.  

We have a junior bootcamp program for final year 
students, we train them for 3 months, then they 
shadow our production teams and have another 3 
months to adapt to real work conditions, and finally 
we make a hiring decision, a positive one in the large 
majority of cases. (Eugen Belea, Engineering 
 Director, BU Digital Cockpit, Connected Car, 
 Harman International) 

We on-board around 40-50 interns each year, we 
started 19 years ago as a Motorola R&D center in-
side the Polytechnics and we’ve always had an edu-
cation mindset. The level of quality of education in 
Romania is high - we train engineers who architect 
very complex projects.  
(Radu Pavel, Country Manager, NXP) 

 
On the positive side, juniors are generally seen as smart 
and eager to learn, intuitive, creative, fresh, flexible, and 
easier to shape in line with the company’s culture and 
expectations.  

It is interesting that they have a completely different 
take on risks and their flexibility helps them adjust. 

Juniors’ main interest is about the technical chal-
lenge. As an employer of choice, we need to accom-
pany them to discover the whole project and better 
integrate within the company.  
(Jean Pierre Brouste, Head of IT Service Center,  
Société Générale European Business Services) 

 

Diploma requirement 

While a software diploma seems to be a mandatory re
quirement for only half of the respondents (especially 
for the specific mindset created in a technical univer
sity), the general feeling is that a BS will be a strong 
competitive advantage for candidates. 
 

A BS is not a guarantee of skills, but of an algorith-
mic reasoning that is key in our line of work.  
(Radu Apostoaie, GoPro) 

We require a diploma because we target a specific 
profile, and we are mainly looking at the top universi-
ties.  
(Cristina Talaba, Chief of Staff – Treasury and 
Capital Market, Finastra) 

 Do you require a software diploma 
from software developers? % 

No 52% 

Yes 48%
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The market seems to be heading to delivering more 
complex projects and there is a switch in the type of 
profiles companies are starting to look for. Product com
panies, and not only, talk about software engineers or 
fullstack developers, able to deliver end to end, who 
have the customer in mind, and are able and interested 
to get their noses in all areas of an app. This is not a 
highly available profile on the market and most of the 
employers feel the pressure. 

The quality of talent, on the one hand, and salary ex
pectations, on the other hand, are the two most impor
tant barriers companies have to overcome in order to 
grow further (and possibly what keeps scaling satisfac
tion to a neutral position of 3 out of 5 points overall). 

However, what seems to rather hurt companies in terms 
of scaling (at least 30% of them) is the lack of sufficient 
seniors to mentor and onboard juniors. Companies 
which pointed out this aspect seem to have the lowest 
satisfaction with their scaling efforts – 2.6.  

39% of the employers in Bucharest feel they could grow 
faster if they achieved better vacancy filling times (and 
only 25% of companies in ClujNapoca or 17% of the 
companies in other cities do so).  

Although the average time to fill for a developer role is 
around 2 months [Brainspotting, Recruitment KPIs, 
2018], for some high complexity roles (e.g. PhD soft
ware engineers), fill in times could go as high as 8 
months. To fill their vacancies faster, companies who 

Barriers  
to scaling

Scaling barriers Total Satisfaction with scaling 

Quality of talent (level of experience,  
ability to deliver high complexity projects) 63% 3.0 

Salary expectations 46% 3.0 

Soft skills of talent 33% 3.2 

Time to fill 33% 3.2 

Lack of sufficient number of senior developers who could  
onboard/mentor the juniors 33% 2.6 

Graduate availability (quality of graduates  
and onboarding time and costs) 24% 3.2 

Talent availability (availability of offtheshelf skills  
on the market) 17% 3.1 

Costs (salary, overall costs of doing business  
in Romania) 17% 3.0 

Legislation or legal aspects 15% 3.0 



used to recruit inhouse are now considering recruit
ment agencies. 

Although average salaries in IT are 5 to 15% higher in 
Bucharest [Brainspotting, IT Salary Survey, 2018], salary 
expectations are a major pushback in both ClujNapoca 
(58%) and other cities (67%). 

Interestingly enough, both overall costs of doing busi
ness and legislation/legal aspects have a low impact as 
compared to other factors in scaling the teams. On the 
other hand, soft skills seem to have a large impact upon 
scaling, proving once again that not only the level of ex
perience matters, but also the attitude towards work. 

Companies between 250 to 500 employees and over 
1,000 seem to face the same combination of challenges 
– quality of talent, time to fill and salary expectations. 
Legislation seems to have an impact on scaling in com
panies between 100250 and between 5001,000 em
ployees.  

The lack of mentoring capability is obviously hurting the 
scaling efforts of small companies (under 100 employ
ees), but also of companies between 500 and 1,000 em
ployees, while larger players with more than 1,000 em
ployees seem to have found means to overcome this 
drawback. 

10

Scaling barriers Bucharest ClujNapoca Other 

Quality of talent (level of experience,  
ability to deliver high complexity projects) 61% 50% 100% 

Salary expectations 36% 58% 67% 

Soft skills of talent 25% 33% 67% 

Time to fill 39% 25% 17% 

Lack of sufficient number of senior developers  
who could onboard/mentor the juniors 29% 33% 50% 

Graduate availability (quality of graduates  
and onboarding time and costs) 32% 17% 0% 

Talent availability (availability of offtheshelf skills  
on the market) 18% 17% 17% 

Costs (salary, overall costs of doing business in Romania) 11% 17% 50% 

Legislation or legal aspects 11% 25% 17%

Scaling barriers Less than 100 100  250 250  500 500 – 1,000 Over 1,000 

Quality of talent (level of experience,  
ability to deliver high complexity projects) 70% 60% 67% 56% 60% 

Salary expectations 40% 50% 42% 44% 60% 

Soft skills of talent 30% 50% 33% 22% 20% 

Time to fill 30% 20% 58% 11% 40% 

Lack of sufficient number of senior developers 
who could onboard/mentor the juniors 40% 30% 17% 56% 20% 

Graduate availability (quality of graduates  
and onboarding time and costs) 10% 30% 33% 22% 20% 

Talent availability (availability of offtheshelf 
skills on the market) 20% 20% 8% 22% 20% 

Costs (salary, overall costs of doing business  
in Romania) 30% 20% 0% 33% 0% 

Legislation or legal aspects 0% 40% 0% 33% 0% 
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The talent gap - We miss an alarming 
number of 15,467 professionals per year 

There is an obvious gap between demand and offer in 
the recruitment playground of the IT industry. Generally 
known as the “industry with 0% unemployment ratio”, 
the IT industry employs some 8.4 million people in the 
EU28 states only, and there is room for 500,000 more 
by 2020 (EUROSTAT). 

According to the European Commission, the demand for 
ICT workers is growing at 4% each year, jeopardising the 
EU’s potential for growth and digital competitiveness by 
outpacing supply. 

In Romania, there are 5 top polytechnic universities, 59 
state universities and approx. 50 private universities 
training students in the main technical specializations. 
However, they only provide around 9,500 graduates per 
year, nearly one third of them in Bucharest. 

With employers aiming at 2digit growth in their number 
of employees per year, the talent gap is over 15,000 
professionals per year and could reach an alarming pro
portion of up to 24% of the needed IT workforce in the 
following 3 years.

 University open places 

Bucharest 2,898 

ClujNapoca 1,759 

Iasi 1,377 

Timisoara 746 

Brasov 595 

Sibiu 330 

Craiova 535 

Targu Mures 324 

Ploiesti 345 

Pitesti 149 

Galati 221 

Suceava 175 

  9,454 

Source: University data regarding number of vacancies for the main  technology 
specializations. Sources: Respondent data regarding recruitment objectives for the next 3 years. University data regarding number of vacancies for the main technology specializations. 

 CAGR Talent Gap (3 years) Talent Gap (per year) %age talent gap  
per region 

National 17.5% 46,401 15,467 24% 

Bucharest 17.7% 29,170 9,723 30% 

ClujNapoca 15.8% 11,272 3,757 24% 

Other (Iasi, Brasov, Timisoara, 
Pitesti) 26.5% 5,959 1,986 12% 
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Quality of talent 

Highlighted as the most important barrier to scaling by 
all respondents, quality of talent translates into a set of 
difficulties: fresh graduates have a certain good techni
cal level, but lack vision and soft skills; there is a huge 
difference between candidate expectations and their 
level of performance and universities lack the capacity 
to train more specialized skills; plus, employers are tar
geting more complex skills in professionals, skills that 
have not had the chance to be developed in the current 
and previous projects on the market.  

There have been quite a few situations when we saw 
a discrepancy between candidate expectations and 
their skills. (Dan Sevcenco, Viavi) 

The Romanian market does not allow a fair balance 
between skills and salaries – sometimes, in 3 months 
some of the hires prove to be low performers. 
 (Andrei Sandu, InCrys) 

 
However, there are companies who are happy with the 
quality of their recruits.  
 

We have good results with our graduates; they have 
good basic technical skills; they need a bit of shaping 
in their attitude. 
(Marian Popa, Head of DB Global Technology) 

We are happy with the quality we get for seniors. 
 (Simona Pavelescu, Systematic) 

Average graduates are lower quality than before, but 
top students are better, some times much better 
than before. (Florin Tataru, Enea) 

The quality of talent is very good; in 3 months they 
move to senior roles over established projects.  
(Andreea Stanescu,  
London Stock Exchange Group) 

 

Roles difficult to hire 

Six out of ten technology companies face difficulty in 
hiring Fullstack Developers and five out of ten have a 
problem with Architects. 

The most difficult role to fill is Architect because it’s 
a high level job and really good people are rather sta-
ble and don’t leave companies easily.  
(Cristian Mosorescu, Playtika) 

Sometimes we find it difficult to recruit, for example, 
software integration specialists with automotive in-
sights - software engineers that piece together the 
parts of a complex software; this role is close to a re-
lease engineer, but also has automotive-specific 
traits; schools do not train graduates specifically for 
this type of job.  
(Eugen Belea, Harman International) 

 
Sales and Business Analyst roles appear to be easiest to 
fill in the IT industry, and no major problems seem to 
exist with Project Managers, Quality Assurance and mo
bile developers. 

The shortage in Backend, Frontend and DevOps posi
tions appears to impact companies in all sizes, while big 
data scientists are more in demand with larger 
 employers.

Roles difficult to hire Total Satisfaction  
with scaling 

Fullstack Developers 59% 3.0 

Architects 48% 2.9 

Backend Developers 39% 2.9 

Big Data / Data scientists 35% 3.5 

Frontend Developers 28% 3.6 

DevOps 28% 3.6 

Security 24% 3.1 

Project Managers 11% 3.2 

Quality Assurance 9% 3.5 

Mobile Developers 9% 3.5 

Sales, presales, business 
developers 4% 4.5 

Business Analysts 2% 3.0 



13

Technologies difficult to hire 

Java is the hardest to recruit. However, companies that 
target Python seem to havet the smallest scaling satis
faction.  

Old technologies are also very difficult to hire, this 
opening a good window for reconversion. 

It is difficult to hire for old technologies – Cobol, 
Drupal, Calypso, or for very new technologies where 
there are no seniors in Romania. (Andreea  Stanescu, 
London Stock Exchange Group) 
 

 
 
 
 
 
 
 
 
 
 
 
 
Roles difficult to hire based  
on the company size (number of employees)

 

Roles difficult to hire Less than 100 100 – 250  250 – 500  500 – 1,000 Over 1,000 

Fullstack Developers 70% 40% 58% 44% 100% 

Architects 30% 50% 42% 56% 80% 

Backend Developers 30% 40% 50% 44% 20% 

Big Data /  
Data scientists 20% 20% 33% 56% 60% 

Frontend Developers 30% 30% 17% 33% 40% 

DevOps 40% 0% 17% 56% 40% 

Security 20% 10% 50% 11% 20% 

Project Managers 0% 20% 17% 11% 0% 

Quality Assurance 30% 10% 0% 0% 0% 

Mobile Developers 10% 10% 0% 11% 20% 

Sales, presales, business  
developers 10% 0% 0% 11% 0% 

Business Analysts 0% 0% 0% 0% 20%

Technologies  
difficult to hire Total Satisfaction  

with scaling 

Java 57% 2.9 

C/C++ 30% 3.1 

Big Data 30% 3.6 

Angular 28% 3.6 

JavaScript 26% 3.4 

C#/.NET 22% 3.0 

Python 15% 2.3 

PHP 9% 2.8 

RPA 9% 4.0 

Salesforce 7% 3.3
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Cobol skills are quite limited on the market.  
(Jean Pierre Brouste, SGEBS) 

 

Salary expectations 

Roughly half of the respondents placed salary expecta
tions as one of the top barriers to scaling, with more 
pressure felt by employers in smaller cities. 

On the upside, this level of compensation may have re
duced the brain drain in the IT industry or may con
tribute to bringing back some of the talent. 

I trust people will come back to Romania because 
net salaries are higher, taking into consideration the 
cost of living. (Cristian Mosorescu, Playtika) 

As to salaries, Romania needs to align to the EU 
practices, to keep talent from leaving the country, in 
particular graduates. (Bogdan Lucaci, Gameloft) 

 
And companies are willing to pay the price… 

We are looking for highly skilled, talented people, we 
need talents, not volume and we are willing to pay 
the price when we find them; the minimum salary is 
increasing, Romania is becoming expensive, but we 
didn’t come here because it was cheaper.  
(Bogdan Lucaci, Gameloft) 

 
…especially as the overall cost of business is still com
petitive in Romania. 

Salaries are more and more comparable with the 
ones abroad, but the overall cost is still interesting as 
a nearshore entity. (Jean Pierre Brouste, SGEBS) 

Salaries have increased quite a lot. We are still com-
petitive as compared to Western countries, but if we 
grow further we will no longer be attractive. We are 
expensive in terms of net salaries, but still have an 
edge in business costs. (Radu Apostoae, GoPro) 

Soft skills of talent 

Companies value the soft skills as much as the hard 
skills and the importance of soft seems to grow con
stantly.  
 

Soft skills have grown in importance, we have always 
placed great emphasis on them (good technical peo-
ple that we rejected for lack of soft skills), in particu-
lar for high salaries and seniority. With juniors we are 
more permissive, because they may learn over time. 
(Andrei Sandu, InCrys) 

Soft skills are very important to us. We have a strong 
lifestyle, aspirational brand. We need people who fit 
our culture and share our core values, but are other-
wise as diverse as possible. (Radu Apostoae, GoPro) 

All clients started to need people who understand 
their business. In IT, just coding is no longer enough, 
soft skills are the differentiator. (Constantin Iftime, 
RINF) 

 

However, employers admit to constantly hiring for the 
technical and develop the soft. 

Technologies  
difficult to hire Bucharest ClujNapoca Other 

Java 54% 67% 50% 

C/C++ 29% 42% 17% 

Big Data 36% 17% 33% 

Angular 25% 42% 17% 

JavaScript 32% 17% 17% 

C#/.NET 18% 25% 33% 

Python 11% 8% 50% 

PHP 11% 0% 17% 

RPA 11% 8% 0% 

Salesforce 11% 0% 0% 

How important are soft skills  % 

As important as the technical skills 69% 

Less important than the technical skills 20% 

More important than technical skills 11%
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Soft skills are paramount: people work in a remote 
environment, across centers. We have accepted we 
need to train them. (Andreea Stanescu, London 
Stock Exchange Group) 

Ideally soft skills would be as important as the tech-
nical skills, but reality shows that in certain cases we 
tend to deprioritize them; one takes people onboard 
hoping they can be ‘fixed’. (Simona Pavelescu, 
 Systematic) 

 
School has a say in this state of facts  we either have 
universities that only train soft skills and graduates have 
nowhere to use them, or universities that only train 
technical skills, neglecting the soft.  

Soft skills are not trained in school. They are less im-
portant, but certainly more important now than they 
were 5 years ago. (Bogdan Lucaci, Studio  Creations 
Manager, Gameloft) 

 

Soft skills are no longer a "nice to have" asset. At 
Codecool we value the personal capacities and per-
ceive the value of a fully trained individual as being 
impactful in the team and at organizational level. 
Here are some skills we believe in and teach our stu-
dents throughout the course: 
Teamwork / Transparent Communication / 
 Responsibility / Growth Mindset / Self-awareness / 
Ownership / Focus on Quality / Presentation Skills / 
Focus on Feedback 
(Claudia Tamasi, Country Manager, Codecool) 

 

Team work and communication are the most important 
skills required. Four out of ten companies also value 
adaptability – projects and technologies change and 
professionals need to be ready and flexible to take on 
complex projects. 

Understanding customer needs, business thinking, cul
tural fitness and emotional intelligence were also singled 
out in interviews as paramount to some companies, 
some even allocating budgets to training them. 

Soft skills and competencies Total 

Team work 61% 

Communication 54% 

Adaptability 41% 

Understand customer needs 39% 

Business thinking 37% 

Learning agility 35% 

Cultural fit 35% 

Feedback culture  give, receive feedback 26% 

Emotional intelligence 26% 

Agile working methods 22% 

Leadership 22% 

Capacity to understand  
the whole application 20% 
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Trends Technology is changing everything, and the rate at 
which technology is changing is accelerating and will 
never be slow again.  But Romania is well placed to gain 
competitive advantage in this innovative market, with 
the flexible mindset of its young talent and the solid 
background of more senior professionals.  

If you want to work with the latest technologies, 
check out Romania, India, China, Vietnam – where 
companies are growing their R&D centers to increase 
operational efficiency. (Radu Pavel, NXP) 

 
In order to remain relevant and to succeed, an emerging 
technology strategy needs to be a part of every busi
ness, but also a part of every nation’s strategy.  
 

Emerging Technologies And The 
Adaptation Of Talent 

Everybody is talking about new and emerging technolo
gies and Machine Learning, Artificial Intelligence, Cloud, 

Technologies that will influence  
the talent market in the next 3 years  Total 

Machine learning, AI 78% 

Security 65% 

Cloud 65% 

DevOps 57% 

Big Data 50% 

Commodity development roles  
(Java, .NET, PHP, etc) 28% 

Blockchain 24% 

Quantum computing 7%Based on mentions frequency in our indepth interviews and survey comments
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Big Data or ADAS have been the buzzwords for quite a 
while. How are these technologies going to change the 
IT industry landscape in Romania? 

The emerging technologies are also shaping the talent 
market, changing the roles and creating new expecta
tions. Is the talent prepared to cope with it?  

The global trends are no stranger to Romania’s IT mar
ket, where businesses seem to place particular focus on 
Machine Learning, AI, Cloud or Security. Analyzing the 
datasets to a more indepth level, there are interesting 
nuances, based on company size or location:  

n Machine learning, Artificial Intelligence, Security, 
Blockchain, Big Data are more interesting to compa
nies based in ClujNapoca than to the ones based in 
Bucharest; 
n 100% of companies with more than 1,000 emplo 
yees think Machine Learning, Artificial Intelligence 
and Cloud will influence the talent market in the fol
lowing years, while 7080% of smaller companies 
have the same opinion;  
n Blockchain will influence the talent market, accor 
ding to 60% of companies over 1,000 employees, 
while only 11% to 25% of smaller companies think it 
is likely to do so.  

What is the workforce landscape  
going to look like?  

There appears to be a growing mismatch between 
today’s economy and the we traditionally looked at jobs. 
Employment structures are rooted in the past. As tech
nological breakthroughs rapidly shift the frontier be
tween the work tasks performed by humans and those 
performed by machines and algorithms, global labour 
markets are undergoing major transformations.  

A WEF report shows that “75 million jobs may be dis
placed by a shift in the division of labour between hu
mans and machines, while 133 million new roles may 
emerge that are more adapted to the new division of 
labour between humans, machines and algorithms”.1 

The increased pace at which companies adopt new 
technologies could also shorten the shelf life of existing 
skills, thus exacerbating the existing gap. On the posi
tive side, though, digital skills will become part of every 
job and will thus create immense opportunities for all. 

Dan Sevcenco, R&D Director of Viavi, thinks that the 
programming language will no longer be important, and 
more relevant will be the domain knowledge. “They will 
need to be polyglots in the main IT technologies and 
have solid domain knowledge”. Simona Pavelescu, Gen
eral Manager of Systematic, feels that students find a 
great interest in Cybersecurity and Artificial Intelligence.  

IT should be general knowledge for everyone, in all 
professions. (Radu Apostoae, Director of GoPro).  

There will be two types of jobs in the future – one in 
which we tell robots what to do and the other one in 
which the robots tell us what to do. Which one 
would you choose? (Andrei Sandu, Managing 
 Director of InCrys) 

But we shouldn't be afraid that machines could take our 
jobs. We will be the ones who will run the machines, not 
otherwise, and that leaves a huge room for innovation.  

The solution to the IT talent gap in the future is au-
tomation anyway – robots will fill the existing gap 

1 http://www3.weforum.org/docs/WEF_Future_of_Jobs_2018.p
df

and will push testers towards coding, leaving people 
more room to do what they like – to create. And the 
benefits are huge here: the offer grows, people will no 
longer switch jobs so often. Mankind is unable to 
solve its software issue – we need the machines to do 
it. (Marian Popa, Head of DB Global Technology) 

Simona Pavelescu (General Manager, Systematic) goes 
into further details: When talking about the jobs of the fu-
ture, there will be no industry without strong technological 
support. Let’s take surgeons – half of them would have 
strong IT skills because the robots would perform the sur-
geries. The profile of a doctor will radically change.  

Many of our respondents think that the talent is not yet 
prepared to cope with the new technologies. One of the 
examples is Robotics, which is not even to be found in 
the highschool curricula. The industry will have to be pre
pared to cover the gap and sponsor the learning of new 
technologies, to either employees or interns, or univer
sity, highschool and even elementary school students. 

How do we manage to stay competitive  
in the long term, talent wise?  

87% of our respondents think that universities have the 
main responsibility, needing to adapt the curricula to 
present day requirements. Also, 46% think that we 
should encourage professional reconversion in IT. There 
is an interesting detail here – only 10% of the compa 
nies smaller than 100 employees think that reconversion 
is important, as compared to 70% of the ones having 
100250 employees.  

As the Fourth Industrial Revolution unfolds, companies 
are seeking to harness new and emerging technologies 
to reach higher levels of efficiency of production and 
consumption, expand into new markets, and compete on 
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new products for a global consumer base composed in
creasingly of digital natives. Yet in order to harness the 
transformative potential of the Fourth Industrial Revolu
tion, business leaders across all industries and regions 
will increasingly be called upon to formulate a compre
hensive workforce strategy ready to meet the challenges 
of this new era of accelerating change and innovation. 

The World Economic Forum report findings emphasize 
the importance of reskilling: “By 2022, no less than 54% 
of all employees will require significant re and up
skilling. Of these, about 35% are expected to require ad
ditional training of up to six months, 9% will require 
reskilling lasting six to 12 months, while 10% will require 
additional skills training of more than a year. Skills con
tinuing to grow in prominence by 2022 include analyti
cal thinking and innovation as well as active learning and 
learning strategies.”1 

Technology is moving faster than the curricula across 
the world, not just in Romania. So companies need to 
train the skills, at least for now, some of our respon
dents think.  

We are working with emergent technologies and it 
usually takes a while for Universities curricula to 
catch up. We train these skills internally.  
(Radu Pavel, NXP) 

 

1 http://www3.weforum.org/docs/WEF_Future_of_Jobs_2018.pdf

The Shifts And Changes 

Shift to product 

We need to have more productoriented companies, not 
just outsourcing, many think. The truth is that Romania is a 
market for outsourcing and talent tends to have this mindset 
rather than a business-oriented one, Cristian Mosorescu, 
Playtika R&D Director & Site Manager thinks. 

An idea that often popped up in our research is to con
tinue the shift from outsourcing to high value return. 
That also means a shift to product, by covering the en
tire development lifecycle of a product (not just bits 
and pieces of code) and by developing our own success
ful products from scratch. The startups need to gain 
trust, to come with valid ideas and products and, of 
course, to raise money. The venture capital model is 
starting to grow.  

Radu Apostoae, Director of Software Engineering, GoPro, 
thinks that we are not yet taught how to build, how to 
think in terms of a complete product and user flows and 
we need to work on our drive and wish to build and inno
vate. You can’t have an entrepreneurial mindset when you 
are only task oriented. This needs to change.  

The second wave of trends in technology, thinks Florin 
Tataru, Head of Human Resources at Enea, is coming 
from the  most conservative industries, such as banks, 
utilities or pharma, which would need to adapt to new 
technologies. They need more time because they usually 
adopt only mature technologies, he’s adding.   

Mentality shifts 

The thinking should be vertical, Radu Apostoae empha
sizes, covering all the aspects of business. Programmers 

should understand user stories, think about the product 
and understand the flows and, generally, have a wider 
perspective upon what they are doing.  

Jean Pierre Bourste, Head of 
IT Service Center, SGEBS, 
also emphasises the need to 
change the mindset. We 
want people to understand 
that companies like ours have a 
lot of career opportunities for 
them to evolve, profession-
ally and also personally.  

Bogdan  Lucaci, Gameloft, 
 says that technical capa
bilities will not be 
enough soon. Soft 
skills are becoming 
more and more im
portant. The overtime 
culture is dead, he 
adds, the work-life 
balance is  becoming 
more and more im-
portant. 
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Best practices from other countries 

Business leaders are constantly looking at what the best 
in the business are doing, to find inspiration, to get mo
tivated and to spot new ways of responding to chal
lenges similar to those they face. It is always a good idea 
to see how others are tackling a particular issue and, 
while pioneering is often something that makes us 
proud, history has proven that it was not the pioneers 
themselves who made the best use of their discoveries, 
but the bulk that has later moved into the space they 
opened, avoiding early mistakes and taking time to think 
their strategies through. 

In our interviews, we often heard words of best prac
tices in other countries that could be put to good use to 
bring a competitive edge to Romania’s IT landscape. 

Trade associations (India) 

Several of our CEO respondents feel that trade associa
tions in Romania (ANIS being seen as the most active 
and best positioned to take this place) should help in li
aising with the government, and even push the adop
tion of industryrelated legislation, similar to what 
NASSCOM has achieved in India. 

The NASSCOM model might be a sustainable way to 
develop a strong IT industry in Romania. Established in 
1988, NASSCOM, a notforprofit industry association, 
has been outsourced the development of the IT industry 
in India. It has enabled several changes in key policies to 
support the growth of the IT BPM  industry, an industry 
that has made a phenomenal contribution to India’s 
GDP, exports, employment, infra struc ture and global vis
ibility (now at a phenomenal 154 billion dollar value). 
They have achieved this by building a symbiotic relation
ship with the Government. 

Partnerships with the Government/ 
universities (Israel) 

Although Israel’s ITC developments initially stemmed 
from geopolitical needs, defenserelated R&D had sig
nificant impacts on the start of Israel’s industrial sector, 
higher educational system in science and engineering, 
research community, and the structure of the ITC indus
try workforce. 

The government invested a lot of funding to develop so
lutions for the defense oriented equipment and capabili
ties. Demand from this buildup for highly skilled work
ers, scientists, and engineers affected public resources 
allocated to universities and research institutions.  

Now, many of the companies in the ecosystem are soft
ware companies, with cybersecurity as one area that 
stands out (onequarter of the world’s venturecapital
funded cybersecurity startups are Israeli).  

Andrei Sandu, InCrys Managing Director is looking at Is
rael’s success in ITC and points out what makes them 
stand out: 

n Partnership between the industry and universi
ties, who keep their curricula uptodate; 

n Actual collaboration between players on the market; 
n Policy makers working together with the industry 

to create a development strategy. 

But there were mentions of other countries where we 
could look for inspiration for good partnerships with the 
state: Morocco, Belarus, Malaysia – all building business 
parks, providing tax incentives and educating strong 
pools of IT talent. 

Solutions 
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Immigration policies and EU funds 
absorption (Poland) 

Poland has constantly been competing with Romania for 
foreign investment in the IT sector, mainly due to their 
availability of talent. But we could look into their growth 
model and put to good use some of their strategies. 

Poland also has a good model for providing EU funds for 
citizens to fund reconversion courses in IT. Codecool 
students are using this source for example. In Romania, 
this might be the Invest in Yourself programme. 

 
Tax exemptions (France) 

France boasts competitive taxation of research and 
temporary exemption arrangements for innovative 
startups and new businesses. 

Businesses that spend money on research may be 
granted a tax credit, which can be offset against the cor
poration tax they owe. Research expenditure eligible for 
the tax credit includes personnel expenditure for re
searchers and research technicians (researchers with a 
doctorate or equivalent degree shall count for double 
for the first 24 months following the individual’s hiring). 

 
Venture capital and tech clusters  
(Silicon Valley) 

While we want to generate more IP in Romania and 
build products from scratch, we may want to investigate 
further the venture capital model of Silicon Valley. What 
sets the Silicon Valley apart from other clusters? Many 
other countries have tried to emulate this model, but 
none have matched California’s ability to host dozens of 

“unicorns,” not to mention thousands of new startups 
every year. Well, it could be the unique mix of IP 
lawyers, venture capitalists and networking opportuni
ties. 

The rise of Romania’s two unicorns and one “soonicorn” 
can be deemed to have rather happened in spite of, and 
not due to the nurturing and inspiring business environ
ment we have created here. Proof is that UiPath moved 
to the US to leverage on what we don’t have: marketing 
and funding. All success stories, while based on a genius 
innovative idea, rely on their marketing and funding 
teams to get them to the top. To generate ideas, to 
bring them together in a successful business and to 
keep the businesses here, Romania should focus on in
creasing the attractiveness of our tech clusters. 

We could also look to other tech clusters, like Berlin. 
 

Closing the talent gap 

The talent gap confronting the Romanian IT industry is 
an ecosystem problem and will likely require an ecosys
tem solution. Government, industry, higher education 
institutions (including vocational and technical training 
highschools), nongovernment organizations and indi
vidual workers themselves all have a role to play. There 
is no “magic bullet” to closing the skills gap, but a variety 
of collaborative efforts aimed at improving the challeng
ing reality of economic disruption can help. 

Adapt university curricula 

It is generally known that universities all over the world 
are unable to keep up with the dynamic needs of the job 
market these days. Education institutions are aware that 
graduates are not ready for the workplace, but often 
find it difficult to alter existing programs to align them 
better with business needs. However, this is a para
mount condition for universities to remain relevant. 

87% of our respondents are unhappy with what univer
sity curricula look like in the present and believe that it 
must be changed, updated and reflect the market needs, 
to provide us with a solution to stay competitive in the 
long term. Universities are trying, but the effort is not 
sufficient to cover the market needs. 

Private schools have started to adapt a bit. And 
many faculties made slight changes to their curricula, 
but there is still a lack of adaptation of the educa-
tional system. (Radu Apostoae, GoPro)  

They are striving, at least at the Automatic Control 
Faculty in the Bucharest Polytechnic University. 
(Bogdan Lucaci, Gameloft) 

Businesses strongly suggest that universities should pre
pare their graduates better for the job market, by em
ploying a more practical approach, by focusing on re
search, by teaching all available technologies, and, not 
lastly, by teaching languages to better prepare them for 
multilingual business environments. 

Initiative to stay competitive 
on the long term 

Less than 
100 100  250 250  500 500  1000 Over 1,000 Total 

Adapt university curricula to 
present day requirements 80% 80% 83% 100% 100% 87% 
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We should have a more pragmatic approach in higher 
education. There should be labs for all technologies 
to allow students to understand what they like from 
university, not change job after job until they find 
out. Students should be taught practical skills – data-
bases, etc., not only Oracle, in particular since there 
is a trend to focus on open source code now. They 
should be polyglots upon graduation – big data, mid-
dleware, ML, languages. (Dan Sevcenco, Viavi) 

Faculties should teach students how to do research. 
They don’t put the students’ brains to good use. 
(Radu Apostoae, GoPro) 

 
Students should be taught the methodology of build-
ing specialized software – take automotive software, 
this is the most complex industry after aviation, at the 
same level with healthcare. They should learn product 
life cycle and specific development methodologies for 
different industries. In automotive we use A-SPICE, V-
Model and FuSa – it’s not enough to teach them soft-
ware development (programming languages, algo-
rithms, patterns, etc), you have to teach them also an 
industry-specific disciplined way to develop the soft-
ware. (Eugen Belea, Harman International) 

 
Increase the number of technology graduates 

Although this would be the most sustainable action, 
there are limits to the system in terms of number of pro
fessors and infrastructure that would be resolved only 

through a strong national strategy focused on expanding 
and improving education in technology.  

59% of all respondents believe that the increase of the 
number of technology graduates could be a solution to 
look forward to, with a stronger focus from larger em
ployers with more than 1,000 employees (80%). 

An interesting finding of our research was that 100% of 
companies in cities other than Bucharest and Cluj
Napoca (which produce the largest number of technol
ogy graduates in Romania) believe that this measure 
could provide longterm competitiveness for companies 
in the industry. This shows that smaller cities are in 
deeper need of talent to grow, probably affected also by 
professionals who move to larger cities as well. 

The talent pool growth could come from third tier 
cities where the increase of competencies will exceed 
the business development (e.g. Suceava). (Andreea 
Stanescu, London Stock Exchange Group) 

 
Immigration 

While immigration could represent a quick fix to the 
huge talent gap the IT industry is facing, business lead

ers complain that Romania doesn’t have an immigration 
policy encouraging companies to bring in talent from 
other countries, that tax exemptions do not apply to im
migrants, that the work permits are difficult to obtain 
and the process is quite lengthy. 

Sources of immigrants that were mentioned included  

n India “It has its pool of talents, but the process is 
quite lengthy.” (Andrei Sandu, InCrys) 

n “Ukrainians are coming to Romania, they are 
open. Of course, most of them would rather go to 
Germany or Poland, but there are some who want 
to come in Romania. It would be much easier to 
attract them if the IT tax deduction would apply 
also to nonEU citizens.” (Constantin Iftime, RINF) 

n Brazil “Brazilians like to come here. Romania is 
Eastern Europe, geographically, but is Europe in 
all aspects.” (Andrei Sandu, InCrys) 

While there are setbacks to employing immigrants (cul
tural differences, language, as pointed out by Simona 
Pavelescu, Systematic General Manager), the process 
could increase retention, since the work permit needs to 
be renewed by the new employer if they change jobs. 

Reconversion 

To increase the number of available recruits in the short 
to medium term, employers are looking at the available 
options in the enlarged pool of people having no techni
cal specialization, but a strong interest in IT. 

There is a strong proof that reconversion can be a so-
lution for bridging the talent gap. Imagine that we 
have a lot of people with background in economics, 
mathematics and physics that already have working 
experience in different industries. Many times the 

Initiative to stay competitive 
on the long term 

Less than 
100 100  250 250  500 500  1000 Over 1,000 Total 

Increase the number of tech
nology graduates 60% 60% 58% 44% 80% 59% 

Initiative to stay  
competitive on the  

long term 
Bucharest Cluj

Napoca Other Total 

Increase the number of 
technology graduates 54% 50% 100%  59%



 talents are already working in technical teams and 
with the right courses and guidance they can be 
transfer red to the IT Department. There are hundreds 
of com panies worldwide doing it already and there are 
also private IT schools that can give the right support 
for it. For example, we helped Vodafone, Thyssen -
Krupp, Morgan Stanley, Emarsys, CapGemini, Evosoft 
to find the right fit. Vocation is a very important moti-
vator in this area and it pays off to keep an eye out for 
those wanting to take a new course in their careers 
 (Claudia Tamasi, Country Manager, Codecool) 

This may prove to be a successful strategy, as the peo
ple with different backgrounds (construction engineers, 
telecom engineers, journalists and even theology gradu
ates) enhance the team’s stability – a solution tested by 
some of our respondents. Eugen Belea at Harman also 
had a good experience with professionals with a political 
science background who then became successful soft
ware integrators. 

There are people in other faculties who are passion-
ate about IT and are self-taught. (Andrei Sandu, 
InCrys) 

I believe the market can be grown by professional re-
conversion, but I don’t think it applies easily to the 
high level roles. There are however passionate people 
and talents on the market, who don’t necessarily 
have an IT background. (Constantin Iftime, RINF) 

We could allow them to discover other technologies, 
projects, business lines. By this we can help them 
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better understand various opportunities and make 
them loyal to Société Générale.  
(Jean Pierre Brouste, SGEBS) 

I believe we need to build more educational pro-
grams for underdeveloped areas. There is a great po-
tential there and we could help people get onboard 
for both development and testing jobs. So, our mis-
sion should be to better inform and educate them. 
(Cristian Mosorescu, Playtika) 

46% of all respondents feel reconversion could be a 
 solution to quickly closing the talent gap. Smaller com 
pa nies (in particular those having less than 100 employ
ees) focus on bringing in people with a strong IT back 
ground, as only 10% of the respondents in this category 
believe professional reconversion into IT might prove 
useful. 

Product companies seem less attracted by reconversion 
as they are generally looking for more complex, rather 
engineering skills.  

We are looking at high quality talent, they can’t be 
reconverted – there is a strong hard skills entry bar-
rier in gaming. Perhaps it could work with art or de-
sign, but not for the technical roles, this is not plausi-
ble. (Bogdan Lucaci, Gameloft) 

I don’t believe in professional reconversion. I have 
seen in interviews that the quality is not the same. 
The university teaches you a particular mindset, that 
you can’t create in a 1-year course. However much 
you would like to hire someone, it is not the same. 
But this applies to our needs, perhaps other compa-
nies will be more successful.  
(Simona Pavelescu, Systematic) 

 
 
 
 
 

 
Graduate recruitment 

43% of our respondents feel that a potential solution to 
closing the talent gap is to recruit juniors. The figure is 
similar in all company sizes and in all cities, although 
Bucharest seems to fall below the 50% threshold. 

We’ve already recruited 50% of around 45 interns in 
the previous year. Now we open a new internship 
with 35 places; after 6 months we either extend the 
internship or offer full time employment.  
(Cristina Talaba, Chief of Staff – Treasury and 
Capital Market, Finastra) 

 
 

 
In a constant attempt to get competitive employees, 
companies are allocating resources to get more gradu
ates and get them to production level fast in socalled 
“junior bootcamps”. 

Solutions to close  
the talent gap Less than 100 100 – 250  250 – 500  500 – 1,000 Over 1,000 

Graduate recruitment 50% 30% 58% 33% 40% 

Solutions to close  
the talent gap Bucharest ClujNapoca Other 

Graduate  
recruitment 39% 50% 50%

Initiative to stay competitive  
on the long term Less than 100 100  250 250  500 500  1000 Over 1,000 Total 

Encourage professional  
reconversion into IT 10%  70% 50% 56% 40% 46%
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Retain and bring back talent 

One of the issues that was singled out by almost all par
ticipants in the study was the “brain drain” – our best 
professionals are leaving the country. We need to keep 
talent in the country and maybe attempt to bring back 
those who have already left. 

How do we keep them here? Many respondents feel 
this cannot be done by companies alone. The state 
needs to do its part of the job as well: political reform, 
better services and infrastructure and creating a better 
society overall. 

At country level, we may want to have a strategy in 
place to increase the attractiveness of IT city clusters, 
both those already established (Bucharest, ClujNapoca, 
Timisoara, Iasi) and thirdtier cities that are now emerg
ing as strong IT nests. 

As counterintuitive as it may sound, companies need 
other companies in the same sector to be effective, as it 
allows an easier flow of ideas, a more seamless access to 
qualified labor force, and higher productivity driven by 
local competition. 

Foreign companies among our respondents feel that Ro
mania has a lot of opportunities to offer and perhaps 
this could be the focus of our country strategy to keep 
talent in. 

I know that many Romanians want to leave the 
country but I can say that the quality of life is some-
times better here than in Western Europe. There are 
so many opportunities in this country, including in 
the medical and educational system. Why not help 
develop the country? Have private initiatives! You 
see a problem, you could try to solve it, including 

with a personal involvement, in education for exam-
ple. (Jean Pierre Brouste, SGEBS) 

 

And how do we bring back the ones that already left? 
According to our estimates, 37,031 Romanian IT profes
sionals have left Romania to work abroad. The number 
is large enough to cover almost 80% of the gap of talent 
for the next 3 years. The strongest communities of 
 Romanian IT professionals seem to be in the US, 
Canada, UK, and Germany. 

Four out of ten respondents hope that people may 
come back, in particular as the salary gap to Western 
countries is very low. 

Some of our respondents keep in touch with seniors 
who have left, hoping they might return one day. They 
feel that these professionals place more emphasis on 
having a fulfilling job than on the money they get. 

Professionals will come back if we offer them mean-
ingful roles, for which they have complete responsibil-
ity. (Marian Popa, Head of DB Global Technology)  

 
The industry needs to participate  
in education 

To educate the market, you need to be patient and 
provide good examples. You need to have a long-
term approach, not one-time initiatives to get you 
through in a peak year. (Marian Popa, Head of DB 
Global Technology)  

Businesses know exactly what they need from gradu
ates, and universities are far from fitting the require

Country % 

US 15.0% 

Canada 14.5% 

UK 13.3% 

Germany 12.5% 

France 8.8% 

Spain 4.3% 

Italy 4.1% 

Netherlands 3.8% 

Switzerland 3.0% 

Middle East (mainly Qatar,  
UAE, Israel) 2.8% 

Belgium 2.7% 

Asia 2.3% 

Austria 2.1% 

Hungary 2.0% 

Denmark 1.6% 

Oceania 1.5% 

Ireland 1.4% 

Sweden 1.4% 

Other 3.0% 

Initiative to stay competitive  
on the long term 

Less than 
100 100  250 250  500 500  1000 Over 1,000 Total 

Encourage the return of the IT work
force currently working abroad 50% 20% 50% 22% 40% 37% 

Sources: LinkedIn, Brainspotting surveys.  
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ments. 48% of our respondents are willing to partner 
with education units in order to increase the level of fit
ness of young graduates. While smaller companies show 
less interest (probably on account of lack of resources), 
larger employers are willing to spend time and money to 
shape what the graduates learn. 

Respondents are generally active in education, overall, 
and the trend is to strengthen connections with univer
sities, but also get involved in undergraduate forms of 
education (highschool and down to elementary school) 
and, why not, strongly collaborate with independent 
coding academies. 

“Let’s start teaching them as soon as they turn 3”, says 
Bogdan Axinia, eMag VP Platforms & Technology, re
garding the importance of building a structured mindset 
from an early age.   

Finastra has successfully introduced the “Hour of Code” 
program through CSR programs, which hosts children in 
Finastra’s offices around the world, introducing them to 
coding and computer science education, in an attempt 
to introduce computer science to a wider audience, en
couraging more girls and underrepresented minorities 
to get involved. 

Programming should be integrated in the Mathemat-
ics and Physics courses in high-school.  
(Radu Apostoae, GoPro) 

 
There are several companies having established partner
ships with universities, some have technical workshops 

with middle and final years in Bachelor of Science stud
ies, while others fund Master of Science programs at 
technology universities. 

We fund a master’s programme at the Polytechnic 
University. We get excellent results with people that 
are the output of the current education system. 
 (Marian Popa, Head of DB Global Technology) 

We should show them very attractive models – we 
only have UiPath now. We need to inspire them. 
(Dan Sevcenco, Viavi) 

An interesting initiative is represented by the ANIS 
scholarships, aimed at stimulating young university lec
turers by rewarding their efforts to introduce the newest 
tech trends to their students. 

It is obvious that training students, and starting as early 
as possible, can only be beneficial to the industry. But 
lacking a more integrated approach and a national strat
egy to this end, lacking (tax) incentives for the compa
nies who train students, how many companies will afford 
the time and resources to do so? 
 

If everyone took the responsibility to grow just one 
other person, the pressure on a limited pool of peo-
ple and on salaries would drop. In addition to a room 
and logistics, you need a good teacher. If a good 
teacher had a choice between EUR 1200 to teach 
and EUR 2500 to work in IT, of course they will 
choose the money, in particular the younger ones. If 
we cannot start our own schools, let’s find a way for 

companies to pay another EUR 1500 to the teacher 
and logistics will be sorted out easier afterwards. I 
call this the ‘Adopt a Teacher’ initiative.  
(Marian Popa, Head of DB Global Technology) 

 
Changing the HR strategy 

Did you have to change your HR strategy in the past 2 
years?  

 % 
Yes                                                                                            78% 
No                                                                                             17% 
I don’t know                                                                              4% 
 
Eight out of ten companies had to change their HR 
strategy in the past 2 years and most of the 17% made 

Solutions to close the talent gap Less than 100 100 – 250  250 – 500  500 – 1,000 Over 1,000 

Partnerships with universities 20% 50% 42% 67% 80%

Solutions to close the talent gap Total Satisfaction 
with scaling 

Training to develop skills/ 
technologies / Upskilling the 

 current workforce 
78% 3.2 

Employer branding campaigns to 
raise awareness 54% 3.1 

Partnerships with universities 48% 3.4 

Graduate recruitment 43% 3.0 

Internal company coding acade
mies for juniors 41% 3.2 

Office perks 30% 3.4 

Salary raises 24% 2.7 

Complex benefits packages  
(unlimited holidays, 13th salary etc) 24% 3.2 
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no changes most probably because they are new on the 
market and still testing their strategies.  

Most of the changes targeted the recruitment processes 
which are now more streamlined and adapted to em
ployment behaviour. But there were changes also in 
training, compensation and benefits, retention policies, 
CSR, HR KPIs and alternative forms of employment. 

Training is seen as the most important solution to close 
the talent gap, followed by employer branding and office 
perks. Salary raises and benefits packages are a solution 
less used to cover the gap, with a slightly more impor
tant focus on salaries in smaller cities. 

Training 

The need for competitive employees is driving companies 
into developing their own programs to grow better talents. 
Training efforts have always been at the center of develop
ment and it takes time, effort and resources to do this. 

Graduate/junior training is a big part in most companies, 
with internal schools or “academies” where graduates 
learn both the technical skills they will need on the job 
and the soft skills they will need in order to fit with the 
company culture and to be efficient in their assigned 
teams. Training efforts have become more formal, with 
strategies, planning and budgets. 

We have formalized our training efforts with strong 
training budgets, online courses, trainings facilitated 
by external partners. (Bogdan Lucaci, Gameloft) 

There is a focus on “hot skills” training and some compa 
nies have programs to train high performing employees. 

We hire the best performing employees and take 
them through a bootcamp cycle. We’ve had a num -
ber of good results with this. 
 (Cristina Talaba, Chief of Staff – Treasury and 
Capital Market, Finastra) 

We continuously  sustain our people to grow. Based 
on their willingness and initiative we support develop-
ment with the aim of matching company’s business 
priorities with people’s strengths and aspirations. This 
allows us to have a very strong internal leadership 
pipeline to fill our management roles and to offer 
meaningful career opportunities to our people, both 
in management and professional expertise. We man-
age to combine the advantages of an international 
business with the benefits of an entrepreneurial 

Solutions to close the talent gap Less than 100 100 – 250  250 – 500  500 – 1,000 Over 1,000 

Training to develop skills/technologies /  
Upskilling the current workforce 60% 80% 100% 56% 100% 

Employer branding campaigns to raise aware
ness 60% 30% 67% 56% 60% 

Partnerships with universities 20%  50%  42% 67% 80% 

Graduate recruitment 50% 30% 58% 33% 40% 

Internal company coding academies for juniors 30% 20% 25% 78%  80% 

Office perks 30% 40% 17% 44% 20% 

Salary raises 20% 30% 25% 33% 0% 

Complex benefits packages (unlimited holi
days, 13th salary etc) 30% 30% 25% 22% 0% 

Solutions to close the talent 
gap Bucharest Cluj 

Napoca Other 

Training to develop 
skills/technologies / Up

skilling the current workforce 
68%  92% 100% 

Employer branding campaigns 
to raise awareness 57% 58% 33% 

Partnerships with universities 43% 58% 50% 

Graduate recruitment 39% 50% 50% 

Internal company coding acad
emies for juniors 39% 50% 33% 

Office perks 32% 25% 33% 

Salary raises 14% 25% 67%  

Complex benefits packages 
(unlimited holidays, 13th 

salary etc) 
18% 33% 33% 
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 culture. Our focus is to create value for the customer 
and we do this by attracting and developing people 
with  interpersonal, technical skills and product 
knowledge. (1&1 Internet  Development) 

 
Recruitment strategies  
& employer branding 

Companies who were managing their recruitment 
process inhouse are now looking at other options and 
there has been a shift from headhunting and caseby
case recruitment to a more complex process, also in
volving agencies: 

We  now have a mixed sourcing strategy, we also 
work with agencies.  
(Simona Pavelescu, Systematic) 

We have a very good recruitment process which pro-
duces excellent results and very good feedback. We 
also use alternative channels/partnerships for exter-
nal recruitment.  
(Andreea Stanescu, London Stock Exchange 
Group) 

 
An important focus is on time to fill a position, with 
mentions of recruitment cycle agility to fit the market, 
initiatives to streamline the process and drop below the 
3 months mark. There have been investments in digitiz
ing recruitment and implementing new software that 
provides better management of the talent pool. 

An interesting recruitment strategy is to create “hot 
pools” of people who are not hired, but given tests, 
books, resources to learn so that they are fit to be hired 
3 to 6 months later. 

Referrals are also mentioned as a successful recruitment 
strategy, with the downside of being limited to a small 
number of candidates. 

Employer branding is seen as a longterm strategy to at
tract talent, and it is important to focus on it both internally 
and externally. It can be frustrating that results only show 
up after a while, but the company brand may prove useful. 

We have different employer branding strategies 
 depending on the target audience: for juniors, for 
graduates, for mixed technologies, for senior Java 
devel opers. It’s a bit frustrating, because there is a 
huge distance between the time an initiative is 
launched and the time you start to see results.  
(Simona Pavelescu, Systematic) 

The (corporate) brand is attractive and helps me a lot 
with recruitment. (Radu Apostoae, GoPro) 

 

Compensation and benefits 

On a market with so much pressure on salaries, com
pensation and benefits packages are a differentiator.  

We pay bonuses based on the performance of the 
game they are developing.  
(Cristian Mosorescu, Playtika) 

We have a complex benefits package – we constan -
tly look at the trends and at what we can do.  
(Andreea Stanescu, London Stock Exchange 
Group) 

But benefits may be overrated. Benefits only count 
for entry-level positions, when you talk to a senior, 

the salary is the main differentiator. That’s where the 
benefits are for them.  
(Simona Pavelescu,   Systematic) 

Examples of existing benefits and office perks include 

Thursday lunch  
Sponsorship of sport events  
in which employees want to participate  
Marathons  
Company events  
Professional subgroup events  
Personal interest events  
Kindergarten for employee kids  
Cultural, social activities  
Smartphone app to make coffee  
directly from the lobby  
 

Work from home 

Work from home has been a major shift in recent years 
and, while the legislation is not aligned to the needs of 
companies, more employers are looking into this 
arrangement as a way to increase productivity. 

Work from home is a thing that depends on the 
human nature. There are some who are more pro-
ductive working from home, they really are. But we 
also have people who want to come back from work 
from home arrangements and suffer that they don’t 
share an office with others. It’s more about motiva-
tion, not performance.  
(Andrei Sandu, InCrys) 
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Intrapreneurship 

Intrapreneurship has been the buzzword in recent years 
with companies providing employees the opportunity to 
act as entrepreneurs and even develop their own ideas 
within the company.   

Intrapreneurship is a key concept for us. SOCIÉTÉ 
GÉNÉRALE, for example, deployed the “Internal 
Startup Call” initiative, where 50 ideas were chosen 
out of 200 submissions globally, mentoring programs 
were offered to the intrapreneurs to help them put a 
team together and fine-tune the ideas, and 10 start-
ups formed by employees were funded through the 
programme. SGEBS had 2 startup selected among 
the winners and we are very proud about it. Both of 
them are using AI as part of the solution.  
(Jean Pierre Brouste, SGEBS). 

 
 
Partnership with the state, taxes  
and legislation 

While the general feeling is that the state is rather 
 placing barriers than encouraging the IT industry, busi
ness leaders have come up with interesting insights on 
where legislation could be improved. 

I don’t expect public initiatives. The role of the state 
is to create an environment of stability. (Andrei 
Sandu, InCrys) 

 
63% of the respondents (and 89% of the companies 
with 5001,000 employees) feel that the tax exemption 
for the IT industry has contributed a lot to the develop
ment of Romania as a tech hub, and it should be 

 maintained. The industry also has ideas on how to im
prove the exemption in order to make it more attractive: 

The state should support the industry by tax exemp-
tions. They should be maintained, we don’t ask for 
anything more, maybe just extending them to other 
development-related roles (graphics). (Bogdan Lucaci, 
Gameloft) 

The tax exemption should be maintained, but it is 
critical for the industry to switch towards added 
value. (Radu Apostoae, GoPro) 

Another idea would be to provide exemptions for com
panies who work together with universities and con
tribute to growing talents. 

Legislation should also be improved, and some areas 
that popped up more often in interviews were the 

 legislation gaps in work from home arrangements (time 
sheets, companyprovided hardware requirements not 
compatible with WFH) and business travel.  

Also, we could have a national strategy to encourage 
entrepreneurship in IT (singled out by 43% of our re
spondents as a solution to maintain longterm competi
tiveness) and the state should consult with the industry 
when designing education programs. 

We have to increase the number of technology grad-
uates. One way could be to build technical colleges 
in small towns to encourage more youngsters to pur-
sue a technical career (this is what India does). We 
should teach more programming languages in high-
school. Unfortunately that is still deficient, even at 
good math-info profiles they sometimes teach out-
dated languages like it used to be done 10-15 years 
ago. How can one get to learn advanced AI or 

Initiatives to stay competitive  
on the long term 

Less than 
100 100  250 250  500 500  1000 Over 1,000 Total 

Adapt university curricula  
to present day requirements 80% 80% 83% 100% 100% 87% 

Sustain the industry  
through tax exemptions 70% 40% 67% 89% 40% 63% 

Increase the number  
of technology graduates 60% 60% 58% 44% 80% 59% 

Encourage professional reconversion  
into IT 10%  70% 50% 56% 40% 46% 

Encourage entrepreneurship  
in technology 30% 50% 50% 56% 20% 43% 

Encourage the return of the IT  
workforce currently working abroad 50% 20% 50% 22% 40% 37% 

Design immigration policies 30% 10% 17% 44% 0% 22% 

Build a strong relationship between  
the public and private sectors 10% 20% 8% 33% 40% 20% 
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 Machine Learning at university, when they need to 
start by learning programming languages?  
(Catalin Stratulat, Wipro) 

The government should understand that automotive 
is a major industry, with a lot of money invested in it 
and an effervescent future (electrification, 5G con-
nectivity, autonomous driving), for which there’s a lot 
of talent and potential in Romania. We should have 
an education strategy in place for large industries 
with a need for IT - automotive, banking / finance, 
healthcare / medical devices - to provide graduates 
with a certain mindset and industry specialization. 
(Eugen Belea, Harman International) 

 
An interesting Governmentfunded program, “Invest in 
Yourself”, has been launched in 2018 to provide inter
estfree loans of up to RON 40,000 for young people 
between 16 and 26 years of age to invest in their edu
cation and of up to RON 35,000 for people between 25 
and 55 years of age to take up professional reconversion 
courses. This could provide the much needed vent to 
take off pressure from a strained job seeker pool. 

To increase the number of people we attract to Romania 
from other countries, the state could also design 
 immigration policies (a measure requested by 44% of 
respondents with 5001,000 employees). 

But supporting the industry could also reach the next 
level, where the government creates publicprivate part
nerships to automate the infrastructure and public 
services, thus providing an additional boost to the in
dustry and also freeing people from the public system 
who can be converted to take on business roles.

The state should stop hiring so many people and let 
them be assimilated by the market. It should become 
more efficient, should modernize, automate, and let 
the people be employed by businesses. We will have 
a lot of reconversion work to do, the state only needs 
to let them go and we will train them.  
(Florin Tataru, Enea) 
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Vision Building a national brand for the 
Romanian IT industry 

 

The technology brand of Romania is selfcreated – we 
have good talent which attracted investment and the 
brand developed. However, we need a strategy, other
wise we cannot expect to be sustainable in the long 
term.  

Per comparison, in automotive manufacturing, the lack 
of investment in the national infrastructure led to com
panies deciding to open or move their manufacturing 
premises elsewhere.  

As part of the Europe Strategy 2020, Romania has 
adopted the National Strategy for the Digital Agenda for 
Romania – 2020, which sets out four areas of action: 

1. eGovernment, Interoperability, Cyber Security, 
Cloud Computing and Social Media 

2. ICT in education, culture and health 
3. ICT in ecommerce, and research, development 

and innovation in ICT 
4. Broadband and digital infrastructure services 

 
But we need to do more than that. We need to create a 
country brand for the Romanian IT industry and create 
awareness for it. We need to focus on the quality of 
software developed in Romania and communicate it in 
an intensive and efficient manner, positioning Romania 
as a strong technology hub in Europe. 

We should create branding materials that would pre -
sent Romanian IT in terms of quality – maybe reposi-
tion the brand – like Croatia did with travel (CNN 

campaign). If we keep focusing on numbers (we have 
many IT people in Romania), we will keep having the 
same image: we are many. We should focus our 
communication efforts on quality, that’s where the 
money is. Let’s talk about apps made in Romania 
which are running the world, for example. (Marian 
Popa, Head of DB Global Technology) 

I believe technology and digitalisation are also bene-
ficial for closing gaps in society. This is the best 
chance for people with difficulties, bad financial, 
family or social background to mobilize themselves, 
to fulfill their potential, to mitigate poverty in society 
or maybe get a fresh new start and a fair chance for 
a prospering salary and life. (Claudia Tamasi, Coun
try Manager, Codecool) 

 
And we need to create more unicorns. They will be the 
best brand ambassadors for our newly created national 
brand, they will inspire and motivate new generations of 
developers and entrepreneurs at the same time, and 
they will promote Romania while doing so.  

But to do this, we need to change our perspective on 
doing business in the ‘old’, established ways and create 
something really unique, out of passion for technology. 
As UiPath’s CEO Daniel Dines1 puts it, I saw that you 
could actually build a company out of love for technology. 
For the sake of doing something for the greater good, of 
doing something better in this world. It changed my thinking 
completely. We gave up outsourcing completely and we 
said, ‘let’s build the best thing that we can and then we’ll 
see what happens.’ That was really a pivotal thing in our 
 history. 

1  http://businessreview.eu/news/thestoryofuipathhowit
becameromaniasfirstunicorn164248
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Focus on education 

Education clearly plays an essential role in the further 
development of the IT industry. With our strong back
ground in sciences, with the correct mindset and with 
focused involvement from the industry, our education 
system could make a great leap to creating the next 
generation leading developers in Europe. 

We have 17,0001 active IT companies in RO and 
each one of them would undertake educating a sin-
gle person, we would shrink the gap. We need to un-
derstand that education is the responsibility of the 
society, not only of the university and parents.  
The IT industry has resources to do this.  
(Marian Popa, Head of DB Global Technology) 

I have an intern who studies at MIT. Our universities 
are lightyears behind. And the gap is increasing. 
 (Razvan Preda, Tora Trading) 

 
As a country, we should have a national strategy to 
focus on tech education: 

n Keep curricula uptodate and adapt it according 
to market trends 

n Increase the number of technology graduates 
n Provide more practical courses and labs for all 

new technologies 
n Increase the number of technology highschools 

at national level (with a focus on smaller cities)  
n Keep the industry involved in education 
n Focus on R&D 

 

1  ARIES Transilvania

Education should be the core driver of development. 
Anything else is a workaround. If we want to grow 
and develop as a nation, we need to start with edu-
cation, because the human potential is already there. 
Companies need to get involved as well, since we 
know the state is not doing much.  
(Simona Pavelescu, Systematic) 

To do their part, companies should partner with univer
sities and other training organisations to sponsor labs, to 
teach specialized courses, to offer internships to gradu
ates and undergraduates, to push for new technologies 
to be taught in universities, and to train their employees 
the right mindset in order to increase the competitive
ness of the business and of the industry overall.  

But our education system also needs to teach people 
business values  as an employee, one should not focus 
on personal benefits only, but should have the larger 
picture of the company’s interests and act to make them 
happen, otherwise companies will ultimately fail. 

 
Specialization (cybersecurity) 

Security is seen as the second trend after Machine 
Learning and during interviews we’ve heard a lot of the 
respondents talking about passion among the graduates 
or professionals working in this area. 

As hackers ramp up attacks with increasingly sophisti
cated methods and tools that are readily available for 
purchase on the dark web, the „white hats” need all the 
help they can get. According to recent estimates, there 
will be as many as 3.5 million2 unfilled positions in the 
industry by 2021, and Romania has a huge potential to 

2  https://cybersecurityventures.com/jobs/

occupy a space in this area. 

In security, the ability to build trust with the client is very 
important and we have native qualities to build this 
trust. Romania can become a security hub  we have 
huge potential to move towards higher addedvalue, to 
make a leap towards more complex activities. In cyber
security there are certain skills  curiosity, analytical 
thinking, continuous learning  that are of utmost impor
tance. We have these skills as native talents  we are the 
best in the region in establishing an emotional connec
tion. 

Based on the discussions we had, Romania is capable of 
building complex security roles (information security an
alyst, cybersecurity specialist) in 18 months, which is an 
incredible performance. But this also depends on com
pany values  if they drive continuous learning, commu
nication, etc. 

We need new companies to enter the security market in 
Romania to allow for better growth. As competition in
tensifies, the market grows and we become more stable 
and more competitive as a hub; more people invest in 
talent, and the pool becomes larger and better. 

With the new Law no. 362/2018 which transposes Di
rective (EU) no. 1148/2016 concerning measures for a 
high common level of security of networks and informa
tion systems across the Union, the legislative framework 
has been created to align Romania to a European frame
work for responding to cyber security incidents. The law 
establishes a mechanism for the prevention, detection 
and reaction in case of cyber security incidents on net
works and systems supporting vital activities for the 
economy and society, such as digital infrastructure, en
ergy, transport, healthcare, and opens a space for the 
rapid development of this industry in Romania. 
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Better infrastructure, clusters and 
public-private partnerships 

In order to take the leap towards innovationbased 
 development models, collaboration is needed among all 
players in the ITC industry, ideally in cluster structures.  

By definition (and as empirically proven in many places 
in the world) these structures provide easy and fast ac
cess to research results for their implementation in pro
duction and the creation of innovative products using 
advanced technologies and joint development strate
gies, starting from cooperation in production and the 
acquisition of highperformance technologies and 
equipment for joint use, up to marketing.  

The model cumulates, on a superior plan, the advan
tages of diversity and complementarity of the network 
with the intense intertwining of the activities involved. 
By supporting clusters that lead to the integration of 
value chains at the local/regional/national level, the 
Government can facilitate the switch from outsourcing 
to custom software, later to internal research and devel
opment of IT products and finally to its own products.  

Such clusters have the power to attract new innovative 
product developers within them, motivating them to de
velop products that are applicable in the domestic mar
ket and contribute to the growth of exports through the 
development of new strong international brands. 

In order for clusters to be successful, the Government 
needs to take certain steps: 

n Create an infrastructure to support creative in
dustries for the ITC sector 

n Ensure a proper framework for organizing and 
 operating clusters that produce competitive Ro
manian products that can be exported 

n Get partial funding for newly created products to 
help throughout the production cycle, from idea 
to dissemination and the creation of a brand 

n Encourage local and regional entrepreneurial ini
tiatives 

n Support clusters to obtain niche specializations. 

 

Working together to grow the market 

As competitive as each individual business may be, col
laboration is key to the overall growth of the market. 
And a bigger and stronger market is key to the success 
of its individual players. Shared efforts will allow faster 
and more prominent results, in particular in what regards 
expensive technologies involved in R&D. 

Romanian companies may drive the change of the ITC 
industry and generate highvalue intellectual property as 
they collaborate, including by rallying up to deliver proj
ects together. 
 

As an industry we need to build a culture of collabo-
ration.  
(Andrei Sandu, InCrys) 

Joint candidate pooling or joint training or education 
programs could also be one of the solutions to close the 
everincreasing talent gap on the ITC market. 
 

We should be working together to found more IT 
NGOs or stimulate the existing ones. We need to 
contribute to the digitalization of the public sector 
and thus help citizens with their top daily issues. 
Tech experts have the capacity to improve citizens’ 
living.  
(Cristian Mosorescu, Playtika) 

It is ok to train 50 and only hire 30 people, the re-
maining 20 will be available on the market – this is 
our contribution.  
(Marian Popa, Head of DB Global Technology) 

 



DEVELOPING THE CODERS OF TOMORROW
SOLVING THE DIGITAL TALENT CHALLENGES OF THE FUTURE TODAY

Codecool is a growing network of coding schools in the CEE region. 

Their mission is to reinvent IT education and solve the ever growing 

IT talent gap of companies by giving coding careers to a wide range 

of people. The 12-month coding course  comes with a job  

placement guarantee that has a 98% success rate.

During the past 4 years, over 500 alumni were sourced  

in programming jobs at 150 corporate partners in four cities  

- Miskolc, Budapest, Krakow and Warsaw. 

The company’s dynamic growth (5.1M EUR target revenue in 2019) 

will include opening a new campus in Bucharest in September 2019.

500+
graduates

98%
landed a job in IT

150+
corporate partners

7
countries cross border 

job opportunities

5
campuses in  

3 countries

With over 18 years on the market, over 3000 placements for professionals in the IT space 
and multiple industry surveys, Brainspotting is highly recognized as one of the strongest 
brands in technology recruitment and a thought leader in terms of IT talent market insights.  

 
We are proud to be presented with the Best Recruitment Com
pany For The Industry Award by the Romania Business Services 
Forum, 5th edition. 

Total no. of employees Revenue growth in 2018 (percent)     

Staff growth in 2018 (percent)

New clients in 2018  
Number of successful roles closed per year 
(highly specialised technology roles) 

EXCLUSIVE JOBS AND INSIGHTS IN THE IT INDUSTRY

Expertize

Insights

Innovations

Total no. of clients

26

36%

24
120

83

84% 


