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With the rapid advance of artificial intelligence, we are facing unprecedent-
ed challenges both as a society and within the workforce. Today’s busi-
nesses need to give top experts the space to experiment with these new 
opportunities while also ensuring their HR policies have a lasting impact.

Deloitte has invited a range of HR executives to engage in conversations 
about the best way to move forward in this new climate and set today’s 
enterprises on a course for success. This conversation series is a sup-
plement to the broader Human Capital Trends Report, which surveyed 
14,000 corporate representatives from more than 95 countries in its 2024 
edition. 

In today’s dynamic world, where companies are pushing boundaries and 
leveraging skills, knowledge, and innovations as key competitive advan-
tages, it’s essential to consider how organizations can empower employ-
ees to contribute to this valuable capital. We had the opportunity to speak 
with Grażyna Rzehak, Board Advisor at InPost S.A., who shared insights on 
how curiosity, purpose, and co-creation are fueling the company’s expan-
sion into global markets.

This conversation was held between Grażyna Rzehak from InPost S.A. and 
Michalina Lech-D’Aprile, Director at Deloitte.
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Michalina Lech-D’Aprile
InPost is expanding rapidly and is evolving beyond 
being solely a Polish organization. What chal-
lenges have you encountered in expanding and 
strengthening your presence as a multinational 
organization? 

Grażyna Rzehak
The exciting aspect of expanding internationally 
lies in merging diverse cultures, ways of working, 
and leadership styles while maintaining a clear, 
consumer-centered vision. Each country presents 
unique challenges, but our brand’s reputation for 
speed and quality in Poland is something we aim 
to replicate globally. This endeavor requires adapt-
ing work styles and prioritizing results, quality, and 
collaboration. Furthermore, sharing knowledge 
across borders is essential, fostering mutual 
learning between Poland and other countries. 
Success depends on teamwork, dedication, and a 
growth mindset, making the journey rewarding as 
we build an international company. Consequently, 
we see the challenges we encounter as a learning 
curve, which we want to share with our employ-
ees, inviting them to contribute to a strong multi-
national perception.

Michalina Lech-D’Aprile
We observe that many companies face difficulties 
in transferring their strong domestic employee 
value proposition internationally, which impacts 

their ability to acquire talent for successful expan-
sion. Simultaneously, entering new markets pre-
sents entirely new opportunities for the brand, 
as well as for talent and skills diversity. From your 
perspective, what are the biggest challenges and 
opportunities you are experiencing concerning 
InPost’s employee value proposition during the 
expansion?

Grażyna Rzehak
InPost’s journey into new markets, such as the 
UK, initially involved overcoming brand recog-
nition hurdles. However, the company has now 
established itself as a high-growth entity with 
compelling propositions for both consumers 
and employees. We believe that both, maintain-
ing holistic integrity in service delivery for our 
customers and creating an attractive workplace 
for employees is key. We should not view busi-
ness operations and talent acquisition as silos, 
but rather leverage synergies and ensure that 
the employer brand aligns with our commercial 
brand. This means that when you engage with 
our service and experience our business opera-
tions, you should envision what it is like to work 
with us as an employee. Consequently, when 
making strategic decisions during expansion, we 
need to consider not only our customers and 
our market approach but also how our products 
and philosophy translate into the employee value 
proposition.

We aim to inspire talents to grow and learn along-
side us, as this approach naturally fits with our 
unique approach to employee development. 
Instead of offering predefined career paths, we 
encourage employees to co-create their career 
journeys. We believe that this entrepreneurial 
environment allows individuals to actively manage 
their careers. To promote this philosophy, we focus 
on experiential learning, where on-the-job learn-
ing is central to everything InPost does, offering 
employees the chance to develop through projects 
and hands-on experiences. This truly makes us an 
exciting place for those who thrive in dynamic set-
tings and wish to expand their own boundaries, as 
we are currently doing as a company.
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Michalina Lech-D’Aprile
Thank you for these insights. Expansion into other 
countries also involves considering more regula-
tory topics and proactively developing solutions to 
address them, such as those related to EU direc-
tives. How do you expect new EU directives to 
affect companies in Europe, particularly in terms 
of HR practices?

Grażyna Rzehak
From my perspective, there are two key consider-
ations in this regard: first, pay transparency, and 
second, diversity, particularly gender diversity. 
Regarding pay transparency, we understand that 
these regulations will create more awareness 
and visibility on how roles should be valued to 
promote fairness and transparency, as well as 
drive standardization in policies and internal pro-
cedures. However, I think we should also discuss 
what companies should pay for. The key question 
for me is: Should a company pay for an employ-
ee’s service or for the skills an employee brings to 
the company? My sense is that in the future, we 
will pay more for the contribution and skills that 
an employee brings to the organization, rather 
than for the service or tenure in the organization, 
since a skilled workforce is what truly enables the 
organization to achieve its objectives. Therefore, 
we need to think about how we assess the value 
of the skills we need in the organization versus the 
transparency of the rewards that are expected as 
a result.

This also brings me to the topics of gender diversity 
and the gender pay gap. We are seeing positive 
strides in Europe, where many businesses recog-
nize the value of a diverse workforce. Unlike some 
approaches in the U.S., we are committed to fos-
tering diversity without going to extremes, under-
standing that it brings tangible benefits for us. I am 
convinced that we should continue along this path, 
as diverse forms of work are promoted by diversity 
in the workforce. In addition, considering job perfor-
mance and value from a skills perspective, as we do, 
also means reducing gender bias in remuneration: 
If an employee contributes to the company and 
adds value in the same way as another employee, 
they should not be compensated differently just 
because of different genders. Creating clear skill 
and performance-related markers for remunera-
tion enables us to create transparency and fairness 
while also ensuring that we, as an organization, have 
the right capabilities for the future.

Michalina Lech-D’Aprile
Deepening your thoughts on transparent com-
pensation for employees, what do you think com-
panies need to do to raise awareness of this idea 
in general?

Grażyna Rzehak
A major challenge is certainly training managers to 
discuss compensation openly, as it can be a sensi-
tive topic. We cannot ignore the fact that employ-
ees talk about their compensation and may won-

der why their salary is lower than their colleague’s 
or why other roles are paid differently. Currently, 
many companies address these issues on an ad 
hoc basis or not at all. By equipping managers 
with the right tools, we can more effectively link 
potential and performance to compensation and 
make these discussions easier and more trans-
parent. A common understanding of critical skills 
facilitates this because we can link people’s com-
petencies to the value they can bring to achieving 
our business goals.

“�When making strategic decisions 
during expansion, we need to 
consider not only our customers 
and our market approach but 
also how our products and 
philosophy translate into the 
employee value proposition.”  
 
Grażyna Rzehak
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Michalina Lech-D’Aprile  
Another significant change that will affect busi-
nesses is the rise of AI. Do you think that in the 
future, companies will have to manage not only 
real people, but also digital FTEs? What are the 
benefits and what are the threats that you see in 
this regard?

Grażyna Rzehak
What sets us apart from other companies that 
view AI as a threat is that InPost is a technology-
driven company that has integrated technological 
advances into its success story. Not surprisingly, 
we were among the early adopters of AI across 
our functions. AI tools streamline repetitive tasks 
and allow employees to focus on strategic work, 
truly leveraging their unique skills. This also ena-
bles our employees to drive their own career 
progression and develop themselves. We there-
fore support our employees in not fearing AI and 
actively engaging with it, since in my view, it is not 
a competition between digital and human FTEs, 
but rather a joint effort.

For this purpose, we use targeted training meas-
ures to empower our employees to see AI as a 
partner and differentiate which activities AI is 
suitable for. My thought on this is that AI uses 
information from the past up to today, but we 
must endeavor to think into the future. Of course, 
AI can help us to develop new solutions, but it 

is human imagination that really drives us to 
learn from all past and present experiences and 
develop new, creative solutions for the future. 
Thus, the combination of human skills and tech-
nological levers is very much needed, and I believe 
more in partnership than in the threat of AI dis-
placing us from our jobs.

“�HR needs to consider how it 
can transition from an isolated 
function to an active orchestrator 
role that can mobilize the entire 
ecosystem within the company 
and beyond.” 
 
Grażyna Rzehak
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Michalina Lech-D’Aprile
How do you think the role of HR will change based 
on your thoughts?

Grażyna Rzehak
We have understood that employers must care 
about how their employees feel and what they 
truly think about their work. Work is a significant 
part of our lives, and it’s crucial that we make peo-
ple feel like they are doing something meaningful. 
We can achieve this not only through specific work 
tasks or by placing the right people in the right 
positions but also within our Operating Model. 
When HR would ask themselves which products, 
processes, and tools we want to provide to the 
business and in what form, we must also consider 
what real value this can create and how we, as an 
HR function, can make a meaningful contribution.

Above all, for me, this means identifying, recruit-
ing, and nurturing the talents of the future. 
Through AI, we have more time to focus on these 
strategically important matters, and I perceive 
this shift as crucial during our expansion. If you 
want to scale business operations, you need to 
think about what skills you will need in three to 
five years and how to refine and nurture talents to 
have them in key positions by then. Furthermore, 
HR needs to consider how it can transition from 
an isolated function to an active orchestrator role 
that can mobilize the entire ecosystem within the 
company and beyond. This way, it provides great 
value to the company and to the individuals them-
selves, who can thrive. Meanwhile, AI helps us 

efficiently manage administrative matters in the 
background—I call these the hygiene factors that 
the HR function must address.

Michalina Lech-D’Aprile
I like the comparison to hygiene factors, and 
indeed, we see many companies using AI to ena-
ble a strategic uplift. Having said that, I find it very 
interesting that you associate AI with more mean-
ingful work for people.

Grażyna Rzehak
The era of ’Chief Happiness Officers’ is over, 
because you cannot make people happy with 
fruits, sweets, or parties. People need to have a 
sense of purpose in what they are doing. We need 
to give employees the opportunity to see the 
value they bring to the company and society. This 
is what drives employees to show engagement 
and overcome fears, such as those related to new 
technology and how it might impact their jobs. This 
is an important mandate that I pursue in my role: 
Provide employees with the opportunity to find 
purpose and to co-create. Of course, we all need 
to be courageous to do this, but we also need to 
create the right context beforehand. If AI helps us 
to focus on other questions, enhance our skills and 
embrace our careers, it will benefit everyone and 
can strengthen the purpose of work.

Michalina Lech-D’Aprile
While fostering purpose and value is an essential 
building block of your vision for the future of work, 
we also observe that adaptability and resilience 

are becoming fundamental skills in today’s work-
ing environment. In your view, is there a way to 
learn these skills?

Grażyna Rzehak
First of all, I agree with that. Adaptability is linked 
to flexibility and fosters resilience, which is already 
important today and will become even more 
significant in the future. These skills help people 
understand a world that is changing around them 
and navigate an environment where knowledge 
is the opposite of static. Besides resilience and 
adaptability, the key for me to find answers in 
this world is curiosity. Curiosity means not being 
demotivated by the lack of immediate solutions or 
not understanding some things at first, but having 
the willingness to embark on the journey to find 
answers. I see this concept as part of emotional 
intelligence, which is not only about understand-
ing the people and the culture of the organization 
and how I can contribute to that, but it is also very 
much connected with understanding the external 
world. Finally, curiosity can also be a way to find 
one’s own purpose at work, as it drives our devel-
opment, both personally and professionally. For 
us as a company, the curiosity of our employees 
means that we grow together—with innovations, 
new solutions, and across national borders.
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Michalina Lech-D’Aprile
In which direction should employees particularly 
direct their curiosity to find answers to important 
questions of the future?

Grażyna Rzehak
For many companies, including ours, the focus is 
certainly on technology. We need to learn how to 
utilize data and all the information available to us 
internally and externally. However, it is not only 
important to develop concepts and expand our 
knowledge on this topic, but also to learn how 
to effectively embed and implement this within 
the organization. The key for me, and it’s really 
interesting that we are linking a modern topic 
with an evergreen one, is communication. Only 
when we leverage appropriate communication as 
a future skill do we unlock the potential of many 
innovations that we set in motion. The previously 
mentioned example of the role of leaders in com-
munication about salary illustrates this very well. 
Active and attentive communication helps remove 
barriers, reduces uncertainty, and frees up capac-
ity for employees’ own development.

Michalina Lech-D'Aprile
Beyond meaningful communication, what ques-
tion should leaders ask themselves daily to foster 
curiosity?

Grażyna Rzehak
That is an important question because leaders 
play a vital role in encouraging their employees 
on this journey. In my opinion, leaders should ask 
themselves daily, ’Am I creating a meaningful story 
and place for my employees to be and to grow?’
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“�For us as a company, the 
curiosity of our employees 
means that we grow 
together—with innovations, 
new solutions, and across 
national borders.”  
 
Grażyna Rzehak
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