ROZWOJ POTENCJALU LUDZKIEGO
INNOWACYJNE TRENDY I KONKLUZJE NA XXI WIEK

Martina Blaskova - Ewa Matuska (red.)

MONOGRAFIA NAUKOWA

HUMAN POTENTIAL DEVELOPMENT
AN INNOVATIVE TRENDS AND CONCLUSIONS FOR XXI CENTURY

SCIENTIFIC MONOGRAPH
Martina Blaskova - Ewa Matuska (eds)

Higher Hanseatic School of Management, Slupsk, Poland

Wyzsza Hanzeatycka Szkola Zarzadzania

Shupsk 2014







R OO

i e
TECHNICAL UNIVERSITY IN ZVOLEN 4 R ™

11™ International Scientific Conference

HUMAN POTENTIAL DEVELOPMENT
AN INNOVATIVE TRENDS AND CONCLUSIONS FOR XXI CENTURY

25 — 26 June, 2014
Higher Hanseatic School of Management

Slupsk — Poland

Conference is organized under the auspices of

Dr Ing. Monika Zajkowska, PhD.
Rector of Higher Hanseatic School of Management in Slupsk, Poland

and

International Academic Network HPD CEEUS
(Human Potential Development in Central and Eastern European Union States)



SCIENTIFIC GUARANTEE OF THE CONFERENCE:

Assoc. Prof. Martina BLASKOVA, PhD. Dr Ewa MATUSKA, PhD.
University of Zilina, Slovak Republic Higher Hanseatic School of Management, Poland

SCIENTIFIC COMMITTEE OF THE CONFERENCE:

Prof. Josef KOUBEK, CSc.
Prague, Czech Republic

Assoc. Prof. Milo§ HITKA, PhD.
Technical University in Zvolen, Slovak Republic

Prof. Peter Van KRIEKEN
Hague University and AUC, Netherlands

Prof. Vladimiras GRAZULIS, DrSc.
Mykolas Romeris University, Lithuania

Multi Prof. Dr hab. Stanistaw BORKOWSKI
University of Technology in Czestochowa, Poland
Prof. Dr. José Luis Vazquez BURGUETE, PhD.
University of Leon, Spain

Prof. dr.sc. dr.h.c. Vlado GOGLIA
University of Zagreb, Croatia

Prof. Eduard ISKHAKOV, MD.

Ufa Law Institute, Russia

Prof. Milota VETRAKOVA, PhD.
University of Matej Bel, Slovak Republic

Prof. dr. Irena BAKANAUSKIENE
Vytautas Magnus University, Kaunas, Lithuania
Prof. Cosma MIRCEA

Sibiu Universitet, Romania

Prof. h.c. dr. Viclav LISKA, Dr.h.c.
Technical University in Prague, Czech Republic
Prof. dr hab. Wojciech DOWNAR

Higher Hanseatic School of Management, Poland
Prof. dr hab. Piotr NIEDZIELSKI

Higher Hanseatic School of Management, Poland
Assoc. Prof. Anna KACHANAKOVA, CSc.
VSEMVS in Bratislava, Slovak Republic

Assoc. Prof. Ludmila MLADKOVA, PhD.
University of Economy in Prague, Czech Republic
Assoc. Prof. Miriam JANKALOVA, PhD.
University of Zilina, Slovak Republic

Assoc. Prof. Jozef SUCHOMEL, CSc.
Technical University in Zvolen, Slovak Republic
Karin KOCHER, PhD.

GETS - Berlin/Leipzig, Germany

Dr Monika ZAJKOWSKA, PhD.

Higher Hanseatic School of Management, Poland
Irena FIGURSKA, PhD.

Pomeranian Academy in Slupsk, Poland

Joanna ROSAK-SZYROCKA, PhD.
University of Technology in Czestochowa, Poland
Aneta SOKOL, PhD.

University of Szczecin, Poland

Dr. Rudolf BLASKO, PhD.

University of Zilina, Slovak Republic

Jozef DURIAN, PhD.

University of Matej Bel, Slovak Republic

Radoslav JANKAL, PhD.
University of Zilina, Slovak Republic

© Higher Hanseatic School of Management in Slupsk, 2014



REVIEWERS OF THE PAPERS:

Assoc. Prof. Martina BLASKOVA, PhD.
University of Zilina, Slovak Republic

Assoc. Prof. Miriam JANKALOVA, PhD.
University of Zilina, Slovak Republic

Assoc. Prof. Milo§ HITKA, PhD.
Technical University in Zvolen, Slovak Republic

Assoc. Prof. Maria DURISOVA, PhD.
University of Zilina, Slovak Republic

Assoc. Prof. Alzbeta KUCHARCIKOVA, PhD.
University of Zilina, Slovak Republic

Assoc. Prof. Andrius VALICKAS, PhD.
Mykolas Romeris University in Vilnius, Lithuania

Assoc. Prof. Viliam LENDEL, PhD.
University of Zilina, Slovak Republic

Assoc. Prof. Marek POTKANY, PhD.
Technical University in Zvolen, Slovak Republic

Assoc. Prof. Jakub SOVIAR, PhD.
University of Zilina, Slovak Republic

Assoc. Prof. Milan KUBINA, PhD.
University of Zilina, Slovak Republic

Assoc. Prof. Andrej VELAS, PhD.
University of Zilina, Slovak Republic

Irena FIGURSKA, PhD.
Pomeranian Academy in Slupsk, Poland

Joanna ROSAK-SZYROCKA, PhD.
University of Technology in Czestochowa, Poland
Aneta SOKOL, PhD.

University of Szczecin, Poland

Zuzana KOZUBIKOVA, PhD.
University of Zilina, Slovak Republic

Andrzej SOLOMA, PhD.

University of Warmia and Mazury in Olsztyn, Poland
Marie BEDNARIKOVA, CSc.

University of Pardubice, Czech Republic

Emese TOKARCIKOVA, PhD.

University of Zilina, Slovak Republic

Dagmar VIDRIKOVA, PhD.
University of Zilina, Slovak Republic

Maria HUDAKOVA, PhD.

University of Zilina, Slovak Republic

Zuzana STANIKOVA, PhD.

University of Zilina, Slovak Republic

Miria LUSKOVA, PhD.

University of Zilina, Slovak Republic

Renata STASIAK-BETLEJEWSKA, PhD.
University of Technology in Czestochowa, Poland
LUCIA PANCIKOVA, PhD.

University of Zilina, Slovak Republic

Dr. Rudolf BLASKO, PhD.

University of Zilina, Slovak Republic

Radoslav JANKAL, PhD.

University of Zilina, Slovak Republic

Michal VARMUS, PhD.
University of Zilina, Slovak Republic



A goal of the Conference

The conference builds on its ten-year tradition and continues not only in tradition but also an established
quality. The goal of the 11" International Scientific Conference is the exchange of theory and experience
dealing with the issues of human potential management and development. An important dimension of this
conference is no small but very progressive accent dedicated to the discussion about the newest and
innovative human resources theoretical models and practical approaches which should be disseminate to
reach the strategic goals of the XXI century organizations. In line with current European Union Strategy
Europe 2020 which promotes “innovation” as its flag initiative, we as representatives of academic
surroundings from Central and Eastern Europe are hopefully to find useful inspirations and suggestion
enhancing personnel policies of organizations in our slowly recovering economies. Because of it the
Conference will focus on change approaches in forming, motivating and developing value-creating power
of all organizations: employees and managers.

Orientation of the Conference

7

« General issues of the human potential utilization and development (strategic management, human
potential, social responsibility of business, ethics in the human potential development, organizational
culture, life-long learning and career, employer branding, work performance management, balance of
the work and non-working life, flexible organization and flexible employment, personnel marketing,
HR audit, HR controlling, knowledge management, modern forms of communication, innovation in
the utilization and development of human potential and human resources, HR creativity and
innovativeness, the current ergonomics and environmental situation in organizations, safety at work);

« New challenges in the development of human potential and human resources management
(confrontation of human potential and capital, creating added value through people, the possibility of
human potential measurement and appraisal, investment in human capital, management and
leadership, competence management, motivation of human potential, social media and information-
communication technology in the human potential development, human potential and human
resources in an era of recovering from global recession and social crisis);

¢ Innovative theoretical models and practical approaches in area of human potential development
and human resource management (transfer of innovative models of human resource management,
culture of innovation in the organization, wide approaches to talent management, age management,
diversity management, value management, strategic workforce planning in regions, innovative
governance approaches addressed to labor market skills disparities, competences of managers for
commercialization of innovations, competences of employees in public administration, open
innovation in human resources management strategies, social innovations in human potential
development and regional development).

+  Web Conference presentation: http://frcatel.fri.uniza.sk/hrme/ConfHPM/index.html

+«+ Overarching scientific project: VEGA 1/0890/14 Stochastic Modeling of Decision-
making Processes in Motivating Human Potential.
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ZASTOSOWANIE COACHINGU W CONTACT CENTER

AGNIESZKA BERA

Abstract

The following publication is an attempt to implement and efficiency the coaching model in one of the
internal contact centers functioning on the Polish market. The author defines the concept of coaching
and presents a standard of conduct such meetings. Then, in the publication were identified typical
characteristics of the environment in which it operates, determined by the case study subject.
Characteristics of the industry have been recognized in the context of the typical aspects of working in
such a place, and which in the opinion of the author may significantly affect the introduction of the
presented tools in the workplace. Presented is the implementation phase of the coaching process as an
example of one of the contact center. This was followed by the settlement of actions taken during the
implementation of coaching sessions in relation to the adopted standard. The article summarizes the
benefits that have been achieved in the contact center through the use of coaching. To provide
a complete picture of the use of the presented tools also settled charges that were incurred during the
introduction of this method of employee development.

Key words: contact center, coaching, implementing the coaching.

1. Wprowadzenie

Uzasadnieniem do podjecia tematu coachingu jest jego rosngca popularnosé
wykorzystania do rozwoju pracownikow w réznych przedsigbiorstwach. W celu dokonania
doktadnej oceny oparto si¢ na metodzie studium przypadku, ktoéra pozwolita zweryfikowaé
jak wygladalo wprowadzenie i wykorzystanie coachingu w jednym z wewnetrznych contact
center firmy dzialajacej narynku polskim. Rozliczenie konkretnego przypadku
przeprowadzonego procesu pozwala wskaza¢ dobre praktyki na przyszios¢, a takze
odkrywajac stabe strony umozliwia uniknigcie ich przy kolejnych tego typu projektach.

Wykorzystanie metody coachingu staje si¢ coraz popularniejsze, rowniez w srodowisku
contact center (Sawicka, 2012, s. 74, Bergevin i in., 2010, s. 257). Ze wzgledu na wchodzace
narynek pracy tzw. Pokolenie Y oraz zatrudnianie przez branz¢ contact center relatywnie
duzej liczby mlodych pracownikow, ktorzy dopiero rozpoczynaja karier¢ zawodowa
oczekiwania wobec mozliwosci rozwoju sg znaczace. Dlatego tez koniecznym wydaje si¢
zapewnienie pracownikom tego srodowiska okreslonych mozliwosci podnoszenia ich
kompetencji m.in. wykorzystujagc do tego coaching. Kluczowe jednak jest, aby wskazang
metoda postugiwaé si¢ w umiejetny sposob, dlatego warto przyjrze¢ si¢ jak wygladato
zastosowanie metody coaching na konkretnym przyktadzie contact center. Dodatkowo analiza
konkretnego przyktadu pozwala oceni¢ efekty prowadzonych dziatan.

Intensywny rozw¢j branzy contact center w Polsce moze zwigkszaé zapotrzebowanie na
narzedzia zobszaru zarzadzania zasobami Iludzkimi (Swatowska, 2012, s. 66).
Przeprowadzenie analizy ioceny zastosowania wybranych narzedzi, tak jak
w prezentowanym przypadku coachingu zuwzglednieniem specyfiki miejsca pracy,
w ktorym zostalo wykorzystane umozliwia zidentyfikowanie osiggnigtych korzysci, a takze
stanowi informacj¢ zwrotng na temat potencjalnych zagrozen, ktérych nalezy unikad
W przysziosci.

Celem artykulu jest ocena wdrozenia jak i zasadnosci wykorzystania samego narzedzia
jakim jest coaching w jednym z wewngtrznych contact center oraz zidentyfikowanie
uzyskanych korzysci i poniesionych kosztow.
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2. Znaczenie coachingu w przedsiebiorstwie

Zgodnie z istniejaca w literaturze zarzadzania definicja terminu coaching, przyjeto
W pracy, ze jest to ,odpowiednio zaplanowana i przeprowadzona metoda szkolenia
pracownika przez odpowiedniego trenera (tzw. jeden na jednego), polegajgca na rozwoju
wiedzy, umiejetnosci i postaw uczacego si¢ w celu zwickszenia jego indywidualnego
(i organizacji) kapitatu ludzkiego,” (Krol, 2006, s. 467).

Warto podkresli¢, ze celem stosowania tego rodzaju dziatan jest lepsze wykorzystanie
potencjatu pracownika, szeroko rozumiany wzrost wydajnosci (Rzycka, 2010, s. 31). Dla
pracownika istotne w przedstawianym procesiec moze by¢ to, ze ,,dostrzega on nie tylko
mozliwos$ci, ale ma sposob ich porzadkowania i selekcji. Wie na czym si¢ skupié, i podejmuje
dziatania skoncentrowane na dlugoterminowych celach. Dynamicznie wchodzi na $ciezke
spetnienia aspiracji,” (Rzycka, 2010, s. 31).

Z kolei z punktu widzenia firmy oferujacej swoim pracownikom coaching gléwnym
celem jest uzyskanie lepszych wynikow, co mozna uzyska¢ przez wigkszg identyfikacje
pracownika z pracodawca, a tym samym zwigkszenie odpowiedzialnosci za podjete zadania.
Badacze tematu coachingu podnosza jeszcze argument, ze ,,menedzerski styl coachingu czy
coachingowy styl zarzadzania jest odpowiedzig na potrzebe szybkiego adaptowania si¢ do
zmian. Jest jednym ze sposobow, ktory pozwala efektywnie radzi¢ sobie z wyzwaniami
srodowiska biznesowego,” (Rzycka, 2010, s. 34). Jednoczes$nie taki styl zarzadzania zachgca
do indywidualnego rozwoju z wykorzystaniem wszelkich odpowiednich dla jednostki,
zespolu 1organizacji $rodkow — to styl charakteryzujacy si¢ umiejetnoscia adaptacji
i elastyczno$ciag wobec zmieniajacych si¢ potrzeb (Thorpe iin., 2007, s.23). To moze
potwierdza¢, ze taki styl zarzadzania pracownikami moze by¢ odpowiedni w §rodowisku,
ktére dynamicznie si¢ zmienia, a takim jest badane przez autorke srodowisko contact center.

Prawidlowy przebieg procesu coachingu wymaga, aby byty zachowane okreslone etapy.

W literaturze przedmiotu mozna znalez¢ rozne podejscia do tej kwestii (Harvard Business

Essentials, 2006, s. 26), w zalezno$ci od przyjetego podejscia inna jest liczba etapow, a takze

ich zakres. Model, ktory zostal wykorzystany w badanym miejscu pracy sktadat sie

Z nastgpujacych etapow (Thorpe i in., 2007, s. 47 i nast.):

1. Okreslanie potrzeb icelow coachingu — jest to moment, w ktorym obie strony
utwierdzaja si¢ w przekonaniu, ze jest konieczno$¢ przeprowadzenia sesji
coachingowych, atakze okreslaja ogolne cele takich spotkan. Istnieje rowniez
mozliwos$¢ ustalenia celi szczegdtowych, ktore majg zosta¢ osiaggniete, jednakze zdarza
si¢, ze to dzialanie zostaje przeniesione na nastgpne spotkanie, aby mie¢ czas na
przemyslenie poruszanych na spotkaniu kwestii.

2. Uzgadnianie konkretnych potrzeb rozwojowych — to spotkanie pozwala ustali¢ na jakim
poziomie rozwoju jest osoba, ktora bedzie coachowana, a takze jaki jest jej poziom
docelowy po zakonczeniu sesji coachingowej. Spotkanie na tym etapie moze byc¢
kontynuacja spotkania z wecze$niejszego etapu.

3. Opracowanie szczegdtowego planu coachingu — to etap, w ktéorym nastepuje stworzenie
dokladnego planu dziatania, ktére beda okresla¢ kroki zblizania si¢ do osiggniecia
postawionych celow. Istotne jest, aby zarysowac rowniez ramy czasowe dla przyjetych
do wykonania zadan, co pozwoli okresli¢ czas trwania coachingu.

4.  Wykonanie zadania badZ czynno$ci — jest to etap realizacji wcze$niej przygotowanego
planu. Podejmowane beda dzialania dwojakiego rodzaju. Pierwsze to realizacja zadan,
ktore coachowany chce poprawi¢. Drugie to informacje na temat jak
przebiegala realizacja wyznaczonego zadania. Zrédtem takich informacji zwrotnych
moga by¢ opinie, obserwacje, ale rowniez dane liczbowe zawarte w raportach.
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5. Przeglad dziatania i planowanie lepszego funkcjonowania — to etap, ktory polega na
omowieniu realizacji wyznaczonych zadan. Nastgpnie potrzebna jest dyskusja na temat
jakie sa mozliwosci poprawy uzyskanych efektow oraz zidentyfikowanie dziatan, ktére
nalezy wykona¢ przy ponownej realizacji tego samego zadania.

6. Zakonczenie coachingu — umozliwia jednoznaczne wskazanie osobie biorgcej udziat
W procesie, ze jest gotowa do samodzielnej pracy bez wsparcia coacha. Jest to rOwniez
czas, kiedy nalezy oceni¢ przebieg procesu coachingu oraz moment na weryfikacje
uzyskanych efektow.

Przedstawiona propozycja przebiegu procesu coachingu jest relatywnie uniwersalna, co
pozwala zaktada¢, ze znajdzie zastosowanie mi¢dzy innymi w branzy contact center.

3. Charakterystyka srodowiska contact center

W celu weryfikacji w jakim stopniu przedstawione narzgdzie ma zastosowanie
w §rodowisku contact center niezbgdne jest okreslenie cech typowych dla contact center. Aby
jednak tego dokona¢, nalezy zdefiniowa pojecie contact center. Jeden z badaczy tego
srodowiska wskazuje, ze jest to call center, ktore ,,w sposdb uporzadkowany (zintegrowany)
obstuguje kontakty telefoniczne, faksowe i1 e-mailowe, zgloszenia umieszczane na witrynach
www, chat (pogawedki internetowe), sms-y i poczte glosows,” (Kostecki, 2007, s. 59). Warto
podkresli¢, ze contact center to call center, ktore poza podstawowa forma komunikacji jaka
jest telefon wykorzystuje rowniez inne media przeznaczone do kontaktu z klientami. Czesto
jednak jest tak, ze relatywnie w najwickszym stopniu pracownicy obstuguja klientow przez
telefon, co wynika prawdopodobnie z powszechnosci jego uzytkowania w Polsce.

Do analizy przyjeto przypadek zastosowania coachingu w jednym z contact center
wewnetrznych. Jest to contact center dziatajace w strukturach wigkszego przedsiebiorstwa,
dla ktérego $wiadczy ustugi (Marczynska, 2011, s. 5). Przedsigbiorstwo, w ramach ktérego
istnieje contact center, w ktérym wykorzystano do rozwoju pracownikéw coaching istnieje na
finansowym rynku polskim od 2003 roku.

Dla zapewnienia pelnego obrazu specyfiki pracy w contact center nalezy wskazac
typowe cechy tego miejsca pracy (Bera, 2013, s. 10):

- Postrzeganie pracy w contact center jako prostej iniewymagajacej, co czgsto
przektada si¢ na brak poszanowania i niedocenianie zawodu konsultanta.

- Praca ta najczesciej jest podejmowana przez mtodych ludzi, czesto studentow, dla
ktorych jest to pierwsze miejsce zatrudnienia i tym samym nastgpuje zderzenie
wyobrazenia o pracy z rzeczywisto$cia, ktéra moze rozczarowywac.

- Kandydatom do pracy nie s3 stawiane wygdrowane wymagania, jednakze pewne
kompetencje podczas selekcji sg poszukiwane i oceniane.

- Praca w contact center wigze si¢ z wykonywaniem powtarzalnych czynnosci, stad
podnoszony jest argument, Ze jest monotonna inuzaca, zalezy to oczywiscie
od réznorodnosci zadan przypisanych do danego stanowiska.

- Realizacja postawionych celow 1 osigganie wymaganych wynikdw moze wigzac si¢
Z presja 1 wywotywac uczucie stresu u pracownikow, stad tak wazna jest odpornosé
na czynniki stresogenne.

- Wykonywanie zadan na nalezytym poziomie wymaga koncentracji i pelnej
mobilizacji w trakcie rozmowy z klientem.

- Wynagrodzenie proponowane za t¢ prace nie jest wygorowane, ale wiele zalezy od
branzy, rodzaju contact center i stopnia trudnos$ci realizowanych zadan na danym
stanowisku pracy.
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Pracodawcy zapewniaja szkolenia startowe, oczywiscie moga one by¢ na réznym
poziomie, ale kazdy pracownik ma udostepnione mozliwosci pozyskania wiedzy
niezbednej do prowadzenia wymaganych przez pracodawce zadan.

Wiele contact center proponuje swoim pracownikom okreslone $ciezki karier, co
pozwala na rozwoj kompetencji, a takze szybki awans, co wynika z realizowanych
wewnetrznie rekrutacji.

Przedstawione powyzej informacje stanowig tylko cze$¢ aspektow pracy w contact
center iprzedstawiaja badane S$rodowisko W aspekcie mozliwosci oraz zasadnoSci
wykorzystania coachingu do rozwoju pracownikow.

4.  Wprowadzenie coachingu na przykladzie contact center

Zaimplementowanie coachingu w badanym metodg studium przypadku contact center
mozna podzieli¢ na kilka podstawowych faz:

Przeprowadzenie akcji informacyjnej, ktorej celem bylo zaznajomienie zaréwno
kadry zarzadzajacej jak i pracownikow szeregowych z procesem coachingu. Jednak
zasi¢g i sita oddziatywania byta znikoma.

Szkolenie przeprowadzone przetozonym, ktorzy mieli peic role coacha dla
swoich podwtladnych.

Prowadzenie pierwszych spotkan w formie coachingu. Rozliczenie dziatan w tym
zakresie zostato ujete w ponizszej tabeli.

Metacoaching, ktory polegat na przeprowadzeniu sesji coachingowej przetozonego,
ktory pehnit role coacha dla pracownika wraz z trenerem, ktéry wczesniej szkolit z
prowadzenia tego procesu. W kolejnym kroku nastgpowato omoédwienie catego
spotkania, a takze okre$lenie stabych i mocnych strony uczacego si¢ coacha. Trener
sugerowal jakie obszary s3 do rozwoju i jakie umiej¢tnosci coacha powinien
poprawic.

Tabela 1: Rozliczenie dzialan podczas stosowania coachingu w contact center (opracowanie wilasne
na podstawie Thorpe, Clifford, 2007, s. 47 i nast.)

Etap

Podjete dzialania

Etap |

Spotkanie to zostato niejako wymuszone na pracownikach. Zatrudnieni nie mieli mozliwo$ci
samodzielnie stwierdzi¢, ze istnieje potrzeba rozwoju, a czesciej byta ona wskazywana przez
przetozonego. Tym samym narzucone byly cele rozwojowe do osiggnigcia przez pracownika,
aze wzgledu narelacje coacha zosoba coachowang, czyli podwladny - przetozony,
pracownikk mdgt mie¢ trudnosci w zakwestionowaniu poczynionych ustalen, ktére zostaty mu
niejako narzucone.

Etap Il

Po dobrym pod wzgledem jakosciowym spotkaniu z pierwszego etapu istniata mozliwos¢, ze
pracownik zaangazuje si¢ w okre$lenie konkretnych potrzeb rozwojowych, zgodnie z wiasnymi
oczekiwaniami. Relacja shuizbowa wplywala jednak znaczaco na przyjety kierunek
uzgodnionych celow. W badanym przypadku czesto narzucane byly cele odpowiadajace
przetozonym, a z ktérymi pracownicy niekoniecznie chcieli si¢ identyfikowaé. Wptyw na to
miat jeszcze fakt, Ze materiatem, na ktérym pracowano byty rozmowy pracownikow i praca nad
poprawg ich jakosci. Ze wzgledu na fakt, ze kazda rozmowa jest inna i trudno je poréwnywacé to
yjecie celu, ktéry bedzie odnosit sie do wszystkich rozméw jest trudne. Dodatkowo podejscie
autorytarne w zakresie okreslania celow ze strony przetozonego powoduje, ze pracownik nie
czuje, aby jego cele rozwojowe byly uwzgledniane podczas planowania dziatan, a tym samym
ogranicza swoje zaangazowanie w realizowany proces.

Etap 111

Opracowanie planu coachingu wymaga zaangazowania pracownika dlatego tak istotne jest, aby
wczesniejsze etapy wzbudzily zainteresowanie pracownika prowadzonymi dziataniami. Aby
zasadnym bylo prowadzenie coachingu pracownik powinien utozsami¢ si¢ z postawionymi
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celami, a tym samym wskaza¢ jakimi dziataniami chce je osiagna¢. Ten etap w analizowanym
przypadku wystepowal relatywnie rzadko, jesli juz pojawiato sie identyfikowanie dziatah do
podjecia, to ograniczaty si¢ one do wskazywania wprowadzanych zmian. Znaczacy
w okreslaniu potencjalnych mozliwos$ci, z ktérych moze skorzysta¢ pracownik jest udzial
przetozonego. Jego zdecydowanie wigksza wiedza na temat zakresu mozliwych do realizacji
zadan oraz szersze spojrzenie na prac¢ analizowanego contact center pozwalala wspomoc
pracownika w ustalaniu potencjalnych zagadnien do opracowania lub ¢wiczen do wykonania.

Etap IV

Wykonanie zadan to etap, ktory pracownicy wprowadzaja w zycie wczesniej poczynione
ustalenia. W badanym przypadku bylo to w wigkszoSci zastosowanie ustalonych zmian
w rozmowach z klientami. Jednakze mozna w wielu przypadkach wskaza¢ rowniez ¢wiczenia,
ktéore przyblizaly do osiagniecia celow, aktére pracownicy musieli zrealizowac.
Innym rodzajem podejmowanej aktywnosci przez pracownikoéw bylo opracowywanie
zagadnien, ktore miaty na przyktad utatwié¢ pozyskanie wiedzy merytorycznej z zakresu, ktory
dla pracownika byt relatywnie trudny do opanowania, aniezbedny do prawidlowego
wykonywania obowigzkow.

Etap V wskazywano jakie sg mocne i stabe strony przeprowadzonych rozmow, atym samym jakie

W badanym przypadku przeprowadzano przegladu zrealizowanych dziatan poprzez wspolne
odshuchanie rozméw iocen¢ ich pod katem oczekiwanych zmian. W sytuacji zbyt matego
postepu nastepowato powtdrzenie etapu III i IV, co pozwalato pracownikowi wypracowac
okreslone standardy, ktérych oczekiwal pracodawca. Jesli efekty byly zadowalajace ustalany
byt kolejny temat, nad ktorych rozpoczynat pracg coachowany. Byt to rowniez etap, na ktorym

obszary wzwiazku ztym powinien rozwijac. W sytuacji, kiedy rozwdj pracownika
byt realizowany przez wykonanie innego rodzaju zadan byly one na tym etapie omawiane
i wspolnie analizowane Zz coachem. Na podstawie uzyskanych efektow i przebiegu
samej realizacji zadania wyciagano wnioski na przyszto$é. Stanowito to podstawe do
samooceny uzyskanych kompetencji przez pracownika.

Etap VI

Ten etap w badanym przypadku zostal pominiety. Uznano, ze proces coachingu jest stale
potrzebny i tym samym jest on ciagly.

Implementacja procesu zgodnie z przedstawionymi powyzej etapami pozwala uzyskac

okreslone korzysSci, ktore planowano uzyska¢ decydujgc si¢ na zastosowanie tego rodzaju
narzedzia. Jednakze wprowadzenie coachingu w zaprezentowany sposob powoduje, ze
ponoszone sg okreslone koszty.

5.

Podsumowanie
W badanym metoda studium przypadku contact center mozna wymieni¢ wiele korzysci,

ktore uzyskano dzigki zastosowaniu coachingu, do podstawowych zaliczono:

1.

Uzyskano narzedzie, dzigki ktoremu zaoferowano mozliwo$¢ rozwoju kazdemu
Z pracownikdw. Jednoczesnie indywidualne podej$cie do kazdej osoby pozwolito
dobra¢ dzialania odpowiednie do kazdego z pracownikow.

Przyjecie okreslonego modelu dziatania pozwolito wujednolici¢ 1 standaryzowaé
dziatania z obszaru rozwoju pracownikéw. Tym samym najwyzsze kierownictwo mogto
oczekiwac, ze kazdy szeregowy pracownik bedzie mial mozliwo$¢ skorzystania z Sesji
coachingowych prowadzonych wedlug przyjetego szablonu. Pracownicy z kolei mogli
spodziewa¢ si¢, ze niezaleznie od kompetencji osoby prowadzacej spotkanie
coachingowe bedzie miat wsparcie w realizacji wlasnych celow rozwojowych.

Pracownicy uczestniczacy w Spotkaniach mieli okazj¢ do rozmoéw z przetozonym, ktory
tym samym byl w stanie podzieli¢ si¢ znimi wlasnym doswiadczeniem 1 wiedza,
atakze wskaza¢ mozliwosci oferowane przez pracodawce w zakresie ich rozwoju,
z czym nie zawsze pracownicy wiedzieli. Pracownik miat okazje do spotkania, ktore
obrazowatlo mu jak jest postrzegany przez swojego pracodawce, jakie s3 jego
oczekiwania odno$nie rozwoju pracownika
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4.  Coaching rozmow pracownikéw z klientami pozwala wptywaé na uzyskane dzigki nim
efekty, atym samym podnosi wyniki przedsigbiorstwa ich zatrudniajgcego.
Jednocze$nie wspdlne odstuchiwanie ianalizowanie rozmoéw pozwala pracownikowi
spojrze¢ z dystansu na wykonang prace 1 W przysztosci dokona¢
poprawek realizowanych zadan, takie dziatania podnosza jako$¢ obstugi klienta.

5. W momentach spadku osigganych wynikow prowadzony coaching umozliwial
przezwyci¢zenie kryzysu ipomoc pracownikowi W zmaganiu si¢ z trudno$ciami
codziennej pracy.

6. Prowadzenie spotkan tego typu przez bezposredniego przetozonego pozwalato
mu rozwija¢ pracownikow w oczekiwanym przez pracodawce kierunku. Tym samym
umozliwialo to wykreowaé potencjalnych sukcesorow.

7. Coaching ulatwial pracodawcy utrzymanie wartoS§ciowych pracownikow, ktorym
umozliwial indywidualny rozw¢j, tym samym odczuwany byl bezposredni wptyw na
fluktuacje pracownikow.

8.  Dla pracownikéw korzyscig bylo to, ze kazdy znich mial mozliwos¢ skorzystaé
z oferowanych sesji coachingowych. W pewnym stopniu sposob wykorzystania
przedstawionych propozycji zalezal od decyzji i zaangazowania pracownika.

9.  Prowadzenie spotkan przez przetozonego dawalo szans¢ na zbudowanie i utrzymanie
zdrowych relacji z pracownikiem.

10. Uzyskano wzrost morale pracownikow oraz poczucie dowarto$ciowania ich jako
zatrudnionych oraz wykonywanej przez nich pracy.

Powyzsze pokazuje, ze kazda ze stron uczestniczaca w spotkaniu moze odnie$¢
okreslone korzysci. Aby jednak bylo to mozliwe kluczowa jest jako$¢ przebiegu calego
procesu coachingu oraz okreSlenie iutrzymanie pewnych standardow prowadzenia
tego rodzaju dziatan.

Dla stworzenia pelnego obrazu stosowania coachingu w contact center nalezy rowniez
przyblizy¢ koszty, ktore sg ponoszone w trakcie wykorzystania tego rodzaju
narzg¢dzia rozwoju pracownikow. Do najczgsciej wymienianych mozna zaliczy¢:

1.  Konieczno$¢ poswigcenia niezbednej ilosci czasu na przeszkolenie pracownikow,
awtym przypadku przetozonych, ktorzy beda pehicrole coacha. Dodatkowo
dostosowanie metacoachingu do potrzeb poszczegdlnych dzialow, ktére zajmowaty
si¢ roznymi zadaniami w codziennej pracy.

2.  Poswiegcenie odpowiedniej iloSci czasu przez przetozonego na przygotowanie si¢ do
spotkan, atakze okreSlony czas na ich przeprowadzenie. Przygotowanie
I przeprowadzenie samego spotkania moze zaja¢ nawet do 2 — 3 godzin, w zaleznoSci
od zaangazowania i zapotrzebowania stron uczestniczacych w spotkaniu. W sytuacji
pracy z pracownikami, ktorzy maja niewielkie do$wiadczenie zawodowe znaczna
odpowiedzialno$¢ za uzyskanie oczekiwanych efektoéw spoczywata na przetozonych —
coachach.

3.  Dodatkowa trudnosciag bylo prowadzenie spotkan przy licznych zespotach, ktorymi
zarzadzali przetozeni. Przeprowadzajac coaching zgodnie z okreslonym standardem
coach realizowat tylko zadania z tego obszaru, nie starczalo mu czasu na inne, typowo
zarzadcze czynnosci.

4.  Jako$¢ prowadzonych spotkan zalezato od poziomu umiej¢tnosci wykorzystania tego
narzedzia przez przelozonego. Tym samym nie kazdy pracownik miat takie same szanse
narozwdj, byto to uzaleznione od posiadanych kompetencji przez coacha. Natomiast
narzucenie takiego modelu pracy z podwladnymi zmuszalo przetozonych do
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intensywnego wysitku w zakresie uzyskania odpowiedniego poziomu bieglosci
w zakresie rozwoju pracownika poprzez coaching.

5. Negatywnie moze by¢ postrzegane w Srodowisku contact center uzaleznienie
prowadzenia spotkan od natgzenia biezacych zadan. To jednocze$nie zwicksza
niepewno$¢ w zakresie cyklicznosci 1 regularnos$ci planowanych spotkan. Dodatkowo
zwigkszona intensywnos¢ realizowanych zadan moze wptywaé na skrdcenie czasu
samego spotkania.

6. Istotne bylo rowniez, aby przerwa miedzy kolejnymi spotkaniami nie byta za dluga,
gdyz $redni czas pracy w contact center jest stosunkowo krotki, mozna wskazaé, ze
mediana rocznej rotacji w Polsce wg badan wynosi 25% (Holman D. i in., 2007, s. 47).
Tym samym aby pracownik miat od$wiezang wiedze i podtrzymywang motywacje do
pracy nad kompetencjami spotkania powinny odbywac¢ si¢ srednio co 3 miesigce. Daje
to niezbedny czas do pracy nad wyznaczonymi zadaniami i rozwojem kompetenciji,
a jednoczesnie taki termin nie pozwala odktada¢ ich w nieokreslong przysztos¢.

7. Konieczna jest akcja promocyjna pozwalajaca upowszechni¢ 1 przekona¢ pracownikow
do wykorzystania nowo zastosowanego narzgdzia. Wigkszym wyzwaniem okazalo si¢
wtym przypadku przekonanie kadry zarzadzajacej do stosowania tego narzedzia
w odpowiednim zakresie.

8. Wyzwaniem dla przelozonych moze by¢ jednolita forma rejestracji wynikow, ze
wzgledu na r6znorodno$¢ zadan i stawianych celow.

9.  Zakwalifikowanie wszystkich pracownikow do procesu coachingu moglto by¢
jednoczesnie negatywnym aspektem zastosowania tego narzedzia, gdyz nie kazdy
pracownik potrzebuje czy jest gotowy na prace w tak okreslony sposob.

10. Koniecznym bylo zapewnienie zadan pracownikom, ktorzy chcieli rozwijaé
kompetencje nie zwigzane z prowadzeniem rozméw. Dla przetozonego bylo duzym
wyzwaniem kreowanie kolejnych zagadnien, ktore beda stale rozwijaé pracownika,
a jednoczesnie umozliwienie mu realizacji ¢wiczen z tym zwigzanych. Wigzato si¢ to
Z przekazaniem aktualnych obowiazkéw innemu pracownikowi, co spotykato si¢ ze
znaczacym oporem pozostatych cztonkow zespotu.

Powyzsze pokazuje jak wiele jest trudnosci wystepujacych w momencie wprowadzania
nowego narzedzia do rozwoju pracownikow. Jak wida¢ wiele zalezy od odpowiedniego
przygotowania samego wprowadzenia, ale przede wszystkim od umiejetnosci przetozonych,
ktorzy w tym przypadku podejmowali role coacha. Stad tak istotne jest, aby przede wszystkim
istotny nacisk potozy¢ na ten aspekt wprowadzenia coachingu w contact center.

Przedstawione zastosowanie coachingu w $rodowisku contact center pozwala
zaprezentowa¢ wiele korzysSci odniesionych ztego dziatania, ale rowniez mozliwe jest
zidentyfikowanie kosztow 1 zagrozen z tym zwigzanych.

Zastosowanie tego narz¢dzia w Srodowisku contact center znajduje uzasadnienie, co
pokazuja doswiadczenia zawarte w publikacjach anglojezycznych (Rynolds, 2004, s. 140).
W Polsce jest to kierunek od niedawna upowszechniany, ale trafiajacy na podatny grunt w tej
branzy.

Jest to narzedzie, ktoére moze by¢ bardzo pomocne zarzadzajacym, aby rozwijaé
podwtadnych 1uzyskiwa¢ lepsze wyniki pracy. Umiejetne jego wykorzystanie pozwala
wptyna¢ pozytywnie na kilka obszaréw. Przede wszystkim stanowi podstawe do poszerzania
kompetencji pracownikéw. Dodatkowo realizacja zadan spoza podstawowego obszaru
dziatania pracownika zwigksza warto§¢ konkurencyjng danego contact center na rynku.
Warto réwniez mie¢ na uwadze, zeregularne stosowanie narzedzia pozwala
coachom rozwija¢ swoje umiejetnosci w zakresie prowadzenia coachingu, co moze
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umozliwia zarzadzanie rozwojem pracownikéw w sposob coraz bardziej zgodny z przyjetym
standardem.

Dodatkowo czas spowolnienia gospodarczego to moment, kiedy warto inwestowac

w tego rodzaju przedsiewzigcia, gdyz pracownicy nabieraja pewno$ci, ze s3 wazni dla
swojego pracodawcy, ktory chce inwestowaé w ichrozwoj. Dzieki przedstawionym
dzialaniom moze wzrasta¢ lojalno$¢ pracownika wzgledem pracodawcy, ktéry umozliwia
poszerzanie kompetencji oraz dzigki temu przyczynia si¢ do budowania wartosci
zatrudnianych pracownikow.
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Kompetencje cyfrowe i ich rola w podnoszeniu aktywnosci
zawodowej 0s0b starszych

EWA BIALEK — KRZYSZTOF BIALEK

Abstract

In this article the labor market situation of people aged 50+ is discussed within the context of
the occurring social and technological changes. Special attention is paid to the need of the acquisition
and improving digital skills in this age group. As an example of good practice in combating with
digital exclusion of elderly people is described the polish national learning initiative supported from
EU funds entitled Poland of Equal Digital Opportunities (pl: Polska Cyfrowa Réwnych Szans —
PCRS). Benefit group, project’s activities, as well main conclusions from this initiative are presented.

Key words: digital competencies, digital exclusion, long life learning, 50+ labor market activation.

1.  Wprowadzenie

Podczas szczytu Rady Europejskiej w Lizbonie, ktéry miat miejsce w 2000 roku,
wyznaczono strategiczny cel Unii Europejskiej: stworzenie opartej na wiedzy, najbardziej
konkurencyjnej gospodarki na §wiecie, zdolnej do systematycznego wzrostu gospodarczego,
zapewniajacej wicksza liczb¢ miejsc pracy w warunkach wigkszej spojnosci spoteczne;.
Dla osiggnigcia tego celu istotnym jest wzmocnienie oraz koordynacja dziatan na rzecz
ograniczenia wykluczenia spotecznego (Opracowanie zbiorowe, 2007). Badania
przeprowadzone w 2012 roku w Polsce wykazaly, ze wedtug co trzeciej osoby ankietowanej
(12%) wystepuje problemem gorszego traktowania ze wzgledu na wiek. Osobiscie gorsze
traktowanie z tego wzgledu odczuto 12% badanych, 13% — mialo osobisty kontakt z osoba
powyzej 50 roku zycia, ktéra w miejscu pracy zostata gorzej potraktowana ze wzgledu na
swoj wiek (Antosz, 2012). Dyskryminacja ze wzgledu na wiek — tzw. ageizm, aczkowliek
nielegalna w $wietle kodeksu pracy i przepisow unijnych, jest w Polsce stale aktualna
i stanowi ukryte poza oficjalnymi procedurami selekcji na wakaty stanowiskowe narzedzie
eliminacji os6b w wieku 50+ ( Biatek, Matuska, 2013).

W wyniku prowadzonych badan powstal pierwszy w Polsce dokument rzadowy
poruszajacy problematyke rownego traktowania wielu grup narazonych na dyskryminacje
,»Krajowy Program Dziatah na Rzecz Rownego Traktowania na lata 2013-2016”. Wskazuje
si¢ w nim, ze osoby, ktore ukonczyly 50 rok Zycia nalezag do grup silnie narazonych na
dyskryminacj¢ na rynku pracy. Mimo, iz wspotczynnik aktywnos$ci zawodowej 0sob w wieku
55-64 lata w okresie 2008-2011 ogdlnie wzrost (z 32.7% — 1 kw. 2008 r. do 38.3% — 1 kw.
2011r.) dystans dzielacy Polske od krajow Unii Europejskiej (UE) pozostaje wciaz znaczacy.

Wystepujacy trend demograficzny poteguje wyzwania stojace przed polityka rynku
pracy w Polsce. Z tego powodu, w Krajowym Programie Dziatah na Rzecz Rdéwnego
Traktowania wskazuje si¢ $ciezki, ktore pozwola na zwigkszenie szans tej grupy wiekowej na
rynku pracy. Okresla sie, ze zgodnie z zasadg rownego traktowania, dostep do edukacji nie
powinien by¢ ograniczony zadng przestanka, w tym wiekiem. Edukacja osob starszych
powinna by¢ oparta na zagadnieniach dotyczacych przejecia lub utrzymania
odpowiedzialnos$ci za wlasne Zycie oraz samodzielne jego ksztattowanie ze szczegdlnym
uwzglednieniem aktywnosci zawodowe] (Pelnomocnik Rzadu do Spraw Rownego
Traktowania, 2013).

W Polsce od kilkunastu lat obserwowany jest proces zmiany struktury demograficznej.
Jego +cechg jest systematycznie rosngcy udzial osob starszych w populacji ogoétem. Na
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koniec 2012 roku liczba Iudno$ci w naszym kraju wynosita 38,5 mln osob. W podziale na
ckonomiczne grupy ludnosci (0-17, 18-59/64, 60+/65+) populacja w wieku
przedprodukcyjnym stanowita 18,3%, produkcyjnym — 63,9%, poprodukcyjnym — 17,8%.
Zgodnie z prognozami demograficznymi wzrost procentowy w tej grupie bedzie miat
charakter staly (Ministerstwo Polityki Spotecznej, 2013). Wspotczesna andragogika i
gerontologia sg zgodne, ze edukacja ma ogromny wplyw na jakos$¢ starzenia si¢ 1 dlatego
wiaczenie 0sob starszych w system edukacji ustawicznej jest niezbednym procesem w §wietle
zachodzacych przemian demograficznych w Europie (Pelnomocnik Rzadu do Spraw
Rownego Traktowania, 2013).

2.  Rynek pracy oséb starszych

Z badan GUS wynika, ze w I kwartale 2014 roku sposrod osob w wieku 55-64 41,1%
pracuje zawodowo, co oznacza wzrost w stosunku do poprzedniego kwartatu o 2,1% (GUS,
2014). Niepojgcym jest jednak fakt, iz $redni wiek wycofywania si¢ z Polakéw z rynku pracy
jest nizszy od ustawowego wieku emerytalnego. Raporty z przeprowadzonych badan
wskazuja, ze na przedwczesne wycofywanie si¢ z rynku pracy najwiekszy wplyw maja
problemy zdrowotne oraz zbyt niskie lub nieaktualne kwalifikacje zawodowe, w tym
zwigzane z wykorzystaniem nowoczesnych technologii. Towarzysza temu bariery psychiczne,
brak wiary w siebie, lek wobec zmian a przy tym niech¢¢ do podejmowania ksztatcenia
ustawicznego (Jarostaw Gorniak, 2014). Od lat bardzo niska jest aktywnos$¢ edukacyjna
dorostych Polakéw. Na tle pozostatych krajéw Unii Europejskiej, Polska plasuje si¢ na
jednym z ostatnich miejsc. Wedlug badania Bilans Kapitatu Ludzkiego z 2012 r., w ciagu 12
miesigcy poprzedzajacych badanie, w kursach lub szkoleniach (innych niz BHP
I przeciwpozarowe) uczestniczylo jedynie 16% o0sob pracujacych, 6% — bezrobotnych
ekonomicznie, 7% — zarejestrowanych bezrobotnych i 1% — nieaktywnych zawodowo, w
wieku 50-59/64 lata (Jarostaw Gorniak, 2012).

W grudniu 2013 roku Rada Ministrow przyjeta program ,,Solidarnos¢ Pokolen.
Drziatania dla zwigkszenia aktywnosci zawodowej osob w wieku 50+, ktory reguluje kwestie
dotyczace intensyfikacje aktywnosci zawodowej 1 zatrudnienia oséb po 50 roku zycia roku.
Stanowi on pakiet dziatan rzadowych 1 samorzagdowych obejmujacy wszelkie inicjatywy
ktadace nacisk na poprawe aktywnosci zawodowej oséb w wieku 50+. Jego celem jest
osiagniecie w perspektywie do 2020 r. wskaznika zatrudnienia os6b w wieku 55-64 lata na
poziomie 50%. Program obejmuje szerokie spektrum inicjatyw stuzacych lepszemu
wykorzystaniu zasobow ludzkich oséb w wieku 50+ 1 wiecej lat. Zaklada si¢, ze dzialania w
tym zakresie podejmowane beda na wielu poziomach 1 obejma integracj¢ wewnatrz —
I miedzypokoleniowa, partycypacje obywatelska o0sob starszych oraz szeroko rozumiane
ustugi spoteczne, z akcentem na aktywnos¢ w formie wolontariatu osob starszych. Szczeg6lny
nacisk potozony zostanie na sfere¢ edukacji osob starszych (Ministerstwo Polityki Spoteczne;,
2014).

3. Polska Cyfrowa Réwnych Szans — waga kompetencji cyfrowych

Jak wynika z badan, na niespetna 13 mIn Polakéw po 50 roku zycia, prawie 10 mln nie
korzysta z Internetu. Jest to istotne ze wzgledu na fakt, iz bycie internauta mocno przektada
si¢ na jako$¢ zycia i1 pracy a brak kompetencji cyfrowych oznacza marginalizacje, prowadzaca
do cyfrowego wykluczenia oraz zmniejsza szansg¢ na poprawe sytuacji finansowej poprzez
zatrudnienie na stanowiskach pracy oferowanych w nowoczesnej gospodarce. Dane zebrane
w opracowaniu "Pokolenie 50+. Pierwsze kroki w cyfrowy swiat" wskazuja, ze internauci,
W poréwnaniu do osoéb, ktore z sieci nie korzystaja, maja wyzsze zarobki, tatwiej dostajg
pracg, czgsciej podnosza kwalifikacje 1 czg$ciej awansujg (Miasta w Internecie, 2011).
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3.1. Zalozenia projektu Polska Cyfrowa Réwnych Szans

Terminem kompetencje cyfrowe okre$la si¢ zespdt umiejetnosci umozliwiajgcych
efektywne korzystanie z mediow elektronicznych. Sg to zar6wno umiejetnosci obstugi sprzetu
1 oprogramowania, jak rowniez wyszukiwania informacji w réznych zrodtach. Kompetencje
cyfrowe to nie tylko umiejetnos¢ dotarcia do informacji, ale takze korzystanie z mozliwosci
komunikowania si¢, budowania relacji przez media elektroniczne oraz zapewnienia ich
bezpieczenstwa. Kompetencje cyfrowe to réwniez znajomo$¢ regulacji prawnych oraz
umiejetnos¢ korzystania z nowych technologii w sposob etyczny (Batorski i Ploszaj Adam,
2012). Nabywanie oraz wzmacnianie kompetencji cyfrowych jest jednym z wyzwan stojacym
przed osobami starszymi. W tym celu konieczna jest budowa systemu uczenia si¢ przez cate
zycie w ramach edukacji formalnej i nieformalnej, ktory umozliwi zdobywanie odpowiedniej
wiedzy, umiejetnosci oraz spowoduje przezwycigzenie obaw osob starszych zwigzanych
Z nowymi technologiami (Ministerstwo Polityki Spotecznej, 2013).

Inicjatywa rzadowa pt ,, Polska Cyfrowa Rownych Szans” (skrot: PCRS) — to
najwigksze przedsiewziecie dotyczace edukacji cyfrowej Polakéw w historii Polski,
finansowane w ramach ,Projektu systemowego — dzialania na rzecz rozwoju
szerokopasmowego dostgpu do Internetu”, Dziatanie 8.3 Programu Innowacyjna Gospodarka,
realizowanego przez Ministerstwo Administracji i1 Cyfryzacji (MAC) wspolnie ze
Stowarzyszeniem ,,Miasta w Internecie”.

3.2. Dzialania w projekcie

Projektodawcy, dziatajac pod hastem ,, Polska Cyfrowa Roéwnych Szans”, w ciggu
dwdoch lat dotarli z cyfrowa edukacja do kazdej z niemal 2500 polskich gmin.

Wolontariusze projektu, zwani Latarnikami Polski Cyfrowej, przed przystapieniem do
realizacji wlasnych Lokalnych Planéw Dziatania (LPD) nabyli kompetencje trenerskie
niezbedne do prowadzenia zaje¢ z osobami starszymi. Certyfikat Latarnika Polski Cyfrowej
otrzymato az 2700 osob.

Nastepnie, przez okres 18 miesiecy na przestrzeni 2013 1 2014 roku Latarnicy Polski
Cyfrowej pracowali w swoich lokalnych S$rodowiskach, czesto matych miejscowosciach
i wsiach. Przeprowadzili przeszto 23 tys. spotkan. Udzial w nich wziglo ponad 175 tys.
dorostych Polakow, spedzajac na spotkaniach z Latarnikami lacznie ponad 46 tys. godzin
dydaktycznych, co przedstawiono w postaci infografiki (rysunek 1).

Bezptatne zajgcia z Latarnikami prowadzone byly gtownie w $wietlicach, szkotach
i bibliotekach — wszedzie tam, gdzie mozliwy byt dostep do sprzetu komputerowego i tacza
internetowego (Miasta w Internecie, 2011).

Dziatania zwigzane z projektem PCRS realizowane byly rowniez przez Latarnika Polski
Cyfrowej ze Stupska, ktorego Lokalny Plan Dziatania (LPD) nazwany zostat ,,Otworz okno
na cyfrowy swiat. Poznaj swiat i daj sie pozna¢ swiatu”. Objal on swoim zasiegiem 430 osdb
ze Shupska, Krakowa, Ustki i Swidwina. Uczestniczyly one w wyktadach aktywizujacych
oraz warsztatach z uzyciem prezentacji multimedialnych oraz urzadzen cyfrowych, w tym:
laptop z funkcjg tabletu, czytnik e-bookoéw, rzutnik multimedialny, urzadzenie
wielofunkcyjne (skaner, drukarka), skaner slajdow, aparat cyfrowy, kamera HD. Program
prowadzonych zaj¢¢ objat nastepujace zagadnienia:

- podstawy uzytkowania komputera,

- uzycie myszki do wyboru ikon na pulpicie oraz obstugi okna wyszukiwarki
internetowej,

- przegladanie zasobow Internetu,
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- zapoznanie z urzgdzeniami cyfrowymi,

- przetwarzanie witasnych dokumentoéw, zdje¢, nawigzywanie kontaktow w sieci
W celu dzielenia si¢ tymi materiatami,

- publikacja cyfrowych materiatow w Internecie i1 przegladanie witryn WWW
zawierajacych opublikowane materiaty,

- metody przeszukiwania zasobéw WWW z uzyciem wyszukiwarki internetowe;j,

- prezentacja witryn internetowych dedykowanych osobom starszym (miasto,
organizacje, dom kultury, parafia itp.), witryn dedykowanych ochronie zdrowia,
komunikacji, zakupom i ptatno$ciom przez internet,

- wspohtworzenie cyfrowych tre§ci oraz pozostale ushugi internetowe: e-mail,
komunikatory, portale spotecznos$ciowe,

- bezpieczenstwo oraz prawne aspekty dziatalno$ci w Internecie, w tym ochrona
danych osobowych oraz ochrona wlasnosci intelektualnej, korzys$ci wynikajgce
z wykorzystania cyfrowych rozwigzan przez osoby z grupy 50+.

LICTIBA LATARM

IREW
l LICIBA ZAJEC EDURACYIHYCH
LICIBA U

CIESTHINGW TAJEE

Rysunek 1: Zajecia przeprowadzone przez Latarnikow Polski Cyfrowej z podziatem na wojewddztwa
(https://latarnicy.pl/media/filer_public/Kongres%20PC/latarnicy_zmieniaja_polske_-
_broszura_kpc.pdf)
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Zatozono, ze podczas realizacji LPD zostang osiggnigte nastepujace cele:

1.  Przeciwdziatanie wykluczeniu cyfrowemu.

2.  Zwigkszenie aktywnos$ci intelektualnej w grupie 50+ poprzez edukacje w zakresie
wykorzystania cyfrowych rozwigzan, w tym Internetu dla realizacji wtasnych pasji
| zainteresowan.

3. Nawigzanie nowych kontaktéw dla zmniejszenia poczucia osamotnienia, wzrostu
samooceny oraz poprawy jakosci zycia osob starszych.

3.3. Wyniki projektu

W ramach projektu PCRS Latarnicy Polski Cyfrowej, wprowadzajacy osoby starsze
W cyfrowy $wiat, przeprowadzili wsrod nich anonimowe ankiety. Zawarte w nich pytania
dotyczyly potrzeb i oczekiwan uczestnikow dziatan prowadzonych w ramach projektu na
terenie catej Polski.

Celem ankiet byla ocena dotychczasowych dzialan oraz uzyskanie wskazowek do
planowania kolejnych. Na pytanie: Jakie byly giowne powody tego, Ze zdecydowal/a sig
Pan/Pani na udziat w spotkaniu/zajeciach prowadzonych przez Latarnika?” najwigksza ilos¢
respondentéw odpowiedziata, ze chcieli by¢ samodzielni (50,9%), i§¢ z duchem czasu
(42,26%), (rysunek 2).

inne

chciatem/am pozna¢ nowe osoby, a zajecia byly
dobrg okazja s=do spotkan
internet pozwala na oszczednos$ci (np. tansze
przelewy, zakupy)

zajecia Latarnika byty bezptatne

potrzebowatem/am dostepu do informacji i ustug,
ktore internet oferuje
potrzebowatem/am rozrywki, hobby, a internet
wydat mi si¢ cickawym zZrédiem
nie chcialem/am ciggle prosi¢ innych o pomoc (np.
aby sprtawdzili dla mnie jekie$ informacje,...
rodzina/znajomi kupili/oddali mi sprzgt (np.
komputer, laptop, tablet) i chcialem/am umie¢ sig..
rodzina/znajomi korzystali z internetu i przekonali
mnie, ze warto

chciatlem/am i8¢ z duchem czasu

internet zaczat mi by¢ potrzebny w pracy

rodzina/znajomi brali udziat w zajeciach Latarnika i
mnie namowili do udziatu w zajeciach z...
chciatem/am mie¢ kontakt z rodzing i/lub
znajomymi, ktorzy mieszkajg za granicg i/lub w..

chciatem/am by¢ bardziej samodzielny

Rysunek 2: Giéwne powody podjecia decyzji o udziale w zajeciach prowadzonych przez Latarnika
Polski Cyfrowej (opracowanie wiasne na podstawie:
https://latarnicy.pl/media/filer_public/tabele/tabele.zip)
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Duza role w podjeciu decyzji uczestnictwa w projekcie odegrat fakt, iz zajecia byty
bezptatne  (32,86%). Niestety, jedynie znikoma cze$¢ uczestnikow projektu (5,51%)
dostrzegla dla siebie szanse na odnalezieniu si¢ na rynku pracy grupe respondentdéw, co
wynika z faktu, Ze znaczng czg¢$¢ stanowily osoby w wieku emerytalnym.

Podczas odpowiedzi na pytanie dotyczace oceny zaje¢ (rysunek 3) najistotniejsze
okazaty sie wsparcie Latarnika (87,08%) oraz atmosfera towarzyszaca zajeciom (77,59%).
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Rysunek 3: Elementy majgce wplyw, na jakos¢ zaje¢ prowadzonych przez Latarnika Polski Cyfrowej
(opracowanie wlasne na podstawie: https://latarnicy.pl/media/filer_public/tabele/tabele.zip)

Bardzo istotne bylo poznanie opinii o tym, co daty uczestnikom zajecia prowadzone
w ramach projektu PCRS.

Respondenci najwyzej ocenili fakt, iz korzystanie z Internetu zwigksza samodzielnos$¢
(77,66%) 1 utatwia zycie (70,68). Duza ilo$¢ osob (62,84) potwierdzita, ze samemu nie jest
tatwo zrobi¢ pierwszy krok i ze inni tez potrzebujg wsparcia. Istotne jest takze, iz duza grupa
(58,65%) przekonata sig, ze dzigki internetowi odwazniej podchodza do nowych i nieznanych
rzeczy (rysunek 4).

20



ROZWOJ POTENCJALU LUDZKIEGO

HUMAN POTENTIAL DEVELOPMENT
Stupsk, 25 — 26 June, 2014

80

60

40

20

> &
. _@(‘\ @Q’ . \@& 06& " S & {9\6& ‘&Qo
(‘)& :Q‘ Sb 4\\ D (@Q xQ AR
FIFFTEFFTITTE
(@é& & & ¢ & &0&‘” @@" . &Q
@‘ I I A & P H5 - zdecydowanie si¢ zgadzam
@QN fb?\ ‘i»\eh ‘b'QN 4%9& %\6 s
& & A & H4 - raczej si¢ zgadzam
3 . .
%9" %9& %,0& < i3 - trudno powiedzieé¢

12 - raczej si¢ nie zgadzam

L1 - zdecydowanie si¢ nie zgadzam

Rysunek 4: Ocena efektow zaje¢ prowadzonych w ramach projektu PCRS
(opracowanie wiasne na podstawie: https://latarnicy.pl/media/filer_public/tabele/tabele.zip)

Na pytanie o poziom zadowolenia z zajg¢ wigkszo$¢ respondentow odpowiedziala, ze
,zdecydowanie tak” (rysunek 5).

raczej nie zdecydowanie
0 nie trudno

raczej gak % powiedzie¢
13.87% 0.85%

zdecydowanie
tak
85.00%

Rysunek 5: Poziomu zadowolenia z zaje¢ prowadzonych przez Latarnika Polski Cyfrowej
(opracowanie wiasne na podstawie: https://latarnicy.pl/media/filer_public/tabele/tabele.zip)
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Na pytanie o che¢ uczestnictwa w kolejnych zajeciach rowniez wiekszos¢ respondentow
odpowiedziata, ze ,,zdecydowanie tak™ (rysunek 6).

rzczej nie trudno powiedzie¢

0.39% _0.29% zdecydowanie nie
taczejtak 0.00%
15.49%

zdecydowanie tak
84%

Rysunek 6: Cheé udziatu w kolejnych zajeciach z Latarnikiem Polski Cyfrowej (opracowanie wiasne
na podstawie: https://latarnicy.pl/mediaffiler_public/tabele/tabele.zip)

3.4. Ewaluacja projektu

Dziatania przeprowadzone w ramach rzadowego projektu PCRS, realizowanego
w Polsce latach 2013 — 2014, miaty na celu dotarcie do 0os6b narazonych na wykluczenie
cyfrowe w najwigkszym stopniu — 0séb z grupy 50+ , w duzej czesci juz wycofanych z rynku
pracy 1 przedwcze$nie zdezaktywizowanych zawodowo. Taka struktura beneficjentow
Sprawita, iz tylko niewielka grupa os6b powigzata swoje uczestnictwo w zajgciach z potrzeba
wykorzystania cyfrowych kompetencji na rynku pracy.

Odpowiedzi ,,zdecydowanie si¢ zgadzam” udzielane przez respondentdéw na pytania
dotyczace pozytywnej oceny zaje¢ oraz docenienie przez nich walorow uczestnictwa
w proponowanych zajeciach wskazuja, iz zalozenia 1 postawione cele projektu zostaty
spetione.

Planuje si¢ kontynuacj¢ projektu PCRS w kolejnych latach oraz jego modyfikacj¢, by
objat on wigksza ilo$¢ osob aktywnych zawodowo. Mozna przypuszczaé, ze w Polsce ilos¢
0s6b w grupie 50+, posiadajacych podstawowe kompetencje cyfrowe, istotnie wzrosnie.

4. Podsumowanie

Nalezy mie¢ na uwadze, ze w dobie postepu technicznego, w tym wszechobecnej
cyfryzacji, rosng wymagania wobec pracownikéw. Dotyczy to kazdej grupy wiekowej, ze
szczegblnym uwzglednieniem os6b po 50-tym roku zycia. Grupa ta narazona jest na
wykluczenie, zatem w szczeg6lny sposéb musi dba¢ o rozwijanie swoich kompetencji.
Strategia Lizbonska, o ktérej wspomniano wczesniej, w uczeniu si¢ przez cate zycie (ang. Life
Long Learning) obywateli krajow Unii Europejskiej, upatruje mozliwo$é zbudowania
konkurencyjnej gospodarki, ktéra zapewnia wicksza liczb¢ miejsc pracy w warunkach
wigkszej spojnosci spotecznej. Projekt PCRS wyszedl naprzeciw potrzebom osob starszych
umozliwiajagc im nabycie 1 wzmocnienie kompetencji cyfrowych. Jego cel, ktérego
osiggniecie potwierdzone zostatlo w badaniach ewaluacyjnych, w pelni wpisuje si¢ w
strategie, ktora, umozliwiajac nabycie oraz wzmocnienie kompetencji cyfrowych, przetozy si¢
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na wzrost aktywnosci zawodowej osOb starszych na rynku pracy, ulegajacym ciagtym
zmianom spotecznym i technologicznym.
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MOTIVATION PROCESS OF UNIVERSITY TEACHERS
MARTINA BLASKOVA — RUDOLF BLASKO

Abstract

Paper deals with the theme of motivation of university teachers, in an effort to provide
recommendations for the enhancement, improvement, and long-term maintenance. It defines that in
the university, the motivation is the most complex and most dynamic trait of personality of university
teachers. It is characterised by enthusiasm, determination, reasons, target orientation, understanding
and action behaviour of each teacher and department or even faculties and universities. Based on the
questionnaire survey conducted on a sample of 86 teachers of University of Zilina, paper shows that
the motivation of teachers is not as strong and smooth as it may seem at first glance. The survey
reveals a relatively low level of motivation of teachers, while there is a great effort of these ones to
improve the level of their efforts in a situation when the motivational conditions at the university will
be improved.

In the discussion-propositional part of the paper, the draft of recommended course of the
process of motivating teachers is introduced. It also contains a verbal and graphical model of this
process, in order to provide to universities’ management some range of recommendations how this
process could be handled correctly. Concluding part of the paper includes suggestions of motivational
factors, elements, and events that can be effective and can help in enhancing the feeling of self-
realisation of teachers and increasing the university credit.

Key words: motivation, university teacher, survey, motivational process.

1. Introduction

Universities cannot stay out of line with the current thinking on social responsibility and
sustainable development. These institutions are not only organizations but also a key figure in
the education of people as citizens, professionals, and executives (Ceulemans & De Prins,
2009). Universities are very similar to all other organizations that pursue performance
efficiency as a primary goal. Growing competition in higher education is forcing universities
to look for good practices not only among the leading universities, but also to learn from the
most advanced organizations acting in other fields, and which sometimes are managed in
more advanced manner than the higher education institutions (Patapas, Smalskys &
Sudnickas, 2013, p. 90).

At the universities, as well as in other organizations, the most important source of
innovation or, on the contrary, a source of failure, is actually the human potential — teachers,
scientific researchers, staff, and managers. Their skills, competence, enthusiasm,
perseverance, and passion, along with unceasing joy of learning new facts, multiplied by their
motivation, are the source, the pillar, an indispensable basis and capacity of the quality of the
university (Blaskovad & Blasko, 2014, p. 596). The university teachers represent a specific
category of the employees of each state. They represent the nation’s intellectual peak, they are
the carriers of education and permanent progress exploited for the benefit of others (the whole
society) and passed on others (students, colleagues, employers). University teachers perform
work that is extremely responsible, very demanding in terms of mental difficulty and
particular personal requirements. Their work is a daily confrontation of precision,
determination, enjoyment of scientific research and revealing new knowledge, the joy of
transfer of knowledge and skills to students who receive them and will use them throughout
their lives.

The work of the university teacher has a great impact on development of knowledge and
cognition in each society. It is very demanding work that requires professional competences
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and continual enhancing professional knowledge, social competencies, and also ability to
develop them, ability in scientific research what is connected also with ability to transfer the
science results to students in such a way to understand them and were inspiring for their
future development (Kravéakova, Lukacova & Bugelova, 2011).

It is obvious that the issue of university education resonates in the publications of many
authors. Many of them draw attention just on the aspect (required versus impaired) motivation
of teachers, while trying in their publications submit their experience or original solutions
how to improve the teachers’ motivation. We can, for example, assign these authors to them:
Boyer (1999); Doolittle & Camp (1999); Elton (2006); Lueddeke (2008); Ceulemans & De
Prins (2009); Ferreira, Cardosob & Abrantesc (2011); Krav¢akova, Lukacova & Bugelova
(2011); Slavik et al. (2012); Valica & Rohn (2013); Roets, Van Hiel & Kruglanski (2013);
Luskovéa & Hudakovéa (2013); etc.

But the publications of these and other authors did not present more specific model of a
motivational process applied towards the university teachers. Follows this reason, the purpose
of this article is to define the motivation of university teachers and the need for its continuing
influence/effective and quality improvement. This purpose/goal needs to be realized in
relation to the recommendation dealt with a content of motivational processes organized for
teachers. Methodological part of the article presents the most significant findings of the
questionnaire survey conducted in a University of Zilina, on a sample of 86 teachers
(including 16 heads of departments, vice-deans and deans) from various faculties. Based on
adverse facts concerning the level of motivation perceived and existence/contents of
motivation programs at the University, the recommended course of motivation processes, both
in a form of verbal, as well as a simplified graphical model, is presented in a discussion-
proposal part of the paper. Concluding part of the article provides suggestions of motivational
tools, elements, and events that might be a part of the motivation program of the University.

2. Motivation of university teachers

Motivation is the presence of enthusiasm that drives employees to put in extraordinary
effort to deliver results (Keller & Price, 2011, p. 32). Motivation is the drive that energizes,
sustains, and directs a person’s behaviour. Motivation derives from perceived relationships
between behaviours and the fulfilment of values and/or needs (Milkovich & Boudreau, 1988,
p. 165). Motivation represents the dynamic ongoing processes of a personality. They are the
processes which give direction and energy (Slavik et al., 2012, p. 41). And also: Motivation
can be defined also as the process whereby goal-directed activity is instigated and sustained
(Yukseloglu & Karaguven, 2013, p. 283).

In the university, the motivation is the most complex and most dynamic trait of
personality of university teachers; it is certainty, basis and obligations based on which new
values are created — knowledge, ideas, and new solutions. It is characterised by enthusiasm,
determination, reasons, target orientation, understanding and action behaviour of each teacher
and department or even faculties and universities. Motivation and intentionally integrated
structure of its content (needs, priority, target and expectations of teachers versus needs,
priority, target and expectations of students and management of the faculty and university)
significantly affected in the past, affect at present and will affect in future the efficiency level
of the university.

It means, the motivation of university teacher is full of dynamics, accompanied by the
periods of professional success and self-fulfilment but also complicated by the feelings of
fatigue, routine, even ingratitude of students. On the base of this knowledge, the university
teachers’ motivation has to be carefully recognised, assessed, and continuously improved.
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In general, it is necessary to understand the factors that motivate people and how (taking
these processes) can be created processes and procedures that will increase the motivation, job
commitment, devotion, and positive spontaneous, voluntary behaviour (Armstrong, 2009b, p.
109). According to Herzberg, there are five major factors of the motivation related to work:
success, recognition for achievement, work itself, powers and responsibilities (autonomy),
and growth or functional or salary advancement (Herzberg, 2003, pp. 90-92). Listed
motivational factors are particularly effective in the case of such professions or jobs which the
inevitably scope for some freedom in the proceedings is in. The work of university teachers is
just such an example — the teachers need to feel independence in their teaching and research
efforts, need to perceive an academic freedom, because it is a great motivator for them.

The motivation must be carefully considered also in terms of concept/model of business
excellence, which should follow all the modern universities. With this in mind, the
implementation of business excellence model assumes that should be shown the relevant
values and principles so that the motivation of every individual could exist on that basis.
These elements are an expression of individual framework for the activities which all
participants move in (Padberg, 2010, p. 65).

Koubek perceives motivation as an integral part of the remuneration system but the
concept of remuneration is according to him much broader and includes for example
employee benefits, promotion of an employee, insurance contributions, invitation to luncheon
or dinner, authorisation to carry out important tasks, formal recognition (praise,
commendation), varied and interesting work, and pleasant style of leadership. Many of these
elements may not have a tangible importance but they contribute to the satisfaction of the
employee, to his/her sense of usefulness and bring him/her some joy (Koubek, 2011, p. 156).

The suitability of a combination of external (usually cash) and internal (non-monetary)
reward is considered by Armstrong when presenting the idea that extrinsic rewards provided
to employees in the form of cash bonuses, help attract and retain employees and may increase
efforts and minimize dissatisfaction for some period. On the contrary, internal non-monetary
rewards, concerning the powers and responsibilities, success, and work itself may have long-
term and deeper impact on the motivation (2009b, p. 118). Also Boxall and Purcell deal with
the structuring sources of employee motivation into two basic groups: intrinsic and extrinsic.
Intrinsic sources are to do with the nature of the work itself (the extent to which the individual
finds it enjoyable and interesting and how well they get on with supervisors and colleagues)
while extrinsic factors are to do with benefits the job brings with it (the level of pay, the
prospect of promotion, the degree of security, the level of status and so on), (Boxall &
Purcell, 2008, p. 195).

The model of Denise and Pritchard (2006) can be assigned to the interesting
motivational model. Its basic premise is that people will invest energy into activities just in a
way that will maximize the satisfaction of needs they expect ahead. Under this model, the
cognitive order of individuals’ reasoning is following:

Action — Results — Evaluation — Consequences — Meet the needs — Performance.

The authors point out that the greater the bond between all the elements of motivational
process, the greater the motivation of individuals to improve their performance (Denis &
Pritchard, 2006). This means that the heads of departments, vice-deans, deans, vice-rectors,
and rector himself should be interested in the performance, i.e. teaching and research-
publication outputs of the university members, and should contribute not only to satisfy their
purely working, but also the more widely understood (social, emotional, self-actualisation)
needs. The style in which managers of universities lead their employees — teachers — may also
contribute to this. Pursuant Armstrong, non-directive, participative and respectful style will
most likely promote a “partnership” approach to the performance management with its
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emphasis on the involvement of individuals, strengthening their powers, and their tendency
considered “things as own” (Armstrong, 2009a, p. 49).

The above ideas can lay down the basic premise of effective motivating in the
universities environment: Motivational systems of universities should be the result of a
coherent and harmonised interdependence of cash and non-cash motivators. Only in this way
can be achieved that the motivation of university teachers will be:

- Desirably high;

- Properly oriented;

- Identified themselves (with motivation and university students); and

- Set as a long-term and entrenched basis of teacher’s work, giving him or her accent

of enthusiasm, sustainability, and will.

For the preparation of any process of motivating, it is primarily necessary current and
accurate information/knowledge on what teachers consider as motivating and developing their
willingness to add into their work their full potential.

3. Methodology
Methodology

In 2013, we conducted a sociological questioning by using a technique of questionnaire
survey at the University of Zilina. The aim of the survey consisted in obtaining knowledge of
the motivation of teachers and the university management. Our assumption was that the
motivation of teachers and managers would be improved because there are some problems in
the field of motivation. The questionnaire consisted of 15 questions, 12 of which were closed
and 3 were open.

The survey was attended by 86 respondents. This represents 13.13% of the total number
(655) of university teachers. There were 52 male (60.47%) and 34 female (39.53%). In terms
of occupation, the survey has been attended by 70 teachers (42 male and 28 female) and 16
managers (teachers in the managing position, i.e. head of department, vice-dean, dean, etc. of
whom 10 were male and 6 female). The average age of respondents was 45.57 years; average
length of practice was 21.15 years. From the viewpoint of qualification, there were 8 teachers
without PhD., 36 teachers with the tittle PhD., 33 associate professors, and 9 professors.

Results

One of the survey questions was investigated at what level (as strong) is motivation of
the teachers and the university management. We examined the intensity of motivation to the
following four key areas: motivation to quality education and objective assessment of
students; motivation to continuous increase the knowledge and skills of teachers; motivation
to increase the effectiveness of teaching; motivation to cooperation with superiors. Level
(intensity) of motivation was in any case considered in the range of 1 to 5, where 1 meant
very low motivation and 5 meant very high motivation. Obtained results are in Table 1.

Table shows the frequency (number) of respondents who chose a particular level of
their motivation. It also displays the average intensity values obtained for each area of
motivation (summary, and separately for men and women). The standard deviations are also
shown — because the absolute most of the variation is less than 1, respondents’ answers can be
considered very consistent. The table also shows values of lower quartile x,,s, median
X050 and upper quartile x, 5. For example, the lower quartile of all respondents to the quality
education and objective assessing the students’ knowledge has a value of 4. This means that
25% of respondents have marked the value no greater than four (rather higher motivation)
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and 75% of the respondent have marked the value of at least 4. In this group, the median had
value of 4 and the upper quartile had value of 5.

Table 1: Intensity of motivation to various performance areas of university teacher (own study)

Intensity of motivation Men + women Men Women
Value| Value description Frequency % Frequency % Frequency %
Motivation to quality education and objective assessing students’ knowledge

1 | Low 2 2.33 - - 2 2.33

2 | Rather low 3 3.49 2.33 1.16

3 | Average 7 8.14 4.65 3 3.49

4 | Rather higher 48 55.81 28 32.56 20 23.26

5 | High 26 30.23 18 20.93 8 9.30

X 4.08 4.19 3.91
Xo.25 — X050 — Xo0.75 4-4-5 4-4-5 4-4-4
s? 0.73 0.55 0.99
Motivation to continuous increase of knowledge and skills of teacher

1 | Low 3 3.49 1 1.16 2.33

2 | Rather low 3 3.49 1 1.16 2.33

3 | Average 14 16.28 12 13.95 2 2.33

4 | Rather higher 46 53.49 26 30.23 20 23.26

5 | High 20 23.26 12 13.95 8 9.30

X 3.90 3.90 3.88
Xo.25 — X050 — Xo0.75 4-4-4 3-4-4 4-4-4
s? 0.85 0.72 1.08
Motivation to increasing effectiveness of teaching

1 | Low 4 4.65 2.33 2.33

2 | Rather low 7 8.14 5.81 2.33

3 | Average 28 32.56 16 18.60 12 13.95

4 | Rather higher 37 43.02 22 25.58 15 17.44

5 High 10 11.63 7 8.14 3 3.49

X 3.49 3.52 3.44
X025 — Xos0 — X075 3-4-4 3-4-4 3-4-4
s2 0.94 0.96 0.92
Motivation to cooperation with superiors

1 | Low 2 2.33 1.16 1.16

2 | Rather low 8 9.30 5 5.81 3.49

3 | Average 28 32.56 17 19.77 11 12.79

4 | Rather higher 38 44.19 23 26.74 15 17.44

5 | High 10 11.63 6 6.98 4 4.65

% 3.53 3.54 3.53
X0.25 — Xo.50 — Xo0.75 3-4-4 3-4-4 3-4-4
s2 0.82 0.80 0.86
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Based on all three quartiles and average value of x = 4.8, it can be concluded that
motivation is rather high to high. In a case of women, all three quartiles also had value of 4.
Whereas the quartiles x4,5, X050, Xo75 distributed examined the data into four equal
numerically equal parts, we can say that at least half of the women assigned to theirs
motivation level the value of 4. However, we have to stress that all other areas of motivation
have reached lower values: rather higher to average intensity.

Further investigated area was drawing up the motivation programs. As shown in Figure
1, superiors create the individualized motivation program for only 17.44% of university
teachers and managers. Only 5.81% of respondents indicated the superior draws up the
motivation program together with them, in their direct participation. This means the
motivation programs are not prepared for more than 75% of university staff. This is indeed an
alarming finding.

& No, superior does not
create motivation program
for me

17.44%

5.81%

i Yes, superior creates
motivation program, even
with my participation

11Yes, superior creates
motivation program for
me

Figure 1: Respondents’ answers on motivation programs creation in % (own study)

These findings are a great challenge for the University management, especially in view
of the findings resulting from the examination focused on the willingness of respondents to
improve their work in the case of improved motivating them. Question to the respondents was:
“Would you be willing to increase the level and quality of your work if the motivational
approach towards you will be improved? If yes of what percentage would you increase your
efforts?” The results are shown on Figure 2. Of these indicates that more than 72% of teachers
and managers would increase their efforts, and on average by 37.90%. It should be added
that women consider their motivation for important/significant than men — women would
increase their efforts on average by 43.48%.

Average
effort
ncrease of

37.90%

27.91%
No, | will not

Figure 2: Respondents’ will to increase level of effort in the case of improved motivating (own study)
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The presented results indicate that attention to motivate university is extremely
necessary. If the increased motivation of teachers, we could also improve learning outcomes
of students and their readiness for work and labour market.

4. Proposal for the motivation process of university teachers

Motivating teachers represents a deliberate, permanent, mind-relational process, the
purpose of which is to create appropriate conditions and use of appropriate motivational
approaches, tools, events and actions in order to achieve the desired quality of motivation and
value of individual effort, and hence the value of outputs and parameters of the department,
faculty and university. In this respect, “the objective of motivating is to create a desirable
intensity of motivation, i.e. incentive that would be permanent and left not only as a simple
wish but transform it in action, therefore, this would be a strong enough motivation launching
targeted actions relevant to the entity’s motivated effort in order to achieve the job tasks or
quality work associated with this effort,” (Nakonecny, 1992, p. 16).

The process of motivating means implementation of motivational programs prepared by
a senior employee for teachers of his department. In other words, the head of department
prepares and implements for each teacher the appropriate motivational process. These
processes will always differ from individual to individual (non-reproducible); however, many
aspects of the processes may be used in preparing and implementing processes of motivating
other teachers at the department (if their motivation includes the same or similar motivational
preferences and needs).

The basic condition is system-based preparation of environment at the university for
long-term, which will favourably affect the dynamics and effects of motivational processes.
This basis should be ensured by the university management (rector, vice-rectors, HR
Department, deans, vice-deans, heads of the departments) and it must define:

- Expected performance standards (number of study programs, number of

publications, number of research projects, etc.).

- Motivational objectives of the university and faculties.

- Motivational program of the university and faculties.

- Auvailable motivational offers (estimated amount of the financial rewards, character

of non-financial rewards).

- Other significant assumptions of motivating process.

Recommended course of the motivating process, which should be covered by the head
of the department (Figure 3):

1. Retrieve information on the needs, motivational preferences and expectations of
teachers at the department (analysis of teacher satisfaction, motivation and analysis of
preferences, for example using a short questionnaire, performing motivational
interviews, using outcomes of assessment interviews, using impulses of department
staff meetings etc.).

2. ldentify the objectives of the motivational process, both the individual and department.
The objectives should be based on the objectives set for each teacher upon completion
of work performance/quality appraisal. The objectives are specified in the assessment
sheet, they result from the joint discussion of the head of the department and
appraised/assessed teacher. In the light of the above the objective of the individual
process of motivating a teacher should be for example:

- Strengthening and integrating the entire teacher’s motivation.
- Strengthening teacher’s motivation in permanent development of his potential.
- Encouraging the scientific and research activities.
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- Enhancing quality of his publication activities.

- Improving his teaching activities (enhancing quality of his lectures and classes).

- Completion of promotion (preparation for the habilitation or appointment

proceedings), etc.

In addition to the objectives above it may concern various combinations of similar or
other motivational objectives. These objectives should be established for each teacher
specifically to suit just his personality and also the needs of the department, faculty and
university — the head of the department is obligated to carefully harmonise the individual
motivational objectives (objectives of the individual teachers) with group objectives (of the

department, faculty and university).

Employers

Applicants Vision Mission

Goals
Preferences Information Expectations
% retrieval Attitudes
Motivation @ \

Individualised

Positives

Setting motivation

Setting corrective
goals

measures

A | Imperfections Departmental | 4

MOTIVATION

Strategies

Objectives PROGRAMS
: v Efficiency

Tools ' ;

Assessing Setting ways of
’ effectiveness achieving goals

™ Purposefulness Source  |#
’ Timetable

Setting activities
and procedures

Helps

Parents Students Graduates Universities

Figure 3: Proposal of the content of motivational process at the university (own study)

3. Develop a set of appropriate ways of achieving the defined motivational objectives.
They should in greater detail determine the ways, tools and sources (material, financial,
human, time etc.), through which it will be possible to achieve each objective. It is
appropriate to consider both the financial and non-financial demands and the expected
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effect of each method (tool), probability of achievement by selected method, risk level
of failure to achieve, etc.

4.  ldentify in detail all necessary and supplementary activities and procedures, which may
help achieve the selected motivational objectives. It seems useful to elaborate sequence
of the desirable activities, clearly define their content and sufficiently binding and also
flexible timeline of their implementation, while harmonising the summary and essence
of all activities and measures.

For example, if the individual objective is to strengthen teacher’s motivation in the
area of permanent development of his potential and related objective of the group
(departmental) process is to achieve joint teaching at the department, recommended
activities may include as follows:

- Scrutinise the offer and options of educations system at the university.

- Compare professional specialisation of the teacher with options of the university
education.

- Select the corresponding education activity from activities offered by the
university.

- (Concurrently) purchase of specialised literature related to a teacher’s
specialisation.

- Release teacher from the working obligations during his participation in the
educational activities.

- Create conditions for gradual application of the acquired competences and skills.

- Aduvise of further development of team teaching provided by the manager.

- Organise joint events focused on development of trust at the department (e.g.
goulash party) with active participation of the manager and the entire department.

- (At the end of the period) make overall assessment of effectiveness of motivating
activities and satisfaction of achieving motivational objectives.

It is necessary to determine the character of assistance provided to the teacher
during the motivational process. This may include advice where a colleague or the head
of department explains new skill to the teacher. It may also include direct engagement
in the appropriate activities, when the colleagues actively involve the teacher in the
project (a new one for him) and actively cooperate and create new, original project
solution.

5. Assess the purposefulness, efficiency and economy of the motivational process from the
viewpoint of the achievement of the determined objectives. Some of the benefits
(development of teacher’s potential, enhancing cooperation at the department) can be
assessed directly in the form of qualitative statements of the individuals concerned (for
example, the statements of the teacher himself, opinions of his colleagues, the head of
the department and students) or derived them indirectly from other quantitative results
(higher number of successful projects may reflect better teacher’s competences and
better cooperation at the department).

6.  Define the positives, imperfections and corrective measures resulting from the process.
The identified positives will be a great response for the motivators and can be used in
preparing even better motivational processes. Negative findings should be a certain
warning and should not be repeated in motivating so that they do not disrupt the
progress of other motivational processes (either processes carried out for the same
teacher or for other teachers).

With using process feedback, each previous process may be developed into subsequent
motivational process by a better, improved way and quality.
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5. Conclusion

People can be considered as the most important element of any organization.
Successfulness of all organizational initiatives will depend just on their performance and
approach (Soviar, Lendel, Kocifaj & Cavosové, 2013, p. 133). This idea is fully true in the
area of universities and university education.

We believe that the most crucial determinants of good quality education at university is
exactly motivation, namely the motivation of teachers, scholars and other employees, i.e. all
the people working at the university (Blaskova & Blasko, 2013, p. 7). Due to the fact that the
motivation of university teachers is constantly confronted and weakened by several
complicated situations, activities and perceived social and also individual responsibility, it is
necessary to systematically reinforce it.

In other words: Since the motivation is inherent to human beings as the carrier of human
potential, characterized by certain power and at the same time certain fragility, these
“attributes” can be transferred to the field of motivation. Strength, uniqueness and benefits of
motivation are indeed significant — individuals and groups with above average motivation
made much higher quality performance and better value than the performance of individuals
and groups with lower motivation. On the other hand, the 21st century is characterised by
extremely rapid pace of various changes, constantly increasing demands and expectations.
These dynamic features and requirements constantly act on teachers and senior employees,
undermine the strength/intensity of their motivation, do not renew the impulses, and even
often weaken them. Therefore motivation must be:

- Strengthened (to be sufficiently strong);

- Adjusted and mitigated (in the case of the so-called over-motivation, i.e. excessive

motivational diversity and disorder);

- Harmonised with motivation of others (in the case of conflict with motivation of
colleagues, department, faculty, students).

The following can be recommended as appropriate motivational tools and events for
strengthening motivation of teachers (we have recommended these ones for the University of
Zilina when solving project Development of Quality Culture at the University of Zilina based
on European Standards, funded by ESF):

- Motivating application of the processes, i.e. each process (performance assessment,
records and reports etc.) should be carried out so that it contributes to reinforcing
motivation.

- Utilisation of motivating personality traits of managers (helpfulness, honesty, trust,
respect and reverence, keeping the promise, empathy, fairness).

- Two-way, active, friendly communication, both formal and informal.

- Expressing praise (motivational feedback, praising positive results).

- Building favourable interpersonal relationships at the department, faculty
and university.

- Application of the appropriate and motivating style of leading (participative).

- Allowing and supporting promotion.

- Strengthening the prestige of the teacher or department.

- Providing desirably high responsibility and awarding more extensive powers.

- Awarding financial remuneration or employee benefits and bonuses.

- Manifestation of loyalty of managers to members of their department.

- Modernizing classrooms and faculty premises, including offices, providing high
performance technology and ergonomic equipment for work.
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- Building and using the reputation of the department, faculty and university.

- Involving teachers in the decision-making on the future goals of the department and

faculty, involving teachers in creation of objectives and urgent corrective measures.

- Providing relevant information.

- Defining adequately challenging but achievable tasks.

- Creating an environment which triggers a high degree of innovation and invention.

- Applying the social policy and auxiliary benefits (flexible working hours, work at

home, increasing qualification — courses, trainings, foreign trips, internships,
scientific symposia), etc.

This means that the university teachers and senior employees must be motivated, i.e.
apply targeted motivation process to them. It is important that any motivational process is
demanding and requires thorough analysis, extensive theoretical and practical experience.
However, when compared to other investments, at significantly lower costs, it can result in
better assessment of the university but also values which cannot be reached in any other way
and which cannot be calculated: feeling joy from a job well done, recognition, self-fulfilment,
last but not least the overall satisfaction of teachers and university management.
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HUMAN RESOURCES MANAGEMENT AS THE BASIS FOR THE
ACTIVITY OF THE TASK FORCES IN PUBLIC HEALTH SERVICE

BENEDYKT BOBER — ANDRZEJ HERTMANOWSKI

Abstract
In the paper, there was made an attempt to bring forward the issues concerning human resources
management in public health service — the task force. The source of theory was the query of the
literature concerning the subject, which indicated that specialized medical services provided by the
interdisciplinary team are directly connected with abilities, motivation, involvement and competences
of its participants. The chain of pro-health values, presented on the example of the dialysis station,
indicates an increase in value added, both for the participants of the task force, by learning by doing,
structuring work, and health service (reducing the costs of the system functioning) The determinant of
the staffing needs should be based on forecasting the demand and supply for work. Effective
recruitment processes determine the success of task forces by an increase in value of human capital
who should possess the ability of adaptation and development of knowledge (synergy). Stakeholders’
satisfaction is the effect of combining knowledge, experience, imagination, ability to operate and
intelligence. The source of the quality of the performed medical services is the quality of the man as a
participant of the interdisciplinary team — the quality is always achieved by means of people. The
implementation of the principles of TQM amounts to important changes in organizational and
functional culture, professional attitudes, mentality and interpersonal relationships. The process of
changes is determined by the impact of both internal and external conditions.

The present paper includes only the selected aspects with a certain level of generalization,
which allows for reference to public health service and the position of interdisciplinary medical teams
in its organizational and functional structure.

Key words: human resources management, public health service, task forces, organizational and
functional culture, quality of life.

1. Introduction

The increasing pace of transformations of public health care, conditioned by the
development of use of knowledge in the complex human resources management, favorably
influences the process of building task forces. Inspirational is this sentence of P. F. Drucker:
“The fact that one can hire the whole man, not their part explains why an increase in human
performance at work is the greatest opportunity for growth and productivity in the enterprise.”
Human resources management makes use of, among others, methods and ways aiming at the
achievement of competitive advantage by employment, allocation of the involved and
qualified staff. It is the set of mutually linked processes resulting from goals, opportunities
and capabilities of management. They include employment, rewarding the staff and creating
appropriate interdisciplinary relationships in task forces, by means of:

a)  Providing the implementation of sub-processes supporting the goals of the task force,
being the elements of the complex process of health service management;

b)  Gaining, maintaining the specialized and involved participants of interdisciplinary
teams; and

c¢)  Creating atmosphere for the development of processes of mutual trust and knowledge.

Moreover, it is also important to specify and adjust human resources to the present and
future needs of health service — task forces. Human resources management: is fo facilitate (...)
the achievement of success by means of the employees (Armstrong, 2007, p. 32). On the other
hand, the complex management of health service — interdisciplinary teams should be regarded
in the context of strategy, structure, organizational and functional culture as well as at the

36



&04, ROZWOJ POTENCJALU LUDZKIEGO %“ '

<. HUMAN POTENTIAL DEVELOPMENT t T |
o Shupsk, 25 — 26 June, 2014 oy

operational and strategic level. In the present paper, the primary importance is attached to the
issues and projects aiming at gaining the participants of task forces, development of the
possessed human capital — Be responsible for the one you employ.

The concentration on satisfying needs and fulfilling expectations of different groups of
stakeholders is disproportionate. Therefore, for the purposes of the paper, it was assumed that,
on account of the strategic role, which is played by the staff of the interdisciplinary team,
corporate social responsibility, in the first place, should be manifested in securing interests,
satisfying needs and fulfilling expectations of this group. The effectiveness and level of their
involvement, the degree of integration significantly depend on the way they are treated or the
way their rights are respected, what principles the personal policy is based on, what are their
important pillars. The interdisciplinary task force is created and developed by people and for
people, where the social aspect of the entity is the basis for success or failure. Therefore, it is
necessary to remember, firstly, about the human being, secondly, about the human being, and
thirdly, about the atmosphere in the workplace. Human and intellectual capital (not financial
or technological one) determines the strength or weakness of the interdisciplinary team. It is
the key to an increase in the quality of the patient’s life and reduction of the decision-making
risk in the processes of providing the complex medical services. The contemporary health
service perceives an important role, which human resources management plays in its
organizational and functional structures, at the level of medical task forces.

2. Planning human resources in public health service

On the basis of the query of the literature, it was assumed that in so turbulent market
conditions, there will survive only the one (task force), who will mainly emphasize the
permanent development of human resources (Gardynik, 2006, pp. 664-670). Creating the
interdisciplinary team, vigorous, possessing unique competences on the market, and
knowledge, may bring about innovative solutions in the process of providing medical
services, on the one hand, reducing the decision-making risk, and on the other, improving the
quality of life of patients. The process of employment of participants ought to be based on
rational grounds, considering, on the one hand, the cost of work, and on the other, the
achievement of the current and future goals by planning staffing needs, resulting from the
strategy of the realization of goals of public health care — task forces, indicating both the way
of their achievement by specifying, among others:

- What kind of tasks must be performed to be able to achieve the assumed goal?
- What activities need to be taken to introduce new medical services? moreover,

- How to use the existing human resources, while specifying their strengths and
weakness?

- What important tasks the new staff needs to be gained? and

- What will be the costs of the process of the implementation of changes in the field
of employment and development of the participants of task forces?

For the purposes of present discussion, it was assumed that gaining important
employees of health service — the team, should be strictly connected with: Planning staffing
needs based on forecasting demand and supply for work (Moczydtowska, 2010, p. 87),
essential in the process of formulating and realizing the complex management strategy.
Turbulence of the environment creates the present and future requirements — providing the
appropriate number and kind of people at appropriate place and time.

Public health service is an example of market of public services, in which permanent
lack of specialized staff makes it impossible to realize the pro-health and staff policy. It is
difficult and unpredictable since the fulfillment of specific requirements defined by National
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Health Fund — NFZ and the Ministry of Health MZ, when not supported the analyses and
market needs, do not guarantee the contract compliant with the market realities. The process
of complex planning, considering uncertainty, constraints and market risk, reduces threats
resulting from the functioning of task forces. The determinant of the processes of building
medical teams (orientation), based on the permanent development of knowledge, is:
- Important knowledge resources being the asset of the interdisciplinary team;
- Core competences, whose possession is essential in the processes of providing
medical services, and the degree of verification of the decision-making processes;
- Adjustment of organizational and functional structures of the task force,
technological and information processes; moreover
- Creating culture cultivating knowledge in task forces.

New techniques of medical diagnosis, treatment and rehabilitation apparatus makes a
considerable change in medical services. The reason of such a condition is a strong link and
multidimensional nature of the occurring health problems after major surgical interventions
saving lives. The human factor — the interdisciplinary team is the most important in solving
technical and organizational problems. It is also significant to prepare patients for cooperation
in the process of new treatment techniques, determining the quality of life and reducing the
decision-making risk.

3. Recruitment and selection of the participants of medical teams

The effective processes of recruitment — the personal strategy determine the success of
task forces by an increase in the value of human capital. Therefore, an important element of
human resources management, after planning, is the selection process, whose task is to verify
the people of the desired qualifications. The selection of staff is based: on the process of the
effective selection and recruitment, it should attract (...) the highest number of candidates,
from among which it is possible choose the most appropriate person (Adamiec, Kozusznik,
2000, p. 45). The aim of recruitment processes is gaining competitive employees, where, due
to the nature of public health service —task forces, there are applied methods and techniques,
consisting, among others, in:

a)  Specifying the requirements — by specification of some essential competences and
personal features essential at a given position.

b)  Taking decisions on the conditions of employment — precise specification of financial
and social conditions.

c)  Attracting candidates — the selection of candidates as the determinant of the
participation in the interdisciplinary team.

In the literature in the field of management sciences, it is possible to come across the
concept of homo competens, which is an individual, whose behavior is motivated by
broadening personal competences, remaining strictly connected with the system of values of
the participant of the team and the acquired knowledge. Technological and organizational and
functional changes oblige to concentrating on capabilities of development and stimulation of
these capabilities, occurring, among others, in the process of providing specialized medical
services. On the other hand, organizational culture (in task forces) creates the nervous system,
which serves the purpose of elimination of ineffective and ambiguous behavior of its present
and future participants (Mastyk-Musiat, 2003, p. 27).

4. Motivating and rewarding employees

The basis for human resources management is the system of motivating employees
directed to: Specific activities of medical staff (...) to fulfill the entrusted tasks [Armstrong,
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2007, p. 87]. Human capital in public health service is the driving force of the task force and it
includes some motivating opportunities. In such an approach, the motivation process is
inseparably connected with an action and an activity. J. Arnold, I. T. Robertson and C. L.
Cooper isolated the following constituents of motivation:

a)  Direction — specifying what a given person attempts to do and achieve.

b)  Effort — an attempt to specify how big effort a given person will be able to make and
how many of their own resources they will be able to employ in the process of the
implementation of intentions.

c)  Persistence — specifying for how long, and in spite of what obstacles, a given person
will attempt to realize the undertaken actions (1991, p. 78).

Therefore, motivation is the result of a certain process in which we define the deficit
between the current conditions and the expected ones. At the moment of the perception of this
discrepancy, there appears the assessment of resources and possibilities, and, on the basis of
the analysis, there takes place the specification of the goal and the beginning of the task.
Taking actions directed towards the achievement of a specific goal may come from the
following:

- Extrinsic motivation, in this group of influences, there are such measures as
controlling remuneration, promotion, praise, criticism, reprimand, punishment.

- Intrinsic motivation, actions taken individually and self-evoking activities, being
the result of certain personality conditions (Penc, 2010, p. 76).

On the basis of the literature, it was assumed that each behavior of the man has its
internal and external reason, whose learning brings about the explanation of why a given
individual behaves in a specific way. Secondly, it allows for appropriate management of the
environment a given human being functions in. While presenting some essential elements of
human resources management in public service — the interdisciplinary team (the processes of
motivation), it is worth considering to refer to another division of theories of:

a)  Contents — looking for answers to the question what is the reason for which people take
actions connected with the performance of specific professional activities; and

b)  Process — describing and explaining what essential factors decide on the occurrence of
willingness to activity and what their impact is on the human persistence in pursuit of
realization of goals (Borkowska, 2006, pp. 317-333).

The essence of the motivating processes is the achievement of the subordinate’s
behavior compliant with the will of the managing person, and more precisely, the realization
of tasks resulting from particular roles performed in the task force by subordinates. Therefore,
it is possible to say that the aim of the motivation is to stimulate participants, to encourage
them to take more difficult and more responsible organizational roles, to influence personal
and professional development. The process of motivating and rewarding the participants of
the interdisciplinary teams is affected, among others, by: The personal strategy, financial
result and situation on the labor market (Stanczyk, 2012, p. 67). The most frequently applied
are the financial motivators. The strength of their impact and frequency of application is
included in (Table 1).

The list of the important motivating and demotivating factors presented above proves
certain regularity that what is positive is barely noticeable — but is able to bring about a high
degree of discontentment, if there is lack of it. A particular motivating role is played by the
programs of deferred remuneration (e.g. insurance systems, different types of ownership
shares) and non-financial cafeteria programs (receiving a company car, mileage allowance,
prepaid medical care package etc.) The participation in such a system brings about a sense of
safety, integrates the interests of the staff with the goals of the medical team, prevents
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undesirable outflow (e.g. private health service), and builds up professional prestige (Kim,

Lee, Lee, Kim, 2010, p. 89).

Table 1: Financial motivators (based on: Oleksyn, 2008, pp. 241-242)

contents of work without
changing position

No Name of the motivator Strength of motivational impact Frequency of application
Basic salary, amount and . . .
1. ' _
possibility of raising it Very high — with good tariff systems Common
Pay rise (without changing | High in case of combining pay rise with
2. | position and the possibility | assessment of work performance, lower Common
of its rise) with automatic pay rise
Pay rise connected with
3. | Promotion or broadening the Very high Commonly

Very high with a good system, efficient

Frequent in medium and large

application

4. Bonuses implementation and consequent organizations, rare in small
application ones
5. Rewards High Commonly, not obligatory
Very high with a good system, efficient | Frequent in medium and large
6. Incentives implementation and consequent organizations, rare in small

ones

7. | Share/participation in profits

Very high, high or medium, depending
on amounts and solutions

Rather broadly used

Depending on the amount of allowances

Decreasing; outside the public
sector, in which they are
common, they occur rarely;
non-obligatory in the enterprise
sector

Rather high, though limited by the labor
law regulating the number of overtime
hours

Common, obligatory as far as
there is no free time awarded in
exchange for overtime

8. Special duty allowance
9. Allowances for overtime
10. Allowances for work on

Sunday and public holidays

Rather high, though limited by the labor
law regulating the number of overtime

Common, obligatory as far as
there is no free time awarded in

work at night, which cannot to be
compensated with the money

hours exchange for overtime
Common in the public sector,
11. Duty allowances Very low more frequently outdated in the
enterprise sector
12. Jubilee benefits Very low, higher in the pre-retirement They are still k_)roadly used,
field non-obligatory
Low, due to low rates of these
13 Night work allowances allowances and particular difficulty of Obllgatory, diversified in
different branches

Allowances for work in

14. hazardous conditions,

particularly arduous and
dangerous

Generally, not very high, these
allowances are very controversial

Non-obligatory, appear mainly
in some of industrial companies
and in construction, a lot of
companies gave them up

Therefore, in the present paper, it was assumed that the proposition of some, relatively
important constraints includes two groups of business entities: private and public health
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service. However, in fact, the possibility of the implementation of certain restrictions exists
only in case of public health service. Moreover, legal entities run the independent staff and
economic and financial policy. It is also necessary to be aware of the fact that the new
generations of doctors (not only) are more rational, less willing to devote all their lives to their
work.

5. The assessment of employees

Nowadays, the assessment process consists, among others, in combining the goals of the
individual employees with the goals of the whole team. This requires the individualized
approach, learning their needs and expectations. The atmosphere at work, good human
relationships are the values which are highly appreciated by the participants of
interdisciplinary teams. Good relationships at work, friendliness in the working environment
are absolutely essential for the development of the level of organizational culture; they are
favorable for the achievement of satisfactory performance. The realization of sub-processes in
the task force involves cooperation and possessing important competences. Therefore, to
provide effectiveness, the process of assessment, being the driving force of human behavior
and the factor of an increase in effectiveness, is particularly important. The assessment of
employees: is evaluating the attitudes, personalities, capabilities and the level of their task
performance (Glowacka, Pagorski, 2011, p. 62).

The implementation of the personal policy in public health service consists, among
others, in the verification of aspects of functioning of the individual people and their
usefulness from the point of view of the participation in the interdisciplinary team by some
essential values, such as:

- Respecting pride of all team members; and

- justice and equality; moreover,

- Providing safe and friendly working conditions; and

- Development of creativity of working conditions in the team.

The system of assessment — personal review prevents discrimination, it is transparent, it
enables taking efficient personal decisions (Nowacki, 2001, p. 43). It determines the
recruitment process, leads to the mobilization of the participants, while performing motivating
and development functions, it affects the form of the implementation of personal strategy of
the functioning of the interdisciplinary team. Moreover, it is also the basis for interpersonal
relationships, leading to an increase in the team effectiveness, providing repetitive quality of
the provided medical services.

While introducing broadbending — broad categories of classification for the participants
of the medical team, it is possible to differentiate pay, depending on the possessed
competences or experience (within one category of classification). It allows for an increase in
the remuneration of particular team members along with the development of the possessed
competences without the necessity of moving the position to a higher category of
classification (the phenomenon of so called drifting category), (Amstrong, 2009, p. 67).

6. Task forces in public health service

The functioning of public health service in the turbulent social and economic
environment determines the process of adjustment to the identified variables e.g. by the
emergence of task forces (e.g. transplantation one). The essence is the assumption that the
man, as an individual, is imperfect, the nature and the essence of the society is expressed by
the functioning of people in groups, bringing about a sense of attachment, safety, motivation
and fulfillment of dreams. In the dynamically changing environment, there appears the
necessity of using smaller, more efficient and more flexible structures in the activities of
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public health organizations. The team is a set of people appearing as an independent unit,
whereas the task force is, among others, an independent entity, separated from the structures
of public health service, consisting with people, appointed to the realization of specialized
medical services. This enables better efficiency and effectiveness by gaining the synergy of
activities of its participants. The basis for the participation is expertise and unique capabilities,
and the members of task forces are selected or dismissed accordingly to the current needs
(e.g. transplantation treatment), (Trocki, 2013, p. 95). On the other hand, according to the
definition by J. Katzenbach and D. K. Smith: “The team is a small group of people equipped
with complimentary capabilities, who are devoted to common goals and realization of tasks
they are responsible for, ” (2001, p. 55).

The interdisciplinary team of knowledge — Group-Team Ware — is medical staff of a
similar hierarchy level, but from different wards — the network of public hospitals, joining
each other to provide complex services (Bober, 2013, p. 97). Work structuring, job design
meet the increasingly better professional qualifications of the staff of health service by job
enlargement, which changes the workplace from a small, frequently repeated content by
assigning additional tasks, similar or different, which appear in interdisciplinary teams.
Qualitative job enrichment determines the development of participants by assignment of
wider field of work, providing the participation in the decisions concerning planning and
managing one’s own work, taking responsibility for its course and results — an increase in the
level of integration of team members. The effect of changes is an increase in the
independence of operating. The occurring working conditions and contents of work create the
motivation process (Koziot, 2002, p. 26), amounting to job characteristics model, which,
among others, is identified by (Humphrey, Nahrgang, Morgeson, 2007, pp. 1332-1356):

a)  Skill variety — a range of qualifications, essential for providing work for the benefit of
the team.

b)  Task identity — specifying to what extent the performance of work constitutes the whole,
which is possible to define.

c)  Task significance — a subjective sense of the importance of the performer work.
d)  Autonomy — a range of freedom while performing a given job.

e) Job feedback — a degree to which the performed work enables the employee to receive
feedback on its results.

In the world of organization and in everyday life, it happens that if someone cannot
adjust to changes, they fail and it is difficult for them to avoid the consequences of such a
situation. Delaying the change in time, while being convinced of the fact that it can be
avoidable, and maintaining the previous standards of operating, is actually more risky
behavior than the change towards the process-based approach, being a determinant of the
efficient functioning of interdisciplinary medical teams of the 21st century. The essence is
functioning: around the process, not around the function. Managers will train and design, not
supervise or control. Employees will be performers of the process, not doers of tasks. The
organization (of the team) itself will be dynamic, flexible and filled with entrepreneurial
eagerness and focused on the customer’s needs, the organization - (the team), in which
everybody (...) is important. People will be treated as assets, not costs; the change will be
expected with hope, not with fear. Only such a team will be able to provide unusual services
and innovation with low costs which are essential for success (Hammer, 1999, p. 190).

Summing up, it is possible to state that the implemented mechanisms of the teamwork
may both generate innovativeness in treatment techniques and be the source of more effective
use of available resources in public health service. Well selected medical team is the condition
to achieve success in the process of providing medical services, creating the quality of
patients’ life.
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7. Human capital of the interdisciplinary team

While defining human capital for the purposes of the interdisciplinary team, there were
indicated: qualifications, knowledge, experience, skills and competences. On the other hand,
taking into account the impact of complexity, changeability of the environment of public
health service and the resulting feedback, the essence of human capital involves a much wider
approach. Consequently, the adoption of such an assumption also includes the attitudes and
behavior of the participants of the medical team, such as:

- Honesty, identification with the goals of the team, loyalty;

- Involvement in work, orientation towards the patient’s needs;

- Ability to learn fast, creativity and sharing knowledge with others;

- Adaptability to organizational and functional changes;

- Openness for innovation.

The desirable behavior and attitudes, listed above, are created not only by internal
motives and the participants’ own value system, but they remain under the influence of
organizational and functional culture of the interdisciplinary team. Moreover,: Vocational
education is (...) the main source of the capital in the advanced society of the IT era and
therefore, it constitutes the basis (Fukuyama, 2000, p. 190) of task forces. The participants, by
their attitude and behavior, build and affect the relationships with patients, while creating the
image of the team, in which they function. Modern, interdisciplinary task forces: while aiming
at the achievement and maintenance of competitive advantage on the market of medical
service, must be aware of the increasing qualitative requirements of patients, resulting from
an increase in their awareness and the improvement in the economic conditions (Bober, 2007,
p. 388).

Another element providing inducement for the benefit of the requested approach is the
statement that the task force may considerably think that they possess control over
organizational and human capital, in contrast to market and patient capital, which,
unfortunately, may be lost quickly, and even taken over by competitors. Particularly, market
capital is something the medical team works for, sometimes for many years, and from time to
time one negative phenomenon or event of a huge impact, may cause significant depreciation
of its value. The realization of goals of a specific process of providing a medical service
significantly depends on people who are able to optimize the use of factors conditioning the
effectiveness of expenditures. The efficiency of the doctor — a participant of the team
considerably depends on the type of power (autocratic, democratic etc.), which frequently
brings about different dysfunctions, being the result of de-humanizing of work. The man — the
doctor — a participant of the team begins to be regarded as the fundamental element of new
economy, since they are characterized by: Intelligence, energy, imagination, responsibility,
flexibility, creativity and involvement, they possess the capital, which is: a strand of
experiences, life attitudes, education, teaching process, upbringing, psychological abilities
and talent (Skrzypek, 2007, p. 6). To provide the expected quality of human capital it is
necessary to professionalize the required quality of the processes realized in the framework of
personal functions, which, among others, include:

- Analysis and planning the quality of human capital (identifying the possessed
potential, identifying the gap — the difference between the possessed one and the
desired one);

- Rationalization of employment (recruitment, selection, social and professional
adaptation of an employee, assessment, remuneration, de-recruitment), motivation
system;

- Organizational and functional culture of the medical team.
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The process of creating ethical behavior of the team members, e.g. by means of regular
assessment of their behavior (quality of work, level of responsibility, degree of involvement,
ability to cooperate with others) and awarding adequate remuneration influences the quality of
the possessed capital. The participation in task forces involves not only flexible timetable,
spatial mobility and uniqueness of working tasks, but also a range of internal features of
medical staff, which, among others, constitute this capital. Therefore, these characteristics
must be extraordinary, since as M. Castells emphasizes: Competitiveness in all kinds of
activity (...) consists not only in efficient organization (...), but also in work and employees
(Castells, 2003, p. 98). The participants of interdisciplinary teams should be individually
responsible, autonomic and flexibly adjusting to the changing needs of public health service -
the provided medical services. Moreover, as one of the most important attributes there appears
appropriate education, whose measure is: Not so much the length of education but its type
(Castells, 2003, p. 107). What is more, the requirements also include such personal features
as: creativity, initiative, innovativeness and ability to permanent, independent acquiring
knowledge.

Modern medicine — medical teams providing specialized services based on processing
information and generating knowledge, are dependent on the talented, well-educated medical
staff, who are able to operate: both from the technical side and substantial one — in the
abundance of information, while ordering, evaluating and transforming knowledge necessary
for the realization of particular tasks and goals (Castells, 2003, p. 106). Therefore, the doctor,
as a participant of the team, should be able to reprogram themselves independently and on
time, while adjusting to the turbulence of the environment. In the present paper, it was
assumed that the basic resource of academic knowledge is insufficient. Therefore, constant
development is necessary. In the process of gaining knowledge, the role of the university is
emphasized in creating a specific way of thinking and abilities of its graduates: to broaden
knowledge and acquire information for all professional life, processing information obtained
in the course of studies in expertise and to use it in the process of reduction of the decision-
making risk, information asymmetry - an increase in satisfaction of stakeholders (Bober,
2010, pp. 393-403).

8. Case study — patient with renal failure

In spite of the progress, which has taken place recently, diseases of civilization,
constitute an important clinical and economic problem. Therefore, the key task of
transplantation teams is the improvement of the quality of life by transplantation of organs. In
the analyzed Varmia-Mazuria Voivodeship there is the dialysis station, which in the present
discussion, as the initial element of the chain of health values, while enabling the reduction of
disease symptoms, provides the patient’s return home — while significantly improving the
quality of life.

Dialysis Procedures 1.Team 2. Team Dialysis Station and Individual

station for procuring preparing pharmacological drug
transplantation organs the patient treatment thera

Improvement in the
quality of life after
transplantation

Value added for the patient - increase in the qualitv of life ::> time

Figure 1: Task force — chain of health values (based on: Bober, 2013 r., op., cit., p. 83)
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Summing up, it is necessary to underline that the functioning of transplantation teams in
the organizational and functional structures of health service provides the patient with the
opportunity of an increase in the comfort of life, while freeing them from the necessity of
frequent hospitalization. For the system of health care, providing services in the field of
transplantology, constitutes an attractive alternative — their performance lowers the costs of
the process of care of the patient. On the other hand, the participation in task forces is based
on the effective personnel policy of health service — public hospitals, which, determined by
the processes of recruitment and selection of participants, influences an increase in intellectual
capital of the possessed human resources.

9. Conclusions

In the present paper there is presented the role and significance of human resources
management the efficiency of task forces in public health service considerably depends on.
Success of the interdisciplinary medical team is the result of the degree of adjustment and
acceptance of changes of economic, social, legal and technological nature, regarded as the
effect of dynamic economic changes. It becomes real due to the man who, while disposing of
opportunities for development of their own skills and competences, becomes the determinant
of the system, may make changes conditioning further development of public health service -
interdisciplinary medical teams. To be able to realize the task, it is necessary to provide such
work which motivates and is regarded as: meaningful, worth making effort, important,
stimulating willingness of the participants of the team, as B. Kozusznik underlines, taking
responsibility for the achieved result and adequate to a given task, regulating one’s own
efforts on the basis of the feedback (2002, p. 56).

Making important changes in the economic policy of the country would create the
conditions for the functioning of public health service - the implementation of personal
strategy creating growth, not reduction of employment. They mainly concern lack of
knowledge and abilities allowing use human capital, necessary for development. One cannot
forget that main deficiencies are on the side of management staff and they are connected with
the function of the process of human resources management. Efficient management of public
health service — task forces, involves the implementation of achievements of different fields
of knowledge. Using interdisciplinary achievements should become the basis for the activities
of both management and medical staff since there is no greater responsibility than the one for
management of employees and their potential. Solving problems in the process of personnel
management involves practical knowledge of the man’s nature. Therefore, the competences
(of the participants of the interdisciplinary team) need to be treated as the basic resource
(Jarugowa, Fijatkowska, 2002, p. 45).

Education is connected with the complex process of human resources management in
public health service — medical teams, and improvement of medical staff should become an
internal need. The norm 1SO 9001: 2008 states that: Personnel performing work influencing
the compliance with the requirements concerning product, should be competent on the basis
of appropriate education, training, skills and experience (Olkiewicz, 2008, p. 730). On the
other hand, training, according to the norm ISO 10015:2004 is: the process which provides
and develops knowledge, skills and behavior, while creating pro-qualitative awareness of the
participants of task forces. The complex process of training, as an element of human resources
management in public health service, is an important tool of effectiveness of activities, and
also allows achieve the main assumptions of the functioning of the system of quality
management, determining the process of emergence of task forces. It is connected with the
pro-health change of attitudes, values, beliefs, and, most of all, real ways of improvement in
the mode of conduct in the entire health service. The aim is to achieve long-term market
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success by achieving measurable satisfaction of stakeholders and the local community (health
improvement), (Bober, 2007, p. 388).
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MODEL OF PRIVATE SECURITY AGENCY AT THE FACULTY
OF SPECIAL ENGINEERING OF THE UNIVERSITY
OF ZILINA IN ZILINA

KAMIL BOC - DAGMAR VIDRIKOVA

Abstract

This article is aimed on the problem of the professional habits acquiring of the Faculty of Special
Engineering students studying brunch of study Protection of Persons and Property. Requirement to
acquiring and extending the professional habits and skills of the students during their preparation at
the Faculty of Special Engineering resulted from joint meetings between school students, potential
employers and teaching staff. One of the solutions this mission was to create a model of the private
security agency. In this agency students will acquire basic skills in the areas of management,
economics and accounting, planning, audit execution in the area of personnel management,
development of safety guidelines and development of security directive etc. Students will acquire
basic skills from own performance activities in some selected type position too. Students will acquire
basic skills of their own performance activity some of selected of type positions.

Key words: private security, Faculty of Special Engineering, agency, education, students,
employment, type positions, Protection of Persons and Property.

1. Introduction

One of the priorities which were accepted by the Government of the Slovak Republic
(hereinafter “SR”) in its policy statement in the field of knowledge-based society, education
and culture, was also the commitment resulting from following citation: “The Government
shall in its approach to education shall take into account not only the ambitions of the pupil
or student, but also his abilities, and shall create such legislation conditions, that the school
operators will have to observe also the requirements of the job market when creating
performance plans,” (Manifesto of the Government of the Slovak Republic 2012 — 2016,
p. 43).

We fully identify with the ambitions of the Government of SR in that part of its policy
statement, in which it expressed interest in deepening of connection between education and
requirements of the job market, respectively of practice. For this purpose, the authors of this
article carried out several activities focused not only for deepening of this cooperation, but
also for increasing of employment of the graduates after their studies end.

Several projects were accepted for the purpose of increasing of student employment, for
example start-up, youth employment support, youth counselling centres. These activities are,
in their own way, contributing to increasing of employment of young generation. However,
we believe that these activities would not be necessary if the education traced the
requirements of the job market and reacted to them more flexibly. The listed government
activities or deepening of cooperation with employers it is possible to expect the employment
to increase, but it cannot be considered to be a systematic solution. We believe that the
educational institutions should be responsible for applicability of their graduates on job
market. It is not possible to solve this difficult problem by policy statements, accepted
projects or creation of different counselling centres etc. We think that each educational
institution should, within a self-reflection, accept such study programmes, which create
positive conditions for their graduates on the job market. A requirement that graduates
of universities have practical experience was stated during the meetings with business entities
the in recent period. Current Act no. 131/2002 Coll. on Higher Education as amended by later
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acts partially takes this requirement into account and creates necessary legislative
environment for its fulfilment by educational institutions.

2. Analysis of the current status of applicants for employment

in the Zilina region

Zilina region ranks in the structure of SR between regions with higher unemployment
rate of graduates of secondary schools and higher education. For purposes of this article we
focused mostly on the dynamics of development of employment applicant placement with
higher education. The reason for this focus was the fact, that most of the students
of University of Zilina in Zilina (hereinafter “ZU”) comes from the Zilina region. According
to the results of statistical investigation by the Office of Labour, Social Affairs and Family
(hereinafter OLSAaF), the development of available unemployment rate (AUR) in Zilina
region compared to the averages in SR within years 2011 — 2013 shows its dynamics to be
stable and to oscillate in fluctuation range between 10.51 — 12.00% AUR. Within the given
period the AUR is higher in the Zilina region as well as in the average of whole country. The
differences can be seen in Figure 1.

Comparation of available unemployment rate development
in Zilina region, nationwide and in Zilina district in years
2011, 2012, 2013
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Figure 1: Comparison of available unemployment rate development in Zilina region, nationwide and
in Zilina district (Statistics of the Office of Labour, Social Affairs and Family Zilina)

Because of deeper analysis we focused on identification of determining indicators
which could elucidate the existing situation in sphere of student unemployment in this region.
Overview of the selected indicators for Zilina region during the period from January to
September 2013 can be seen in Table 1.

The data from Table 1 show, that the absolute count of job applicants from the ranks
of graduates in period from January to September 2013 has nearly doubled (increase of
94.23%). An interesting fact is that the lowest count of applicants was in May, when it
reached the value of 4.60%. It is the time of final examinations of university students and also
of final examinations of secondary school graduates. We believe that this decrease is artificial.
According to the Ministry of Education, Science, Research and Sport of the Slovak Republic
(hereinafter “MESRS SR”) more than 80% of secondary school absolvents continue their
studies on universities.
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Table 1: Overview of selected indicators for OLSAaF Zilina (Statistics of the Office of Labour, Social
Affairs and Family Zilina)

Amount of Amount of Long-term Long-term Rate of
Year 2013 : . . Amount of
Month J(_)b avalla_ble job | unemployment _unempl_oyed absolvents absolvents

applicants applicants rate [%0] job applicants [%%6]
January 13568 12 730 11.88 5938 710 5.20
May 12 410 11590 11.82 5372 574 4.60
June 12 580 11824 11.03 5354 796 6.30
July 12 556 11878 11.08 5358 850 6.70
August 12 337 11 706 10.92 5381 754 6.10
September 12 405 11731 10.95 5593 1256 10.10

That considerably lowers the amount of applicants mainly from the ranks of these
absolvents. Average rate of the amount of applicants for employment during listed 9 months
of last year reaches 4.33%. That means the rate of success of the applicants should be 95.67%,
which is relatively high. Total unemployment rate in Slovakia averagely moves around the
value of 14%, which means that the absolvents of secondary schools and universities
participate in the registered unemployment of Slovakia by about 30.93%. This figure has
mostly indicative, not binding character, since it does not show the amount of job applicants
of other seven regions of Slovakia. Based on the knowledge that the average count of
absolvents of the secondary schools and higher education is on average within Slovak districts
the same, we may base on the given percentage share. For orientation we list some data in
Table 2.

Table 2: Development of the number of employment applicants in Zilina region in nationwide
comparison to SR (Statistics of the Office of Labour, Social Affairs and Family Zilina)

Job applicants |/ ¢\ ok Zilina | OLSAaF Zilina Zilina .
(absolvents) 30.9.2013 30.9.2012 region Slovakia
30.9.2013 e - 9
Secondary school 515 595 2 066 14 020
absolvents inflow
Secondary school 903 1075 3743 24 006
absolvents status
College graduates 353 110 1210 9632
status
Job applicants
(absolvents) 1256 1185 4 953 33638
total status
Amount of job
applicants 12 405 12 294 44 539 406 554
(total)

In the framework of the examination of successfulness of Faculty of Special
Engineering of the University of Zilina (hereinafter “FSE”) an analysis of current status of
FSE graduates placement has been carried out.
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3. Analysis of the current status of FSE graduate placement

Management of FSE, taking into account the current status at the job market and high
unemployment rate in both Slovakia as well as Zilina region, accepted in years 2011 — 2013
a complex of measures focused on increasing of success rate of FSE graduates. The measures
were directed at both the increase of quality and level of studies in creation of new study
programme for protection of critical infrastructure elements, but also for deepening
of informal cooperation with potential employer subjects.

The data published in MESRS SR under the title “Methodics of dotation breakdown for
public colleges in year 2014” indicated that in years 2011 and 2012, only 19 of 502 graduates
were registered at Offices of Labour. Within SR the employment rate of FSE graduates
reached 96.20%.

For the purpose of objectification and refinement of statistical data concerning the
success rate of FSE graduates, a survey has been performed. The survey focused on:

- Time segment before employment after graduation.

- Field of work.

- Evaluation of vocational knowledge and skills, as well as general competencies.

- Fields lacking the knowledge or skills important for increasing of professional

performance quality.

Statistical sample consisted of the faculty graduates, who finished their studies in years
2011-2013. The questionnaire has been correctly filled in and submitted by total of 117
students. The analysis of the questionnaire resulted in following conclusions:

- 6% of respondents were already employed during their studies at FSE,

- 57% of respondents were employed within 3 months,

- 23% of respondents were employed within 6 months,

- 12% of respondents were employed within 12 months,

- 6% of respondents were employed after more than 12 months,

- 2% of respondents were still unemployed in the time of survey (see Figure 2).

E during their studies
@ within 3 months
& within 6 months

@ within 12 months
6% 12%

i more than 12 months

i currently unemployed

2%/

Figure 2: Graph of time segment of employment after graduation (Research FSE, 2013)

It is possible to state, that the success rate of the faculty graduates within 12 months was
98%. The fact, that 86% of respondents were employed within 6 months, is a very important
indication. It shows the interest and social demand for expertise provided by our faculty.

Another significant question important for direction of faculty was the fields in which
the respondents — graduates of the faculty — applied themselves. Their questions resulted
in following facts:
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a) 49% of respondents were employed in the field of security and protection, in state
administration or municipality administration, i.e. in fields of expertise, which are
provided by the faculty in the study programmes “protection of persons and property”
and “civil protection”.

b) 4 — 9% were represented by fields such as administration, banking, insurance,

education, science and research, etc., which in total represent 51% of respondents
employed in these fields (Figure 3).

4% 5% 0
4% administration (5 %)

automotive industry (4 %)
banking, insurance (6 %)
security and protection (36 %)
transportation, logistics (9 %)
IT (4%)

management,marketing (6 %)

I E E K b ®

[ 4

4 sales, services (7 %)

1 education,science, research (6 %)

L government, administration (13 %)
L other (4 %)

Figure 3: Graph of fields of employment (Research FSE, 2013)

The question focused on evaluation knowledge and skills acquired during the university
studies had great importance for structure of the study programs and subjects taught at the
faculty. 90% of respondents displayed satisfaction. This is positive statement that allows
further developing and deepening the knowledge of current students in set study programmes
(Figure 4).

7
unsatisfied | 2%
rather unsatisfied - 8%
rather satisfied - 47%
satisfied - 35%
very satisfied - 8%
0% 10I% ZOI% 30I% 40I% 50I%

Figure 4: Graph of evaluation of the knowledge and skills acquired during the university studies
(Research FSE, 2013)

Surprising were the answers of respondents to question concerning the fields in which
the respondents would need to complement their knowledge for reaching of higher quality
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of professional performance. 74% of the respondents that answered this question stated that
they need language skills for increasing of their work quality. We assume that the current
study programmes and approach of faculty or university provide sufficient environment and
conditions for acquirement of required level of language skills and knowledge. The fact that
8% of respondents reported the field of professional knowledge as necessary to improve was
accepted positively. Also, 6% of the respondents require their communicational skills to
improve (Figure 5).

74% .  communicational
skills

i llanguage skills

11 professional
knowledge

i other

Figure 5: Graph of fields in which the knowledge or skills for increasing of professional performance
quality are lacking (Research FSE, 2013)

Relatively positive evaluation of the success rate of our faculty and its study
programmes is reflected also in the number of study applicants. The amount of applicants is
relatively stable — mainly in daily engineer studies it moves in the range between 150 and 190
persons. This amount corresponds with the capacity and possibilities of the faculty.

Activities focused on deepening of informal cooperation between academia and
potential employers were organized or the purpose of further increase of applicability of the
faculty graduates in prepared study branches. One of these activities was also the “Day of job
opportunities” held on 31% October 2013 in Zilina. Students of the faculty, representatives
of state administration and operators of private security services participated in this activity.
Requirement for deeper professional skills and general competences resonated from their
speeches.

The employers noted high theoretical level of preparedness of the graduates, but low
level of practical experiences. We understand and identify with these requirements of the
employers. They relate to strategic development of human potential which contributes to the
fulfilment of goals and intentions of their companies in field of private security. We are aware
that the strategic development of the human potential represents the process of definition and
preparation of realisation of the long-term goals and measures for stimulation and influencing
of human potential which is focused on effective utilization of actual predispositions and
competencies of the employees and managers, but also continual development of their
abilities, skills and talent and strengthening of their motivation for future (Blaskova, 2011).

For this purpose a pilot project shall be realized, whose goal shall be to create
conditions for students of the study programme “protection of persons and property” to
acquire practical skills and experiences. The essence of the project lies in creation of virtual
company that provides services of private security according to Act no. 473/2005 Coll.

An educational institution “Academia security — KBM, n. 0.” has been established
for achievement of professional competencies, which are required by said Act. The purpose of
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its establishing was creation of conditions necessary for acquiring of vocational expertise
license type “P” by students of said study programme. Thereby the necessary requirements
and preconditions for realization of tasks of private security set by the law were met.

Organisationally the virtual company shall be ensured by pedagogical representative —
holder of vocational expertise license type “P” with practical experiences in leading of real
company that provides the services in private security. The structure of the company shall be
built according to already existing and operating companies. The filling of type positions in
organization shall be based on their characteristics and requirements listed in the Integrated
system of type positions (official system of the Ministry of Labour, Social Affairs and Family
of the Slovak Republic). Students shall be, during the second degree of college education
(during three semesters) included into type positions of executive providers of private security
services (particularly the physical protection), as well as into the managerial structures
(managing director, supervisor of the physical protection of the object, etc.). There, at the
individual type positions, shall they deepen the acquired theoretical knowledge and acquire
basic work habits and professional skills.

The activity resulting from the position they were occupied shall be applied directly to
the protected object. The protected object shall be the FSE itself. Students included into the
type position “employee of the physical protection” shall execute the control of object in
shifts directly as it results from the guidelines for execution of physical protection.
Corresponding guidelines and methodics shall be created by students included in the type
position “supervisor of the physical protection of the object”. The intent is to rotate the
students during the three semesters in such way, that they experience all the type positions
related to, mainly, the physical protection. Students included into the managerial positions
shall in practice acquire the processes and apply them, for example, in staffing of the
individual type positions (with emphasis on selection of persons according to the type model
of employee created on the basis of algorithm of selection of employees into services of
private security, analysis of work and creation of work places), in payroll calculation or
accounting.

The emphasis shall be on acquirement of processes applicable within public
procurement. We assume that after completion of this practical part, the shortcomings of
graduates most frequently criticized by the employers shall be removed. Realization of the
whole pilot project shall be carried out in cooperation with real company that provides
services in private security. The action plans that result from individual type positions shall
reproduce the real activities carried out in real practice. The employment cards in field of
private security shall provide theoretical basis. They include detailed characteristics of
activities of the individual type positions, requirements for general abilities of the employee,
as well as required professional knowledge and skills. In the end, a deep analysis of achieved
targets with emphasis on verification whether the required practical experience has been
reached shall be performed. If the pilot project shall prove the said form acquirement of
practical experiences to work, it shall be subsequently incorporated into the study programme
“protection of persons and property”.

4. Conclusion

This article was created with intention of highlighting one of the possibilities of
achieving a higher preparedness of graduates and bridging the generally known shortcoming
that lies in the lack of work habits and practical professional skills. We see the positive side of
this solution in its effectiveness, rationalization and in negligible financial demands. Although
it poses particular challenges in sphere of organization and preparing of leading pedagogues,
who shall manage these activities, we believe, that it presents a way even for other institutions
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of higher education, which meet with similar problems in application of their graduates at job
market.
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DIRECTORS INTEGRATORS FEATURES ESTIMATION
WITH THE USE OF TOYOTA RULES AND BOST METHOD
QUESTIONNAIRE RESEARCH

STANISEAW BORKOWSKI — JOANNA ROSAK-SZYROCKA

Abstract

An analysis of leadership-integrator’s features in the example of director was presented in the paper.
Research was carried out by the BOST questionnaire the name of which comes from the author’s
name — Borkowski Stanistaw. It was stated that from the enlisted 27 leader — integrator’s features in
the case of the analyzed director the employees noticed 12. It can be concluded that the ‘director’ is an
integrator. It was shown. That perceiving leadership features depends on respondents’ characteristics.

Key words: BOST method, leader features, leader — integrator.

1. Introduction

Today defining leadership is a complex matter. Before it was simple: Leadership was
what leaders did (Goldsmith, Govindarajan, Kaye, Vicere, 2009, p. 448). Leadership is the
ability to “lead” smaller or bigger groups of followers. That ability refers to the skills of
indicating and communicating the vision of future status or condition which needs to be
jointly pursued (Borkowski, Rosak-Szyrocka, 2011, pp. 93-113; Borkowski, Stasiak-
Betlejewska, 2011, p. 169).

Leadership is an infectious passion, a winning attitude and right action. Leadership is
the process of influencing more than one person toward a goal. Leadership is the process of
developing and implementing ideas. Each business owner has his own definition of success.
Managers analysts and non-owners have different perspectives. Therefore their description
will often be dissimilar (Marcus, Durham, Durham, 2006, p. 222).

Leadership is all about enabling others to efficiently and enthusiastically work for
achieving the assumed goals of an organization. No organization can exist without
a supervisor. Intuitively the idea of a supervisor seems obvious — it is someone who
supervises what is exerts influence over others’ behaviors or makes them act according to
his/her will (Foltyn, 2009, pp. 250-254).

In the theory of management the basic characteristic of a supervisor is the managerial
position in an organization hierarchy which is connected with such features as rank
remuneration power responsibility. In specific conditions the supervisor is called: foreman,
supervisor, chief, coordinator, boss, head. There are also other terms substituting the name of
‘a supervisor’: leader, organizer, trainer, coach, ringleader, initiator, creator, animator, master
(Pocztowski, 1998, p. 55).

Integrator — anticipatory leaders are more than adept observers and rational analysts.
They engage their organizations in dialogue and mutual discovery of possibilities. They
demonstrate genuine interest and compassion for the views and concerns of others. Knowing
how to honor and weave together the thoughts and feelings of others with their own into
a line of principled action. They become highly credible while legitimizing the fresh ideas
of others (Savage, Sales, 2008, pp. 28-35).

The leaders of today and tomorrow are both free and constrained. They are free to
choose from a wider range of strategies and opportunities than has ever existed. At the same
time they are constrained as leaders to be responsible for the potential of the new and
undiscovered. Their uncertainty skills will be fully tested if they are to be responsible for
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a continually coherent improving and relaxing world rather than a continually dysfunctional
unraveling and stressful world (Goldsmith,Govindarajan, Kaye,Vicere, 2009, p. 448).

2. Toyotarity and BOST questionnaire research

TOYOTARITY is a notion invented by Stanistaw Borkowski and the term is legally
protected by date confirmation (Borkowski, 2012, p. 190). The above document contains the
following definition of TOYOTARITY:

Toyotarity is a scientific discipline examining human — machine and human — human
relationships with consideration of a process-based approach, Japanese culture, especially of
the Toyota, oriented to continuous improvement with use of knowledge.

The BOST method [this name derives from the first two letters of the author’s surname
and name. It is legally protected. (Borkowski, 2012, p. 190) describes the Toyota’s
management principles with its characteristic factors.

3.  Methodology of examinations

Leadership-integrator features are tied with three terms: leverage of confidence,
leverage of importance and leverage of dialog. Each of these terms consists of three groups
and three factors. Such a structure is being determined by a set of questions presented at work
(Borkowski, 2012a; Borkowski, 2012b, p. 190). Thirty respondents participated in the
research (over 80% employed in the Department). The respondents had diversified
characteristics regarding their education, age, the seniority, mobility, the mode of
employment.

LEVERAGE OF CONFIDENCE = Confidence channel + Well-considered influence + Care about exert
influence

Confidence channel = AA + AG + AM 1)
Well-considered influence = AC + AW + AX @)
Care about exert influence = AB+AR+AU (3)

LEVERAGE OF MEANING = Exceed the limits + Work at grounds + Tenacity

Exceed the limits = AF + AK + AO 4)
Work at grounds = AP + AV + AD (5)
Tenacity = Al + AL + AN (6)

LEVERAGE OF DIALOG = Listening first of all + Modesty + Infectious passion

Listening first of all = AE + AT + AZ @)
Modesty = BV + AH + AS (8)
Infectious passion = AY + AJ + BB 9)

The reliable modification of these assumptions was made in examinations and
respondents were asked to fill in the questionnaire which is the part of the BOST method
(Borkowski, 2012). Evaluation of their ‘superior’ was made in the 0+6 scale, where 0 means —
never, 6 — always. The question, which measured the superior in the questionnaire, was the
following one:
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E10f. The superior is a person that... Select one of these: 0. 1. 2. 3. 4. 5. 6 (0 — never, 6 — always):

AA He/she is located in the center of the information flow in the organization.

AB He/she cares deeply about his/her own reputation.

AC He/she plans own contribution to work deliberately.

AD He/she does not hesitate to undertake small tasks which could be helpful.

AE He/she engages other people in elaborating the strategy.

AF He/she undertakes determined action in order to present his/her point of view.

AG He/she knows what other people should know and what they do not know.

AH He/she admits his/her own mistakes.

Al He/she is oriented at reaching the aim.

Al He/she expresses opinions about other people willingly.

AK He/she is carrying out the confrontation with other people if standards are not met.

AL He/she is flexible in case there is a need to change tactics when it is necessary to reach the
purpose.

AM He/she shows other people’s new ways of their development.

AN He/she does not aim at revolutionary solutions which could be harmful.

AO He/she offers disinterested piece of advice, returnable information or criticism.

AP He/she is systematic and methodological.

AR He/she undertakes action heading towards building confidence and respect.

AS He/she looks for support and help from other people who are more knowledgeable.

AT He/she supports concepts of other people.

AU He/she is sensitive to the method that is perceived.

AV He/she consistently realizes obligations and initiatives.

AW He/she thinks about influence that will have on other people.

AX He/she looks for allies who will support arguments for him/her.

AY He/she expresses good opinion about the organization.

AZ He/she is approachable and his/her door is always open for others.

BB He/she devotes his/her time for giving support to other people.

BV He/she speaks openly about own limitations.

4. Results of research and their analysis

Results and their analysis are presented in the Table 1 — containing average estimations’
effects — point estimation. Based on the presented tables it can be noticed that leverages are
forming in the following way:

Leverage of confidence (UZ)

AA + AG + AM = Channel of confidence (NG) (10)
4.06+3.56+3.33=10.96

AC + AW + AX = Well-considered influence (NK) (11)
4.40+3.66+3.90=11.96

AB+ AR + AU = Care about exert influence (TL) (12)

4.83+3.93+3.60= 12.36
UZ = NG+NK+TL =10.96 + 11.96 + 12.36 = 35.28

Leverage of meaning (UN)

AF + AK + AO = Exceed the limits (TM) (13)
3.43 + 3.56 + 3.53 = 10.53
AP + AV + AD = Work at grounds (TN) (14)
4.00 + 3.46 + 3.50 = 10.96
Al + AL + AN = Tenacity (TT) (15)
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4.43 +3.66 + 3.50 = 11.59
UN=TM+ TN + TT = 10.53+10.96+11.59 = 33.08

Leverage of dialogue (UD)

AE + AT + AZ = Listening first of all (NR) (16)
3.76 + 3.56 + 4.16 = 11.49
BV + AH + AS = Modesty (NS) a7)
3.40 + 3.76 + 3.17 = 10.33
AY + AJ + BB = Infectious passion (NT) (18)

3.23+4.33+3.76 =11.33
UD =NR + NS+ NT =1149 + 10.33 + 11.33 = 33.15

Table 1: Director — integrator. Point estimation of leadership features

Names Appointment and number ratios
Q AA AG AM
% Channel NG 10.96
2 of confidence 4.06 3.56 3.33
c
o
e AC AW AX uz
‘G Well-considered influence NK 11.96
S 4.40 3.66 3.90 35.28
5 _ AB AR AU
& Care about exert influence TL 12.36
— 4.83 3.93 3.60
o AF AK AO
£ Exceed the limits ™ 10.53
S 343 | 356 | 353
E AD AP AV UN
o Work at grounds TN 10.96
S 4.00 3.46 3.50 33.08
[
o Al AL AN
% Tenacity TT 11.59
- 4.43 3.66 3.50
AE AT AZ
S Listening first of all NR 11.49
= 3.76 356 | 4.16
o
S AH AS BV ubD
o
Modest NS 10.33
S Y 340 | 376 | 317 33.15
by
> Al AY BB
9 Infectious passion NT 11.33
3.23 4.33 3.76

It is necessary to mention that in the group channel of confidence (NG) the highest
estimation obtained a feature — ‘he/she is located in the centre of the flow information in the
organization’ (AA = 4.06).in the group Well-considered influence(NK) leadership feature —
‘he/she plans his/her own contribution to work deliberately’ (AC = 4.40). The highest
estimation in the set of the leverage of confidence (UZ) obtained a feature — ‘he/she cares
deeply about the own reputation’ (AB = 4.83).

5. Summary

Respondents making the estimation leadership features in the case of one Director were
answering for the set of issues and characterized in 27 expressions. Averages value
of estimations for factors of each leverage and a number of their importance were presented in
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the Figure 1. From Figure 1 data results that in the group of factors the leverage the most
important leadership feature is:

1.  For the leverage confidence (UZ) — he carries deeply about his own reputation (AB).

2. For the leverage meaning (UN) — he is oriented for reaching the aim (Al).

3. For the leverage dialog (UD) — he expresses good opinion about the organization (AY).
By comparing average estimations the most important factor in each leverage was

identified — what was deciding about the Director’s membership to leaders’— integrators

group. It can be stated that out of the 27 leader’s — integrator features in the case of the
Director, co-workers noticed 12.

AB > Al > AC > AY > AZ > AA > AD > AR > AX > (AE, AS, BB) (19)
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Figure 1: Leader-integrator features. Level [%] of adjustment director’s features to the leverage
requirements: a), b) leverage of confidence; c), d) leverage of meaning; e), f) leverage of dialogue —
Pareto histograms

It is possible to say that their Director is an integrator because: he cares deeply about his
own reputation (AB), he is oriented at reaching the aim (Al), he plans his own contribution to
work deliberately (AC), he expresses good opinion about the organization (AY), he is
approachable and his door is always open to other people (AZ), he is located in the centre of
the flow of information in the organization (AA). The respondents perceived also the leader’s
— integrator occurring features at the Director: he does not hesitate to undertake small tasks
which could be helpful (AD), he undertakes action heading towards building confidence and
respect up (AR), he looks for allies who will support arguments for him (AX), he engages
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other people in elaborating the strategy (AE), he looks for support and help from other people
who are more knowledgeable (AS), he devotes his time for giving support to other
people (BB).
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THE MODERN OFFICER - THE LEADER
OF THE MILITARY ORGANIZATION

MIRCEA COSMA -RADU ADRIAN MANDACHE — BRANDUSA-OANA NICULESCU

Abstract

This paper aims at briefly discussing and analyzing the place and the role of the military leadership
competence as a dimension of the modern officer, in the relation with the initial officer training
process. Victory and success have been, are and will be the goals of all commanders, especially of
those in the military system. The military commanders conceive victory and success as being the
results of a complex variety of activities having the purpose of winning, resorting to all military
science resources, pressure, intellect, emotions, vitality, and effort in order to obtain the maximum
efficiency and to increase the military organizations’ performance. Acknowledging the factors that
ensure success in the modern military action becomes a fundamental problem for all military
commanders. In this direction, the officer professionalism can influence, sometimes decisively, the
fulfillment of tasks in each military action. In this paper, we reveal some aspects specific to the place
and the role of the modern officer’s competence as a leader in the military organization in order to
achieve the success of the military action in the actual circumstances and in the context of the modern
military phenomenon, as an important approach of the military theory and practice.

Key words: modern officer, military leader, military organization, training.

1. Introduction

The modern battlefield is a matter of life and death, where only the best resists and
defeats. There is no room for hesitation, doubt, sorrow or weaknesses here. And when all or
some of these appear, they are measured in blood and deaths. In this equation of life, death
and success in combat, the military leadership is one of the most important variables and an
indispensable competence and dimension of the modern officer.

No one goes to a war willingly. And yet, the soldiers have to do this. To survive and
achieve the victory, they must be trained, inspired, motivated, guided and direct for this; all
these tasks are mostly the responsibility of the officers (Porter, 2009, pp. 114-121). Thus,
what is the relationship between the modern officer and the military leader in the modern
military phenomenon? The military reform and transformation are rather processes than final
stages, the modern military organization must constantly and appropriately adapt to the new
requirements and challenges of the current and future security environment (Cosma, 2005, p. 6).

NATO and the EU have established common conceptions of transforming their armies
to be able to fulfill the received missions (Roman, 2009, p. 44). These concepts are mostly
related to the size of the military organization, to its structure, weapons, military equipment,
allocation of financial resources and military procedures, as well. They touch the aspects of
improving the military educational and instructional system, but they do not go in detail, and
this has not resulted in a common strategy related to the military leadership. In these
circumstances, we strongly believe that this issue is one of great importance to the modern
military organization and, equally important, it is a permanent and valid one.

2. Some considerations regarding the modern officer in the military
organization

The modern military officer must command, manage and lead their unit or subunit
during its training, its preparation to fight and take action in order to achieve success and to
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fight for victory. They lead their soldiers, implement their organization strategy, develop their
subordinates — other leaders and soldiers — consolidate old relationships, build new ones,
motivate and inspire them. Likewise, they direct all aspects of their organization, lead the
human-mission-oriented culture of the military organization, set the medium and long-term
strategies of the organization, and work closely with their subordinates on a wide range of
engagements. Furthermore, they provide subject matter expertise to their subordinates and
collaborators.

Assigning this important role, the modern officer has a profound impact on military
organization by guiding not only all available human, material, informational, emotional, and
creativity resources, but also the effort and attention in order to create the right organizational
conditions and capacities for each of their subordinates — military leaders and simple soldiers —,
to achieve success individually, as a team or as a military organization.

There are a lot of definitions of the officer, but the Military Lexicon defines the military
officer as a “responsible military leader of the subunits (units, large units, formations,
institutions) or a person who performs other functions established by the Army regulations,
with the rank from second lieutenant to general,” (Soare, Arsenie, Barbu & Onisor, 1994,
p. 235).

In all armies, an officer is the person who leads other soldiers; he/she is the one who
designs the plan through which the proposed objective can be achieved, namely to develop the
concept of an action, which is the central idea of a decision. For this, he/she has to have a
large horizon of knowledge to correctly understand the reality of the battlefield (Cosma, 2006,
p. 31), to know and to be able to exploit the high technology and to fast use the appropriate
methods of solving problems which he/she encounters. He is educated, being a military
person with a high level of military and scientific training.

An officer often has to plan and lead multiple cross-functional teams in multinational
military structures throughout the NATO or the UE joint military operations. He/she provides
leadership, critical military resource management and scheduling or forecasting needs, while
optimizing resource allocation and deployment. He/she also directs the process improvement
efforts of the organization that help create superior military results.

The modern officer must be able to handle a very complex flexible and lethal battle
space, where military actions will be decisive and characterized by speed, maneuverability,
flexibility, agility, diversity, independence and increased violence. They have to lead their
subordinates to achieve victory in this fluid, dangerous and lethal battlefield.

The military modernized and state-of-the-art equipment and weapons are very important,
but the human component, especially the military leader, should not be removed, overlooked or
underestimated from the equation of military success, because all the other capabilities — the
doctrine, structures, training, fighting tools, human resource and other facilities —, are decisive
only to the extent to which they are implemented with great efficiency and at the appropriate time
S0 as to exploit the synergistic effect of their action by those who are in charge.

3. Survey method, results and discussion

Due to the theoretical and practical applications of our approach, we have undertaken
in-depth analysis of the theory in the first part, trying to underline some specific aspects of
each army under study in terms of valuing military leadership, and of opinions of the target
group from this perspective in the second one.
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3.1. Objectives
In this paper we have proposed:
- To identify the concerns in some modern armies in the EU and NATO for officer’s
training as military leader;

- To identify the need for training the military leader as a dimension of officer’s
performance in commanding, managing and conducting military actions.

3.2. Method

In order to carry out the research in accordance with the standards and requirements in
the field, we have used two research methods — comparative analysis and investigation, and as
an investigation instrument — the questionnaire.

In the first stage we have studied and analyzed the concerns of any modern army from the
EU and NATO countries for officers’ training and education as leaders in the military
organization. Our study is based on information displayed on the official websites of higher
military education institutions responsible for training officers, from specialized books, and a
Compendium of the European Military Officers Basic Education published by the Department
of Science and Military Education of the Ministry of National Defence in cooperation with the
European Security and Defence College under the Polish Presidency of the Council of the EU.

In the second stage, the field investigation, we applied a questionnaire to students from
the “Nicolae Balcescu” Land Forces Academy and we tried to find out their viewpoints and
feelings about the importance of leadership competency of the modern military officer. We
also specify that the current study is part of a much larger research about the modern military
leader.

3.3. Participants

The study was conducted on a representative sample of 75% of the military students —
as future officers in each academic year. Some of them were questioned in each of the three
academic years. The sample represented at least 65% of each academic specialization
(Management of Organization, Economic and Financial Management, Public Administration),
of each sex (male and female) and of each military branch. The large number of responses
given on one hand, and the small number of non-responses, on the other hand (4 students did
not answer at all: one male and three females) have led us to conclude that military students
show a real and deep interest in the issues addressed.

3.4. Results and discussion

After having applied the questionnaire and analyzing the collected data from some
Member States’ armies, we have identified both the similarities and differences as shown
below.

In 2008, an initiative for exchanging young military officers, inspired by Erasmus, was
born in the UE. This European initiative was meant to enhance and develop the mobility of
the future officers who will be conducting the European missions and operations someday. Its
ambition aims at enhancing cohesion and coherence between the different basic education
systems as implemented by different — and sovereign — Member States (Paile, 2011, p. 12).

The military education and training of the future officers in the EU is the responsibility
and competence of every Member State. The differences between the concepts which
compose the term military officers’ basic education reflect the diversity of the education
systems as adopted and implemented by the States. As a common point in all EU Member
States, the military officers represent the highest category of military leaders and chiefs in the
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military hierarchy. Being on the top of armed forces implies that an officer should possess
special knowledge, skills and competences that make him/her a suitable leader (Paile, 2011,
p. 17).

Military leadership is thus linked not only to behavior, but also to ethics, and its final
outcome must be the work of an officer. Its training in Europe reflects these multiple aspects,
and the way it is modelled varies according to the national visions (Paile, 2011, p. 28).

The process of developing an officer as a military leader is generally made up of two
parts: the military academic education (education), and military vocational training (training).
If education is easy to understand what it signifies, the vocational training means the
fundamental specificity of the military higher education and represents the practical part of
the military education process.

There are states where the military leadership is taught by means of courses (e.g.
Belgium), there are states where it is the subject matter of an entire curriculum (e.g. Finland,
Austria); in other states the military leadership is conceived either as a crossover discipline
and is found in both vocational and academic dimensions (e.g. Greece and Hungary) or as
a purely vocational discipline (e.g. Italy, England, Czech Republic).

In the American army, the military leadership is considered the fundamental component
of the military combat power, it is the science and the art of inspiring, influencing and
directing men to obtain and raise their willing obedience, confidence, respect, sacrifice and
loyal cooperation to fulfil the task. There is a complex combination of personal nature and
professional competence that conduct and create a theoretical model of the military leader.
The American army gives great importance to the process of building an officer’s competency
as a military leader that is different from Europeans’ model.

Ultimately, the American military leadership has one goal — to lead soldiers to
accomplish their mission. Moreover, a military leader has one religion. A military leader
influences his subordinates by creating vision and enthusiasm, and by providing purpose/
reason, direction/means and motivation/will while operating to accomplish the mission and
improve the organization (FM 3-21.8, 2007, pp. 1-24).

In brief, no common conception of leadership training can be established at the
European or NATO level, and the whole process and all forms of preparing and training can
be considered as equivalents. It is taught by means of a lot of disciplines that have to interact
and produce the leadership competency: knowledge, skills and values.

In a broad sense, another common point is that all states consider that military
leadership is the heart of the military profession and, implicitly, of officer’s basic education.

Military leadership education and/or training is a desideratum of all officers’ basic
education systems from NATO and the EU. But, it is not a separate pillar functioning beside
education and training. Academic education and vocational training are, from a general point
of view, the instruments of leadership acquisition, but they are used in different ways
according to the Member States (Paile, 2011, pp.28-29).

In the Romanian army, the issue of developing an officer as a military leader is not a
new one. It was discussed and analyzed in complex studies, two of them ending with
interesting and important books: Ofiterul modern; Fundamente ale procesului de formare si
specializare (Cosma, 2005) and Formarea ofiterului modern; De la realitate la necesitate
(Cosma, 2006).

In our point of view, the competence of a leader helps the officer to form and to ensure
the cohesion of the subordinates and their action as a team in a strong connection and in an
efficient and constructive manner, leading to increased chances of success in their actions. It
also helps an officer to induce a high level of optimism among subordinates, who are guided
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by their leader virtues. Moreover, it gives him/her confidence, increasing the willingness of
his/her subordinates to actively pursue the direction indicated by their leader; it helps develop
new leaders — transferring the officers’ visions and goals to the others, even when he/she is
not present (physically) — which leads to influence subordinates in a constructive manner and
to increase their chances of success in their actions (Cosma, 2006, p. 35).
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Figure 1: Balances of the ratios of academic education, vocational training and leadership
education/training in European basic education systems (Paile, 2011, p. 31)

As shown in the Figure 1, the Romanian basic officer training is structured on academic
education and vocational training. Leadership education/training is explicitly and extrinsic present,
as a specific component, in the training program of military engineers (approx. 18%) and of
navy officers (approx. 2%), and it does not appear to the land forces officers and air forces
officers.

In the model of the graduates of the Land Forces Academy, military leadership is one of
the five competences of an officer (http://www.rncis.ro). For this, developing of a military
leader is a common responsibility of all disciplines from the academic and military
curriculum. As shown in the curriculum (http://www.rncis.ro), of the 180 ECTS, the
competence of a military leader has been allocated 19 ECTS, divided by subject matters as: 3
ECTS for Military Leadership, 6 ECTS for foreign languages, 3 ECTS for Military
Psychology, 1 ECTS for Communication and Public Relations, 2 ECTS for Military
Geography and History, and 4 ECTS for academic practicum (http://www.rncis.ro). These are
interesting aspects that deserve a larger analysis.

Next, we will present the answers of a few relevant questions from the questionnaire
and their short interpretations.

At the questions about the implications of leadership and of a military leader in the
management, command and success of the modern military organization, about the importance
of the leadership in the military training component and, respectively, about the building
military leader competency of the military officer from a temporal perspective, addressed to the
3" year cadets, most of the respondents felt that the military leadership has large and very large
implications for the management, command and success of the military organization (100%); it
should also occupy an important and very important place in the military training component;
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the building of leadership competency to the military officer is a necessity in the context of
modern military phenomenon in the medium and long-term (100%).

Very small 0% I don’t know
Small O%\l/_ 0%

H 1 don’t know
\High 41.20% EVery small
4 Small
1 High
Very high 1 Very high
58.20%

Figure 2: The implication of leadership and the military leader in the management, command and
success of the modern military organization

Questionnaire item No. 2, as shown in Figure 2, reveals that 58.20% of respondents
believe that leadership and, thus, the leader have very high implications for the management,
command and success of the military organization, and 41.80% of participants think that they
have high implications.

Questionnaire item No. 3, as shown in Figure 3, shows that 50.50% of the cadets
participating in the investigation said that the military leadership should occupy a very
important place in the military training component, and 48.40% of them think that it should
have an important place.

Unimportant

Less important 0
0 T~ —

| don't know 0%

& | dont know
& Unimportant
i Les important
i Important

] . Very important
Very important Important

50.50% 48.40%

Figure 3: The importance of leadership in the military training component

Figure 4 (questionnaire item No. 4) shows that 90.10% of the military students consider
that building military leader competency to the military officer is a necessity in the long-term,
and 9.90% of them believe that it represents a medium-term necessity.

These answers have led us to believe that our cadets realize the importance of leadership
in the military organization, accept leadership and want to build military leadership qualities,
capabilities, values and competency.
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Figure 4: The importance of building military leader competency to the military officer from a
temporal perspective

We consider that the two approaches are complementary and necessary for a scientific
knowledge of the building process of the modern officer as a military leader.

4. Conclusions

In an environment in which any hesitation or error of an officer is measured in blood
and death, in which the basic constant is inconstant, and in which the only certainty is change
and uncertainty, it is imperative for the military organization to be led by true military leaders.
Thus, training the modern officer as a military leader is a must, because its manifestation as a
military leader is one of the keys to the success of the military organization.

Although the officer training and development as an effective military leader is an
ongoing process that does not finish at the completion of the initial training, we believe that
the building of the military leader competence at this stage — from the perspective of all three
coordinates: to know, to be and to do — is fundamental for becoming a modern officer. We
also consider this approach to training an officer as a military leader as an important subject in
the military theory and practice, and our survey showed some important aspects of this
fundamental issue.

In conclusion, our theoretical and practical approach to the modern officer as a military
leader and its development process is not a simple and speculative exercise, but rather a
pragmatic and necessary analysis, stemming from the complexity of military action (amid
current and future military phenomenon) generally, and the modern battlefield, particularly.
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ANALYZA K METODICE A FORMAM VZDELAVANI PRACOVNIKU
V ORGANIZACI

MAREK CANDIK — PETR JEDINAK

Abstract

In the paper there are integrated the outcomes of performed research in the given area which are an
integral part of the Integrated Research Task No. 4/3, for years 2010 — 2015, carried out at the Police
Academy in Prague. The aim of the research was to determine respondents’ preferences for continuing
education opportunities in the organization where they are employed. For this purpose it was designed
and distributed a questionnaire that was subsequently evaluated. The focus of the research was situated
on the selection criteria of educational institutions and forms of continuing education. In the statistical
analysis, we focused on the fact how respondents perceive the employer's willingness to support the
training and we compared results in terms of gender, employment status, age and length of service.

Key words: Analysis, research, of education.

1. Uvod

V souvislosti s fizenim lidskych zdroji se v soucasnosti klade akcent na rozvoj
pracovnikl a jejich celozivotni vzdélavani. To je obecné chéapano jako souhrn vsech
vzdélavacich arozvojovych aktivit provadénych v pribéhu celého lidského Zivota.
K zakladnim persondlnim cinnostem, které souvisi s planovanim lidskych zdroju, patii
podnikové vzdélavani. Jedna se o vzdelavaci proces, ktery organizuje podnik pro vzdélavani
svych zaméstnanci. Zahrnuje vzdélavani v podniku i mimo podnik. Na zéklad¢ svych
schopnosti a dovednosti by méli manazefi vést, usmérilovat, stimulovat a motivovat své
spolupracovniky ke kvalitnimu, aktivnimu a tviir¢imu poslani své prace (Mladkova, Jedindk,
2009, s. 62).

Podle tidajli zvefejnénych Ceskym statistickym tfadem v roce 2008 byl pocet podniki,
které realizovaly podnikové vzdélavani v roce 2005 vyrazné vyssi neZ pocet podniki, které
takové vzdélavani zaméstnancim neposkytuji. V roce 2005 poskytovalo zaméstnancim
podnikové vzdelavani 70% podnikii. Velké podniky, které maji vice nez 250 zaméstnancil,
poskytuji vzdélavani zaméstnancim téméf ve 100%. Podniky s 50 — 249 zaméstnanci
poskytuji vzdélavani také témeét vSechny, a to 90% z celkového poctu takovych podnikt. Dale
poskytuje dalsi vzd€lavani zaméstnancim 70% podnikli s 20 — 49 zaméstnanci a nejméné
(60,4%) poskytuji vzdélavani zaméstnanciim podniky s 10 — 19 zaméstnanci.

Jak ale vnimaji mozZnosti dal$iho vzd€lavani samotni zaméstnanci? Z kvalitativni
analyzy provedené v roce 2013 u studentli kombinovaného studia Policejni akademie v Praze
vyplynulo, Ze zaméstnanci nejsou ze strany zaméstnavatele motivovani k dal§imu studiu, ani
ze strany zamé&stnavatele nemaji informace o mozZnostech dal§iho vzdélavani. To ptedstavuje
rozpor v tom, co deklaruje Cesky statisticky fad a co deklaruji samotni zaméstnanci. Na
zaklad¢ toho jsme se pokusili provést pilotni dotaznikové Setfeni a analyzovat prvni vysledky
pilotaze ke vzdélavani pracovnikti v organizaci.

2. Metodika vyzkumu

Empiricky vyzkum byl realizovan na Policejni akademii Ceské republiky v Praze (dale
jen PA CR) a jeho cilem bylo na zakladé ziskanych dat z dotaznikového Setieni zjistit nazory
respondentll na preference v oblasti dal$iho (podnikového) vzdélavani. Tento vyzkum je
soucasti Projektu védeckovyzkumného tukolu ¢. 4/3, ktery je soucésti Integrované¢ho
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vyzkumného tikolu &. 4 na 1éta 2010 — 2015, realizovaného na PA CR.  Pro ugely vyzkumu
byl navrzeny a distribuovany dotaznik v tisténé podobé — celkem 500kusti. V obdobi ledna az
bfezna 2014 byl tento dotaznik distribuovany mezi studenty kombinovaného studia oboru
Vefejna sprava na PA CR. Navratnost dotazniku byla 337 dotaznikii (67,4%), nasledn& bylo
zZ tohoto souboru vylou¢eno 33 dotaznikt (9,8% ziskanych dotazniki) z diivodu netplného
vyplnéni, resp. z ditvodu duplicitniho vyplnéni disjunktnich polozek dotazniku, které by
nebylo mozné statisticky vyhodnotit. Ke statistickému zpracovani dat bylo mozné pouzit 304
dotaznikd.

3. Ziskané vysledky vyzkumu

V prvni ¢asti jsme se zamé&fili na preference respondentli z hlediska vybéru vzdélavaci
instituce. Vysledky dotaznikového Setfeni naznacuje obr. 1.

Kritéria vybéru vzdélavaci instituce - preference
respondentli

Himage

i kvalita

i nabidka
2005, 4 logistika

18%

Licena

22%

Obr. 1: Nazory respondentii na kritéria vybéru vzdéldavaci instituce

Vysledky nazoru respondent na kritéria vybéru vzdélavaci instituce jsme podrobili
analyze z hlediska pohlavi (obr. 2), pracovniho zatazeni (obr. 3), v€ku respondentt (obr. 4)
a délky praxe (obr. 5).

Kritéria vybéru vzdélavaci instituce - Kritéria vybéru vzdélavaci instituce -
preference zen preference muza
cena image cena image
18% 20% 18% 20%

logistika |
17%

logistika |

18%
valita
22%

nabidka nabidka
22% 23%

Obr. 2: Srovnadni nazorii respondentii na kritéria vybéru vzdélavaci instituce dle pohlavi
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Obr. 3: Srovnani ndazorii respondentii na kritéria vybéru vzdélavaci instituce dle pracovniho zarazeni

Kritéria vybéru vzdélavaci instituce -
preference respondenti do 30 let
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21%
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22%

logistika

18%

Kritéria vybéru vzdélavaci instituce -
preference respondentii nad 30 let
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17%

20%
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Obr. 4: Srovndni ndzorii respondentit na kritéria vybéru vzdelavaci instituce dle véku

Kritéria vybéru vzdélavaci instituce -
preference respondentt s praxi do 10 let
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logistika
18% valita

21%

nabidka
22%

logistika

17%

Kritéria vybéru vzdélavaci instituce -
preference respondentil s praxi nad 10 let

cena
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17%

19%

kvalita
23%

nabidka
24%

Obr. 5: Srovnani nazori respondentit na kritéria vybéru vzdélavaci instituce dle délky praxe

Porovnanim vyobrazenych vysledkli nazorti respondentdi na kritéria vybéru vzdélavaci
instituce Ize konstatovat, Ze nejsou vyrazné rozdily v preferencich v zddném ze sledovanych
kriterii. Nejvice preferovanym kriteriem u respondentli, bez ohledu na pohlavi, pracovni
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zatazeni, v¢k, délku praxe, je nabidka vzdélavacich kurzdi, druhym nejvyznamnéjSim
faktorem u respondentt je kvalita.

Nésledné nas zajimala preferovana forma dalSiho vzdélavani u respondentii. Vysledky
nazorl respondentll jsou znazornény na obr. 6, nazorl respondentii na preferovanou formu
dalsiho vzdélavani a z hlediska pohlavi vyobrazuje (obr. 7), z hlediska pracovniho zatazeni
(obr. 8), v&ku respondenti (obr. 9) a délky praxe (obr. 10).

Forma dalsiho vzdélavani
- preference respondentii

H individualni

L skupinové

Obr. 6: Ndzory respondentii na formu dalsiho vzdéldavani

Forma dalsiho vzdélavani Forma dalsiho vzdélavani
- preference zen - preference muzi

individualni individualni

41,0% 46,5%

skupinové
53,5%

skupinové

59,0%

Obr. 7: Srovndni ndzorii respondentit na formu dalsiho vzdélavani dle pohlavi

Forma dalsiho vzdélavani Forma dalsiho vzdélavani
- preference manazeri - preference zaméstnancl

individudlni individualni
ndividuaini
43,6%
N 48,5%

skupinové

51,5%

skupinové

56,4%

Obr. 8: Srovndni ndazorii respondentii na formu dalsiho vzdélavani dle pracovniho zarazeni
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Forma dalSiho vzdélavani
- preference respondentil do 30 let

individualni

46,1%

skupinové

53,9%

Forma dalsiho vzdélavani
- preference respondenti nad 30 let

individualni

43,2%

skupinov:
56,8%

Obr. 9. Srovnani nazoru respondentii na formu dalstho vzdélavani dle pracovniho zarazeni

Forma dalsiho vzdélavani
- preference respondentt s praxi do 10 let

individudlni

44,8%

skupinové

55,2%

Forma dalsiho vzdélavani
- preference respondentt s praxi nad 10 let

individualni

43,7%

skupinové

56,3%

Obr. 10. Srovnani nazoru respondentii na formu dalsiho vzdeélavani dle délky praxe

Ttreti oblasti dotazovani byly preference na formu podnikového vzdélavani (obr. 11)
anasledna analyza zhlediska pohlavi (obr. 12), pracovniho zatfazeni (obr. 13), véku

respondentli (obr. 14) a délky praxe (obr. 15).

Forma podnikového vzdélavani
- preference respondentl

M externi

L interni

Obr. 11. Ndzory respondentii na formu dalsitho vzdélavani
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Forma podnikového vzdélavani
- preference Zen

externi
45,3%

interni |
54, 7%

Forma podnikového vzdélavani
- preference muzii

interni
47,2%

‘ externi
52,8%

Obr. 12: Srovnani ndzorii respondentii na formu podnikového vzdelavani dle pohlavi

Forma podnikového vzdélavani
- preference manazert

externi
46,5%
interni
53,5%

Forma podnikového vzdélavani
- preference zaméstnanct

interni

49,7% externi

50,3%

Obr. 13: Srovnani ndzorit respondentit na formu podnikového vzdélavani dle pracovniho zarazeni

Forma podnikového vzdélavani
- preference respondentti do 30 let

interni
47,4%
externi
52,6%

Forma podnikového vzdélavani
- preference respondentti nad 30 let

externi
48,1%
interni
51,9%

Obr. 14: Srovnani ndzorii respondentii na formu podnikového vzdélavani dle veku
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Forma podnikového vzdélavani
- preference respondentt s praxi do 10 let

externi

0
interni 48,8%

51,2%

Forma podnikového vzdélavani
- preference respondentt s praxi nad 10
let

interni

48,9% externi

51,1%

Obr. 15: Srovnadni ndazori respondentit na formu podnikového vzdélavani dle délky praxe

Nazory respondentii na formu podnikového vzdélavani se dle sledovanych atributd
vzajemné liSi. Z hlediska pohlavi lze konstatovat, Zze u sledované skupiny respondentl
preferuji interni formu podnikového vzdélavani zeny; muzi preferuji externi formu
podnikového vzdélavani.

Z hlediska pracovniho zafazeni pozorujeme, Ze manaZefi preferuji interni formu
podnikového vzdélavani, u zaméstnanct jsou rozdily v preferencich interni a eterni formé
podnikového vzdélavani témét nulové (0,3%).

Z hlediska veku respondentli 1ze pozorovat, ze respondenti do 30 let preferuji eterni
formu podnikového vzdelavani, u respondentti nad 30 let prevladaji preference interni formy
dalsiho vzdelavani.

U respondentu s praxi do 10 let mirné pievladaji preference interni formy podnikového
vzdélavani (o 1,2%), u respondentt s praxi nad 10 let pfiblizn€ se stejnou diferenci prevladaji
preference eterni formy podnikového vzdelavani.

V posledni c¢asti vyhodnoceni dotaznikového Seteni jsme se zaméfili na oveteni
statistickych rozdild, jak vnimaji zaméstnanci ochotu zaméstnavatele podporovat dalsi
vzdélavani. Stanovili jsme pracovni hypotézy:

HO1: Postoje respondentli na ochotu zaméstnavatele podporovat dal§i vzdélavani se
Vv zavislosti na pohlavi nelisi.

HAL: Postoje muzli a Zen na ochotu zaméstnavatele podporovat dalsi vzdélavani se u
respondenttl li§i v zavislosti na pohlavi.

HO2: Postoje respondentli na ochotu zaméstnavatele podporovat dal§i vzdélavani se
V zavislosti na pracovnim zatazeni nelisi.

HA2: Postoje manazerd (vedoucich pracovniki) a zaméstnanci na ochotu
zamé&stnavatele podporovat dalSi vzdélavani se u respondentt liSi v zavislosti na pracovnim
zafazeni.

HO3: Postoje respondentti do 30let véku a nad 30let véku na ochotu zaméstnavatele
podporovat dalsi vzdélavani jsou stejné.

HAZ3: Postoje do 30let véku respondentii a nad 30let véku respondentii na ochotu
zaméstnavatele podporovat dalsi vzdélavani se u respondentt lisi.

HO4: Postoje respondentil s praxi do 10let a respondentli s praxi nad 10let na ochotu
zaméstnavatele podporovat dalsi vzdélavani jsou stejné.
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4%

HAA4: Postoje respondentti s praxi do 10let a respondentl s praxi nad 10let na ochotu
zaméstnavatele podporovat dal§i vzdélavani jsou u respondentti odlisSné (statisticky
Vyznamng).

Pro analyzu postoji respondentli na ochotu zaméstnavatele podporovat dalsi vzdélavani
Vv zavislosti na pohlavi jsme pomoci statistického softwaru Statistical0 vyobrazili kvartilovy
graf (boxplot) vyobrazeny na obr.16.

Krabicowy graf
ZEMY  ws. MUZI

6.4

6.2

16.0

L
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[ PrimértSmcCh
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Obr. 16: Krabicovy graf postojii respondentii v zavislosti na pohlavi

Jak naznacuje obr. 16, skupina testovanych zen vykazuje vyssi stfedni hodnotu
kumulativniho souhrnu postojit ve vztahu k ochoté zaméstnavatele podporovat dalsi
vzdélavani pracovnikd v organizaci, nez skupina testovanych muzi. Fousky stfedni
“krabicové €asti diagramu, vyjadiujici variabilitu dat pod prvnim a nad tfetim kvartilem
naznacuji, Ze skupina testovanych zen i skupina testovanych muzi dosahuji pfiblizné stejnou
variabilitu. Z obrazku obr. 16 pozorujeme rozdil ve stiednich hodnotach testovanych skupin,
otazkou pro nés je, zdali je tento rozdil statisticky vyznamny.

Proto jsme nasledné testovali normalitu Shapiro-Wilksovym W-testem. Vzhledem
k tomu, Ze vysledky testovani normality jak u souboru muzi (Shapiro-WilksW = 0,95557,
p <0,00002), tak i u skupiny Zen (Shapiro-Wilks W = ,94153, p < 0,00005) normalitu na
hladin€ vyznamnosti 5% zamitly, k dalSimu statistickému vyhodnocovani jsme pouZili
neparametricky Mann-Whitneyuv U test. Vysledky testovani popisuje nasledujici tab. 1.

Tab.1: Zjistené rozdily ve vnimadni respondentii na ochotu zaméstnavatele podporovat dalsi vzdélavani
V zavislosti na pohlavi

Mann-Whitneytv U test dle pohlavi
Proménna Oznacené testy jsou vyznamné na hladine p < 0,05
S¢t pot. skup. 1 | S¢t pot. skup. 2 ) Z Uroveni p |Z upravené| Urovei p
Souhrn pohlavi 21700,00 24660,00 7824,00 | 4,328841 | 0,000015 | 4,379153 | 0,000012

Na zaklad¢ zjisténych hodnot musime konstatovat, Ze hypotézu HO1 o shod¢ postoju
respondentll na ochotu zamé&stnavatele podporovat dalsi vzdélavani v zavislosti na pohlavi na
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5%-ni hladin€ vyznamnosti zamitdme a konstatujeme, ze pozorovany rozdil u testované
skupiny muzu a Zen je statisticky vyznamny.

Testovani pracovni hypotézy HO2 jsme provadéli analogicky. Pro prvni posouzeni
vnimani respondent na ochotu zaméstnavatele podporovat dalsi vzdélavani v zavislosti na
pracovnim zatazeni jsme vyobrazili krabicovy graf na obr. 17.

Krabicowy graf
MANAZERI vs. ZAMESTMANCI

= |
15,4

a  Primér
13.4 — [ Prim&smch
MANAZERI ) “T_ Primé&ne1,28°5mCh
ZAMESTHANCI

Obr. 17: Krabicovy graf postojii respondentii v zavislosti na pracovnim zarazeni

Z obr. 17 plyne, Ze ochota zamé&stnavatele podporovat dalsi vzdélavani v organizaci je
u sledované skupiny manazerti niz$i (!), nez u sledované skupiny zaméstnancti. Variabilita
souhrnu postojii manazerti k ochoté podporovat dalsi vzdélavani je vyssi, nez u sledované
skupiny zaméstnancli. Znazornény boxplot (obr. 17) naznacuje rozdily ve sledovanych
skupinach, musime proto zjistit, zda jsou tyto rozdily statisticky vyznamné.

Proto je zapotfebi ovéfit, zda distribuce sledovaného souhrnu postoji u kazdé ze
sledovanych skupin vykazuje normdalni rozdéleni. Toto ovéfeni po provedeni Shapiro-
Wilksovym W-testem (soubor manazerd — Shapiro-WilksW = 0,86440, p < 0,00015, soubor
zaméstnanct — Shapiro-WilksW = 0,95542, p < 0,00000) vyustilo k zamitnuti normality na
hladiné¢ vyznamnosti 5% a nasledn¢ k volbé neparametrickych matematicko-statistickych
metod pro dal$i zpracovani. Ovéfeni statistické vyznamnosti rozdild v postojich respondentl
k ochoté zaméstnavatele podporovat dalsi vzdélavani (v zavislosti na pracovnim zafazeni)

jsme proto uskutecnili Mann-Whitneyovym U-testem. Vysledky tohoto testovani vyobrazuje
tab. 2.

Tab. 2: Zjisténé rozdily ve vnimdni respondentii na ochotu zaméstnavatele podporovat dalsi
vzdélavani v zavislosti na pracovnim zarazeni

Mann-Whitneytv U test dle pozice
Promé&nna Oznacené testy jsou vyznamné na hladine p < 0,05
S¢t pot. skup. 1 | S¢t pot. skup. 2 ) Z Uroveni p |Z upravené| Urovei p
Souhrn pozice 5086,50 41273,50 4183,50 | -2,49313 | 0,012663 | -2,52211 | 0,011666

Analyzou vysledki Mann-Whitneyova U-testu (tab. 2) miZzeme potvrdit pivodni
pfedpoklad o statisticky vyznamném rozdilu ve vnimani respondenti na ochotu
zamé&stnavatele podporovat dal§i vzdélavani v zavislosti na pracovnim zafazeni, ktery jsme
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nabyli z obr. 17. Proto musime konstatovat, Ze hypotézu HO2 o shodé postoju respondentti na
ochotu zaméstnavatele podporovat dalsi vzdélavani v zavislosti na pracovnim zatfazeni na 5%-
ni hladin€ vyznamnosti zamitdme a konstatujeme, ze pozorovany rozdil u testované skupiny
manazeri a zameéstnanci je statisticky vyznamny.

Déle nas zajimalo, jestli je mozné rozdélit nazory respondenti podle véku. Vékovou
hranici jsme urcili 30 let. Zajimaly nas rozdily, zda respondenti do 30 let vnimaji ochotu
svého zaméstnavatele podporovat dalsi vzdelavani jinak, nez skupina respondentti nad 30 let.
Tuto domnénku jsme formulovali v pracovni hypotéze HO3. Pro prvni posouzeni vnimani
respondentl na ochotu zaméstnavatele podporovat dalsi vzdélavani v zavislosti na véku jsme
vyobrazili krabicovy graf na obr. 18.

Krabicowy graf
VEK do 30 v=. VEK nad 30
16,0

i58

15,6 o

54

152

150

14,8 =]
14,6
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[ Prim&rtSmch
142 T Frimr1,56"SmCh

VEK do 30 VEK nad 30

Obr. 18: Krabicovy graf postojii respondentii v zavislosti na véku

Z vyobrazené¢ho boxplotu (obr. 18) plyne, ze skupina respondentii do 30 let deklaruje
niZsi ochotu zaméstnavatele podporovat dalsi vzdélavani, nez skupina respondentii nad 30 let.
Variabilita obou soubort je pfiblizné stejna (u respondentd do 30 let mirn¢ vétsi). Vyobrazeny
krabicovy graf (obr. 18) naznacuje rozdily mezi skupinami respondentt, proto budeme
pokracovat dal§imi analytickymi matematicko-statistickymi technikami.

Pokracovali jsme ovéfenim normality testovanych souborti Shapiro-Wilksovym W-
testem. Na zakladé zjisténych hodnot (skupina respondenti do 30 let — Shapiro-WilksW =
0,90452, p < 0,00000, skupina respondenti nad 30 let — Shapiro-Wilksw = 0,94920,
p < 0,00000) zamitdme na pé&ti procentni hladiné¢ vyznamnosti normalitu testovanych souborti

respondentli a pokracujeme v testovani neparametrickym Mann-Whitneyovym U-testem
(tab. 3).

Ze zjisténych hodnot (tab. 3) plyne, Ze na hladiné vyznamnosti 5% musime zamitnout
hypotézu o shodé¢ (rovnosti) obou testovanych souborti — hypotézu HO3 o shodé postoji
respondentll na ochotu zaméstnavatele podporovat dal$i vzdé€lavani v zavislosti na veéku
respondentll na 5%-ni hladin€ vyznamnosti zamitame. Pozorovany rozdil u testované skupiny
respondentl do 30 let a respondentil nad 30 let povazujeme na hladiné vyznamnosti 5% za
statisticky vyznamny.
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Tab. 3: Zjisténé rozdily ve vnimani respondentii na ochotu zaméstnavatele podporovat dalsi
vzdeéldavani v zavislosti na véku respondentii

Mann-Whitneytv U test dle vék
Proménna Oznacené testy jsou vyznamné na hladine p < 0,05
Sct pot. skup. 1 | S¢t pot. skup. 2 U Z Uroveii p |Z upravené| Uroved p
Souhrn vék 15358,00 31002,00 8688,00 | -2,93236 | 0,003364 | -2,96644 | 0,003013

Zajimalo nés jesté, jestli je mozné rozdélit nazory respondentd podle délky praxe.
Hranici tvotila hodnota 10 let (pfiblizné medianova hodnota délky praxe vSech testovanych
respondenttt). Zajimaly nas rozdily, zda respondenti s praxi do 10 let vnimaji ochotu svého
zaméstnavatele podporovat dalsi vzdélavani jinak, nez skupina respondentl s praxi nad 10 let.
Tuto domnénku jsme formulovali v pracovni hypotéze HO04. Prvni posouzeni vnimani
respondentl na ochotu zaméstnavatele podporovat dalsi vzdélavani v zavislosti na délce praxe
jsme uskutecnili na zaklad¢ krabicového grafu na obr. 19.

Krabicovy graf
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Obr. 19: Krabicovy graf postojit respondentit v zavislosti na délce praxe

Z vyobrazené¢ho boxplotu (obr. 19) plyne, Ze obé skupiny respondentt, tj. skupina
respondentl s praxi do 10 let a skupina respondentd s praxi nad 10 let vykazuji priblizné
stejnou variabilitu, skupina respondentll s praxi nad 10 let deklaruje mirné¢ vy$si ochotu
zameéstnavatele podporovat dalsi vzdélavani, nez skupina respondenti s praxi do 10 let.

Tab. 4: Zjisténé rozdily ve vnimdni respondentii na ochotu zaméstnavatele podporovat dalsi
vzdélavani v zavislosti na délce praxe respondentii

Mann-Whitneytv U test dle praxe
Proménna Oznacené testy jsou vyznamné na hladine p < 0,05
S¢t pot. skup. 1 | S¢t pot. skup. 2 ) Z Uroveni p |Z upravené| Urovei p
Souhrn praxe 25671,00 20689,00 11373,00| 0,066925 | 0,946642 | 0,67703 | 0,946022

Ob¢ skupiny respondentil nevykazuji normalni rozdéleni (skupina respondentl s praxi
do 10 let: Shapiro-WilksW = 0,91694, p < 0,00000, skupina respondentti s praxi nad 10 let:
Shapiro-WilksW = 0,95022, p < 0,00008).
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Proto jsme pro testy rozdilti mezi skupinami volili Mann-Whitneyv U-test. Vysledky
testovani interpretuje tab. 4. Vysledky testovani rozdilnosti obou skupin respondentli na
hladiné vyznamnosti 5% nezamitaji platnost hypotézy HO04, proto hypotézu H04 (Postoje
respondent s praxi do 10let a respondentii s praxi nad 10let na ochotu zameéstnavatele
podporovat dalsi vzdélavani jsou stejné.) pfijimame.

4. Zavér

Dobry manazer se zajima o spolupracovniky, aktivné s nimi komunikuje a jedna s nimi
o moznostech dalsiho rozvoje. Realizovany pilotni prizkum naznacil nékteré disproporce
v deklarované podpote dalSiho rozvoje pracovnikli a jeho skutecnou realizaci a uplatiiovani
Vv praxi. Ve sledované skuping respondentd se ndm potvrdili rozdily (statisticky vyznamn¢) ve
vnimani respondentii na ochotu zameéstnavatele podporovat dalsi vzdélavani a to jak
Z hlediska pohlavi, tak i z hlediska pracovniho zatazeni i véku.
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In the paper there are integrated the outcomes of performed research in the given area which
are an integral part of the Integrated Research Task No. 4/3, for years 2010 — 2015, carried
out at the Police Academy in Prague.
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MOBBING NA PRACOVISKU A JEHO VPLYV NA VYKONNOST
ZAMESTNANCA

ALEXANDRA DIVINCOVA — BERNADETA KLZUCIKOVA

Abstract

Emotional abuse in the workplace is known as mobbing. It is becoming increasingly inflected concept
not only abroad but also in terms of Slovak enterprises. It is a psychological pressure, which can have
fatal consequences for the employee itself as well as for the whole company. The paper is aimed to
clarify the issue of mobbing in the workplace and the definition of its primary types. The existence of
mobbing will be highlighted through a survey conducted among employees in Slovak companies,
which subsequently compared with the results obtained within the European Union. Hence, the
number of bullied employees is increasing it is essential to raise awareness and prevention by the
employer as well as the employee.

Key words: mobbing, bossing, employee performance, types of mobbing, statistics.

1. Uvod

Vzhl'adom na celosvetové Statistiky, ktoré poukazuju na alarmujiuce hodnoty v raste
Sikanovanych zamestnancov v podnikoch, predmetom nasho zdujmu je zhodnotenie stavu
mobbingu medzi zamestnancami. Ddlezitou sucastou v boji proti Sikanovaniu na pracovisku
je adekvatna prevencia zo strany zamestndvatel'a, ale i zo strany samotnych zamestnancov.
Implementacia a dodrZiavanie etického kodexu, kreativna podnikova klima, ¢i vytvorenie
oddelenia podporujiceho zdravé medzil'udské vztahy na pracovisku reprezentuji zékladné
¢innosti, ktoré by mal podnik svojim zamestnancom zabezpecit'. Nevyhnutnym preventivnym
faktorom je okrem uvedeného pozitivny pristup k sebe samému a rozvijanie osobného
socidlneho zivota.

2. Vymedzenie mobbingu a s nim suvisiacich terminov

Mobbing, znamy taktiez pod slovnym spojenim emotional abuse (emo¢né tyranie) alebo
,.,psychicky teror, resp. Sikana na pracovisku* pochadza z anglického ,,to mob®, ¢o v preklade
mozno vnimat’ ako utlacat, atakovat’ ¢i napadat’ niekoho. V literatiire nielen domaécich, ale aj
zahrani¢nych autorov sa stretdvame s rdoznymi variantnymi definiciami, preto sa ziada
vysvetlit, €o tento pojem predstavuje. Mobbing ,znamena nepriatelski a neeticku
komunikaciu, ktora je systematickym sposobom prostrednictvom jednej alebo viacerych osob
zamerand prevazne voci jednej individualite,” (Duffy, Sperry, 2012, s. 42). lde o termin,
S ktorym sa v sucasnosti mozno v ¢oraz vac¢sej miere stretnat, aj ked’ nemozno tvrdit,, Ze ide
0 novodoby fenomén.

Ako prvy popisal vroku 1963 pojem mobbing rakisky vedec Konrad Lorenz
V stvislosti so spravanim sa v Skupine zvierat. Konkrétne iSlo o husi, ktorych cielom bolo
zhromazdit’ sa z dovodu porazenia silnejSieho jedinca, v tomto pripade liSky (Teuschel, 2010,
S. 3). Z riSe zvierat do sveta I'udi transformoval tento vyraz v dneSnom ponimani az nemecko-
Svédsky psycholog Heinz Leymann, ktory za mobbing povazuje ,,negativne komunikacné
zaobchadzanie, ktoré je namierené proti osobe (jednou alebo viacerymi inymi), a ktoré sa
vyskytuje velmi casto a\V dlhsom casovom horizonte, ¢im sa rozozndva vztah pachatela
a obete. ““ Pritom tento dlhodoby proces sa vyskytuje na pracovisku (Leymann, 1993, s. 21).

Primérny rozdiel oproti minulosti mozno vnimat’ predovsetkym v rozmere pdsobenia
tohto agresivnejSieho druhu Sikany na pracovisku a jej prehlbovani. Neustéaly tlak spolo¢nosti
vytvara priestor pre budovanie silného statusu a postavenia, ktory Casto vedie k vyuZzivaniu
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neziaducich praktik mobbingu. Prvotnym vychodiskom pre existenciu samotného mobbingu
je vznik konfliktnej situdcie, ktorej intenzita sa musi znasobovat’. Nemozno tak mylne chapat’
konflikt ako ekvivalent mobbingu. Cesky autor Jiti Halik vymedzuje mobbing velmi
expresivne, ale o to vystiznejsSie. ,,Mobbing je podla manipuldcia, systematické poniZovanie,
psychicky teror, intrigovanie, cielené vyvolavanie stresu, “ (Halik, 2008, s. 108). Permanentné
vystavovanie psychickému tlaku vyvolava uobeti mobbingu pocity menejcennosti
a beznadeje, ¢o vedie k hlavnému ciel'u tzv. mobbéra (osoby uskutociujicej psychicky teror),
a sice odchodom poskodeného zo zamestnania.

Okrem samotného pojmu mobbing existuje pomerne Siroka Skala k nemu pribuznych
pojmov, kde je nutné poukdzat’ aspon na tie najznamejSie z nich. Mobbing byva casto
stotoznovany s pojmom bullying. Pricom primarnu diferenciu mozno vnimat’ predovsetkym
v prostredi, vktorom sa vyuziva. Prvy zmenovanych mé& najvac¢Sie zastupenie
v Skandindvskych anemecky hovoriacich krajinach, zatial ¢o bullying sa pouziva
predovsetkym v anglicky hovoriacich Statoch. Niektori autori (Olweus, Jencova) vSak pod
bullyingom jednoznac¢ne vnimaju Sikanu medzi detmi na Skolach. Z dévodu najmid inych
pri¢in a faktorov veducich k Sikanovaniu na skole a na pracovisku, by sme dané pojmy urcite
nestotoziovali.

Pokial’ sa takyto druh emo¢ného tyrania uskutociiuje na pracovisku a vychadza zo
vztahu nadriadeny — podriadeny, rozoznavame urcity Specificky a zaroven najrozsirenejsi
poddruh nazyvany bossing. Vychadza opat z anglického pojmu ,,boss“, ¢ize $éf. Z toho
jednoznaéne vyplyva, kto sa vtomto pripade stava uto¢nikom. Bezpochyby ide
0 agresivnejSiu formu, ktord umoziluje upevilovat’ postavenie vediceho pracovnika, pricom
obet’ sa v tomto pripade len vel'mi tazko doméha spravodlivosti a ¢asto kon¢i vypovedou.
V podstate ide 0 mobbing v smere zhora nadol. Okrem uvedenych vel'mi podobnych pojmov
sa mozno stretnut’ s tzv. staffingom (z anglického staff, t. j. personal), ktory predstavuje
reverzny pristup k Sikanovaniu oproti bossingu, a sice v smere zdola nahor, ¢ize vychadza od
podriadeného zamestnanca voc¢i nadriadenému. Primarnym cielom je v tomto pripade
zosadenie veduceho, resp. nadriadeného pracovnika zo svojho postu.

3. Priciny, priebeh a nasledky spojené s mobbingom

Napriek skutocnosti, Ze pri¢iny veduce k uplatnovaniu nevhodnych a neetickych praktik
voci jednotlivcovi zavisia podla naSho ndzoru od konkrétnej situdcie, mozno menovat
najcastejSie hlavné dovody veduce k nemoralnemu spravaniu. Podl'a Rolfa Meiera sa priciny
mobbingu vztahuji predovSetkym na samotny charakter osoby, tykaji sa taktieZ vztahov
medzi spolupracovnikmi, priCom doélezitym aspektom su bezpochyby aj neadekvatne
organiza¢né podmienky (Meier, 2009, s. 116). Okrem uvedenych pric¢in vSak mozZno
povazovat’ za nie menej dolezité samotné pracovné prostredie a firemna kultGru, ktora by
mala byt kreovana na moralnych zakladoch (VUBP, 2007). Iba v tom pripade je moZné aspofi
s€asti predchadzat’ k vytvoreniu priestoru vhodného pre zrod mobbingu.

Na prehl'ad moZnych pri¢in a néasledkov poukazuje obr. 1. Ako je mozné vidiet, ide
0 pomerne Siroky komplex faktorov, ktoré sa navzajom ovplyviiuji a prelinajii, posobia na
seba vzdjomne. Primarne priiny diferencujeme prostrednictvom  Styroch faktorov
integrujucich v sebe parcidlne elementy. Organizacia, osoba mobbéra, objekt mobbéra
a socidlny systém reprezentuju zakladné pri¢iny, ktoré¢ vedu ku vzniku mobbingu. Na prvy
pohl'ad by sa mohlo zdat’, Ze obet'ou sa stavaji pasivne, labilné, ¢i pesimisticky naladené
povahy, no v skuto¢nosti tomu nie je vzdy tak. Obetou mobbéra moéze byt prave
spolupracovnik vel'mi aktivny a cielavedomy, s velkou davkou sebavedomia, ¢im sa stdva
atraktivny pre psychicky teror na pracovisku (Kratz, 2010, s. 150).
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Dovodov je bezpochyby mnoho. Hrozba potencialnej konkurencie, zavist' a ziskanie
lepSej pracovnej pozicie. V opacnom pripade, kedy ,korist* nepredstavuje velmi
reprezentativny objekt, resp. disponuje ur€itymi fyzickymi ¢i psychickymi nedokonalostami
a poruchami, hlavnym motivom méze byt’ radost’ z utrpenia druhych alebo pocit nadradenosti
a zvysSovania si svojho ega.

Priciny Mobbing Masledky

Organizactne:
vodoovstvo
organizatna Etruktira -
pracovne stresory Povest | Psychosomaticke
| tazkosti

organizacia prace - .
Spcialna izolacia

| Pachater - Depresie

| I : Verbalna agresia
Socialna skupina: h | Ozkost

. pina: | L. - zkost
nepriateflstvo - Organizacne opatrenia
zavist l—"' Posttraumaticka
tlak skupiny Atakovanie osobnej sféry stresowa porucha

ocbetny baranck ]

Fyzicka agresia Posadnutost

O=oba:
osocbnost
kvalifikacia
socialne zruénosti
stigmy

Atakovanie nazorov

Obr. 1: Pric¢iny a nasledky mobbingu (Zapf, 1999, s. 70-85)

Ak uz existuju faktory vedice k mobbingu, moZzno ho vnimat’ ako prebiehajici proces
pozostavajuci z niekol’kych krokov, priCom jeho vznik stvisi s existenciou urcitého systému
umoziujuceho neustile vystavovanie obeti negativnemu zaobchédzaniu. Literatira pontka
niekol’ko pocetné etapy vzniku a samotného prebiehania mobbingu, pri¢om podstata kazdého
pohl'adu je prakticky rovnaka. Typicky je rastiica aktivita mobbéra a prehlbujica sa pasivita
obete (Hubinkova, 2008, s. 213).

Heinz Leymann charakterizuje priebeh mobbingu prostrednictvom piatich etap, pricom
Angelika Kallwass rozozndva Styri primarne etapy:

1.  Etapa zacinajlica zvicSa sporom, ktory ostal nedorieSeny ako na strane mobujiceho, tak
na strane obete mobbingu.

2.V druhej etape dochadza k prehlbovaniu a zosilneniu atakov, uskuto¢nenie intrig v tejto
faze nie je ni¢im vynimo¢nym. K Sikanovaniu sa moZu pripdjat’ dalSie, predtym
nezainteresované osoby, ¢im sa vyvija enormny tlak na psychicky stav obete stavajucej
sa tzv. outsiderom.

3.V predposlednej etape sa obet’ Sikanovania dostdva do eSte véacSieho stresu, ktory je uz
takmer neunosny. Pod vplyvom tejto vyhrotenej situacie vznika priestor pre vznik chyb
a nedobre odvedenej prace, ¢o neostava bez povSimnutia nadriadenych. Obet’ tak celi
neustalej kritike.

4.  Posledna faza je typickd rezignovanim, kedy sa Sikanovany subjekt vzdava a opusta
svoje, vV tom lepSom pripade, oddelenie, v tom najhorSom a najpravdepodobnejsom dava
vypoved (Kallwass, 2007, s. 19).
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Mobbing ako taky kon¢i rezignaciou obete, ktora nedisponuje dostatoénym mnoZzstvom
sil a chuti k tomu, aby d’alej zotrvala vo svojej pracovnej pozicii. V lepSom pripade dojde
k zmene posobenia v ramci jednej firmy, v horSom pripade obet’ optsta konkrétnu firmu.
Nasledky s tymto faktom spojené sa tak tykaji nielen samotnej osoby, ale celého podniku
vobec. Uvedené skutocnosti sposobuju socidlnu izolaciu, agresiu sprevadzanu fyzickym ¢i
verbalnym Utokom a maji za nasledok mnoZstvo nepriaznivych nasledkov, ¢i uz v podobe
psychickych, alebo fyzickych tazkosti. Dieter Zapf poukazuje najmi na psychosomatické
tazkosti, depresivne stavy, uzkost’, posttraumatické stresové poruchy ¢i dokonca posadnutost’.
Ako jednotlivé Sipky v obr. 1 naznacuju, tieto negativne stavy naopak vplyvaju na celkovu
pracovnu klimu a umociuju tak prehlbovanie mobbingu (Zapf, 1999, s. 80). Ide v podstate
0 zacCarovany kruh, z ktorého byva Casto jedinym vychodiskom podanie vypovede.

4. Podoby mobbingu

Na vznik Sikanovania na pracovisku vplyva do velkej miery usporiadanie organizacie.
Najcastejsie sa prejavuje v hierarchicky usporiadanych organizaciach, kde jednému vedicemu
je podriadenych viacero zamestnancov. K jeho vzniku prispieva aj skutocnost’, ked’ sa na
jedno pracovné miesto uchiadza viacero uchadzacov. Usilie zo strany zamestnancov v snahe
ziskat’ toto pracovné miesto je zdrojom superenia a zvySovania napitia. V tomto pripade
mame na mysli nezdravil formu sitazenia v snahe odstavit’ svojich stperov necestnym
sposobom. Teréom mobbingu si casto aj absolventi, ktori nedisponuju dostatocnymi
skusenostami a ostatni zamestnanci ich povazuju za menej cennych. Mobbing na pracovisku
moze mat’ niekol’ko poddb (Horvath, 2001, s. 102):

a)  Ohovdranie — ohovaranim Gto¢nik podava nepravdivé informdcie 0 druhej osobe (obete
mobbingu), a tym sa snazi pre seba “vybojovat™ lepSiu poziciu. Tato forma mobbingu
sa Casto neberie ako Sikanovanie. Cudia ohovéraju svojich kolegov a obhajuju sa tym,
ze hovoria pravdu. Otdzka je, kde na tato pravdu prisli.

b)  Vysmech — terCom vysmechu sa mdze stat’ iCes, spdsob oblecenia, niektoré vlastnosti
a telesné chyby (koktanie, $ktlenie, obezita a pod.).

C)  Izolovanie spolupracovnika — izolovanie pracovnika moéze byt vysledkom napr. uz
spominaného ohovarania avysmechu alebo vysledkom vedomého izolovania
pracovnika.

d)  Zadrianie doleZitych informacii — zadrzanim dolezitych informacii pre vykon funkcie
Sikanujuct sa snazi pre druhi osobu umelo vytvarat stresové situdcie s tym, ze l'udia
pracujuci pod stresom, su nachylnejsi robit’ chyby, prijimaji nespravne rozhodnutia,
¢im sa Sikanujuci snazi vytvorit obraz o protivnikovi ako o nespolahlivom
a neschopnom pracovnikovi, a tak si “mobér” snazi upevnit’ svoju poziciu.

e)  Administrativno-pracovné opatrenia — vyuzivaju ho najmé nadriadeni. Pracovnik je
Vv kratkych intervaloch preradeny na iné pracovisko, kde vykondva podradné préce
nezodpovedajuce jeho kvalifikdcii. Dosledkom tychto opatreni je strata zdujmu
pracovnika o pridelent pracu.

f)  Nadmerné pracovné zat’aZenie — ide o pridelenie zbyto¢nych a nezmyselnych tloh
alebo pridelenie stale novych anovych tloh nad ramec schopnosti a kompetencie
pracovnika.

g) Nadmernd kritika — Nadmerna a neustala kritika pdsobi frustrujaco a u Sikanovaného
vyvoléva pochybnosti o svojich schopnostiach, znizuje sebavedomie.
h)  Sexudlne obt'afovanie — sexualnemu obtazovaniu st vystavené najma zeny, zriedkavo

muzi. Je tu dolezité rozoznat' rozdiel medzi vyjadrenim sympatie a skuto€nym
obt'azovanim, ¢o moze mat rozne formy, napr. slovné — ohovaranie, davanie ndvrhov na
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sexudlny styk; konativne — pohladkavanie proti vole druhej osoby, vo vaznejSich
pripadoch aj nasilné vynutenie sexualneho styku a pod. (Romanova).

Hore uvedené typy patria k najcastejSim prejavom mobbingu. Zarad’'ujeme sem aj
fyzicky tutok, ktory sa vsSak vyskytuje na pracovisku omnoho menej. Dévodom je jeho
trestnopravny postih.

Samotné obete mobbingu si dlho neuvedomuju, Ze nieco nie je v praci v poriadku.
Takto pracuju v organizéacii aj celé roky bez rieSenia svojej nepriaznivej situdcie, ¢o
samozrejme vedie stale k zhorSovaniu nielen pracovného vykonu, ale aj k zhorSeniu fyzického
a psychického zdravia. Podla stidie uskutocnenej v Nemecku az 98,7 % obeti mobbingu
malo zdravotné nasledky alebo iné pracovné postihy. Skoro polovica z nich (43,9 %) malo
zdravotné nasledky a v 15 % pripadoch bol dovodom samovrazdy (Sloan, 2010, s. 87).

Pre identifikovanie seba samého ako obete je potrebné analyzovat svoju poziciu
v pracovnom kolektive z nadhladu a objektivne zhodnotit, ¢i je danad situdcia normalna.
Samozrejme, ak je niekto obetou mobbingu, je velmi tazké hodnotit veci okolo seba
objektivne, hlavne ked je dany zamestnanec pod velkym psychickym tlakom (Bullyonline,
2010).

Pred tym, ako zacneme riesit’ situaciu s nadriadenymi, treba si byt’ naozaj isty, ¢i sme
Sikanovani, pretoze aj ked’ sa nam mdze zdat’, ze momentdlna situdcia na pracovisku nie je
vhodna, nemusi to vzdy znamenat’ mobbing. Ak napriklad zamestnanec porusi ur¢ité vnutorné
predpisy, je zrejmé, ze v praci vznikne urcité napétie a mozno dojde zo strany nadriadenych k
urCitym sankcidm. Nie kazdy deft maji l'udia dobri naladu. Ak kolegovia z Casu na cas
prejavuji urCité podrazdenie, ktoré je skor vynimocné ako casté, tiez to nie je prejav
mobbingu. Z toho vyplyva, ze mobbing nie je konflikt, ale nerieSeny konflikt sa moze
rozvinut’ do mobbingu (Svobodova, 2008, s. 24).

5. Faktory vplyvajuce na vykonnost’ zamestnanca

Identifikovat’ mobbera v organizacii vobec nie je 'ahké zalezitost’. Dovodom je mylna
predstava 'udi o tom, ako ma mobber vyzerat. V mnohych pripadoch si ho predstavujeme ako
zIu osobu, ale I'udi v skutocnom zZivote netriedime len do kategérie zlych a dobrych. Osoba,
ktora Sikanuje svojho kolegu si v mnohych pripadoch ani neuvedomuje, Ze robi nieco zlé
(Field, 2011). Doktorka Ruth Namie, klinicka psychologicka venujica sa Sikanovaniu na
pracovisku, dospela k nasledovnym poznatkom: az 52 % obeti Sikanovania su Zeny, ale 62 %
mobberov st muzi, 82 % Sikanovanych odide zo zamestnania, v 81 % pripadoch Sikanuju

nadriadeni a v 98 % pripadoch o Sikanovani zamestnanca vedia iné osoby V organizacii
(Kohut, 2007, s. 35).

Podl’a prieskumu, ktory robi kazdy rok Eurdpska agentira pre bezpecnost’ a zdravie pri
praci (obr. 2), v ktorom sa zaoberd aj stresom na pracovisku, az 59 % opytanych v rdmci
Eurdpskej tnie uviedlo, Ze jednym z faktorov, ktory zamestnancom sposobuje stres na
pracovisku, je neprimerané spravanie kolegov alebo nejaka forma Sikanovania. V Slovenskej
republike uviedlo 56 % dopytovanych ako faktor stresu na pracovisku Sikanovanie. Je to
porovnatel'né ¢&islo s EU, ale v poradi islo aZ o treti faktor spdsobujuci stres na pracovisku.

Na prvom mieste vramci vSetkych krajin Eurdpskej unie sa umiestnil faktor
odpracované hodiny a pracovna zat'az, ktory uviedlo 62 % opytanych. V Slovenskej republike
dominoval faktor organizacné zmeny alebo neistota pracovného miesta s 83 %. Ak
porovname vyvoj obidvoch grafov, v Eurdpskej nii boli prvé Styri faktory stresu vyrovnané.
Vyvoj v Slovenskej republike bol pestrejsi. Ako sme spominali vysSie, medzi stresovymi
faktormi dominovali organizacné zmeny a druhy v poradi bol odpracované hodiny a pracovna
zataz. Vysvetl'ujeme to tym, Ze nervozita na trhu prace v SR je vyraznejsia, ako je priemer
v Eurdpskej tnii. Casto sa v prieskumoch sklofiuje nespokojnost’ zamestnancov a ich obavy
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0 pracovné miesto, €O Sa V patricnej miere odrazilo aj vtomto prieskume. K najmenej
vyskytovanym faktorom stresu na pracovisku bol v EU aj na Slovensku obmedzena moznost’
zaviest’ vlastny Styl prace.

H Organiza¢né zmeny alebo neistota pracovného miesta

H Odpracované hodiny ¢i pracovna zataz

H Neprijatel'né spravanie/Sikanovanie/obt’azovanie

i Nedostatok podpory pri plneni vasich uloh zo strany kolegov, ¢i

nadriadenych
i Nedostatocna zrozumitel'nost’ v zadani prace a zodpovednost’

I Obmedzena moznost’ zaviest’ vlasny §tyl prace
83
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Eurdspka tinia Slovenska republika
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Obr. 2: Faktory stresu na pracovisku v EU a na Slovensku v roku 2013(Osha.europa,2013)

6. Vplyv mobbingu na zdravie a vykonnost’ zamestnanca

Mobbing ma vel'mi negativne nasledky na zamestnanca, ¢i uz z pohl'adu zdravia, ale aj
pracovnej vykonnosti. Zdravotné problémy sa u obete Sikanovania prejavuju hlavne bolest'ou
hlavy, traviacimi poruchami, bolestami brucha a prerastaju az do vaznejSich psychickych
poruch. Zamestnanec postupne prestane verit’ v sam seba, povazuje sa za neschopného riesit’
aj jednoduché pracovné ulohy. NerieSenie tejto situacie sa koncéi v 20 % samovrazdou
(Kozsr, 2006). Zamestnanci Casto povazuji pracovné prostredie za velmi neprijemné
a nepokladaju ho za miesto, v ktorom by chceli pracovat’. Problém je tiez s komunikaciou
medzi zamestnancami. T4 je bud’ prili§ agresivna medzi zamestnancami navzajom, alebo e-
mailova komunikacia m4 nadych odmeranosti a nadriadenosti. Tento fakt spdsobuje izolaciu
zamestnanca (Murphy, 2013, s. 150).

Zarédzajuice je, ze problémy suvisiace so Sikanovanim rieSi menej neZ jedna tretina
organizécii v Eurdpskej unii. Viac ako polovica uvadza, Ze informuje svojich zamestnancov
0 moznych psychosocialnych rizikdch na pracovisku a 69 % organizacii informuje svojich
zamestnancov, na koho sa mézu obratit’ v pripade psychosocialnych pripadoch. Treba vSak
upozornit na to, Ze sa to tyka prevazne vel'kych organizacii (Europa.eu, 2013).

Podl'a prieskumu realizovaného Christine Pearsonovou v roku 1998, ktory sa zaoberal
vplyvom Sikanovania na zamestnancov, sa zistilo, ze 37 % opytanych vplyvom Sikanovania
znizilo svoj zavézok v organizacii, 28 % opustilo zamestnanie v snahe vyhnut sa Sikanovaniu,
22 % znizilo svoj vykon v zamestnani a 12 % opytanych odislo z prace ako priamy dosledok
Sikanovania (Carbo, 2010, s. 58). Podla Hoeala (2002) zamestnanci, ktori su ter¢om
Sikanovania na pracovisku, znizia v priemere svoj vykon na 80 % oproti normalnemu vykonu.
Svoj vyskum robil na vzorke zamestnancov, ktorych priemerny vek bol 43 rokov vo Velkej
Britanii (Rayner, Hoel, Cooper, 2002, s. 135).
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Obr. 3: Dévody riesenia psychosocidlnych problémov na pracovisku (v % podnikoch EU 27),
(Osha.europa,2013)

V obr. 3 médme uvedené dovody, pre€o organizécia rie$i psychosocidlne problémy na
pracovisku, ku ktorym zarad'ujeme aj Sikanovanie. Najviac dominovali odpovede, ze
spolo¢nost’ sa snazi plnit’ zavézky, ktoré im predpisuje zdkon. V tomto pripade to hodnotime
negativne, pretoZze dany argument si vysvetlujeme tak, ze spolo¢nostiam chyba osobny
pristup k zamestnancom a prioritou pre nich je len dodrzanie hranice, ktori im udava zakon.
Osobny pristup sa podla nasho nazoru skryva az pod druhym doévodom, ktorym su
poziadavky zamestnancov alebo ich zastupcov.

Na zaklade informacii z tohto prieskumu nam vyplynulo, ze skoro 20 % dévodov, preco
spolo¢nosti riesia tieto problémy je, Ze ich existencia suvisi s poklesom produktivity prace
zamestnancov. Ak by sme sa detailnejSie pozreli na jednotlivé krajiny, najvacsi doraz na
rieSenie tychto problémov kladie Turecko (84 % organizacii), Rumunsko (83 % organizacii)
a Portugalsko (78 % organizacii). Naopak Chorvatsko, Taliansko a Luxembursko venuje
vel'mi malu pozornost’ psychosocidlnych problémom.

7. Prevencia vo¢i mobbingu

Identifikacia sposobov obrany a prevencie voci vzniku mobbingu je pomerne naro¢na.
Z tohto dovodu je v ramci slovenskej pravnej legislativy dolezité zo strany zamestndvatel'a
dodrziavat zakony upravujuce vztahy na pracovisku, ako iriadit sa vzmysle
implementovaného etického kddexu. NeodmysliteI'nou sticastou pracovno-pravnych vztahov
by malo byt reSpektovanie Zakonnika prace, nediskriminaéné zaobchadzanie by malo
vychddzat’ z pdsobenia Antidiskriminacného zdkona. Ale ani to vSak nestaci. Napriek
existencii zakonov, nariadeni Eurdpskej komisie, ¢i v neposlednom rade akceptovaniu
I'udskych prav a najmi Europskej socidlnej charty, vyskytuje sa v rdmci slovenskej legislativy
predsa len zdvaznd medzera. Absencia antimobbingového zakona kreuje priestor pre
beztrestné poruSovanie I'udskych prav zo strany mobbéra. Situacia na Slovensku je pomerne
vyhrotena, opodstatnenost implementicie zakona zaoberajuiceho sa problematikou
narastajuceho mobbingu je viac ako alarmujlca, nielen z dévodu vyvodzovania pravnych
dosledkov, ale aj z celkom prozaického dovodu, akym je prevencia.

Napriek faktu, Ze Sikana na pracovisku ¢i na Skolach sa aj na Slovensku uskutocniuje
denno-denne, spravne pomenovanie prostrednictvom mobbingu, bullyingu a pribuznych
pojmov je Casto tabu. Z tohto dovodu je zZiaduca osveta nielen zo strany podnikov formou
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sedeni a prednadSok, ale aj zo strany Stadtnej moci prostrednictvom zavedenia ucinného
antimobbingového zakona.

Lenka Svobodoba identifikuje cely rad preventivnych opatreni, ktoré by mohli byt
Vv predchadzani mobbingu napomocné. Doraz by sa mal klast’ uz pri vybere zamestnanca,
ktory by nemal disponovat sklonmi k agresivite aneadekvatnemu spravaniu. Novym
zamestnancom by mal byt k dispozicii patron, ktory bude nad nim drzat akusi ,,ochrannt
ruku.* Nevyhnutnostou v boji proti vzniku mobbingu by malo byt bez pochyby aj neustale
a permanentné sledovanie vztahov na pracovisku aj prostrednictvom pravidelnych sedeni ¢i
dotaznikov. Tieto aspekty vSak predstavuju pohl'ad podniku, priCom nevyhnutny je aj pohl'ad
zamestnancov. Ti by mali budovat svoje sebavedomie, poznat svoju hodnotu
a v neposlednom rade mysliet’ aj na svoj osobny a spolocensky zivot, ktory by nemal ostat’
zanedbavany (Svobodova, 2008, s. 90).

8. Zhodnotenie vysledkov dotaznikového prieskumu

Na zistenie stavu informovanosti ohl'adom Sikanovania na pracovisku resp. mobbingu
jednotlivymi zamestnancami sme vyuzili dotaznikovi metédu. Anonymny dotaznik bol
poskytnuty v tlaenej, ale i elektronickej forme 103 zamestnancom, pri¢om priemerny vekovy
interval je na trovni 18 — 30 rokov, ¢o predstavuje az 77,67 % zo vSetkych respondentov.
Pohlavie opytanych je v 61,17 % tvorené Zenami. 38,83 % predstavuje zastlipenie muzmi.
Podstatni Cast’ respondentov tvoria vysokoskolsky vzdelani l'udia pracujici najmi vo
finan¢nej oblasti.

I
Nie 1 i 25.L4%

38.83%

Ano W 61.179

0.00% 10.00% 20.00% 30.00% 40.00% 50.00% 60.00% 70.00% 80.00%

| 74.76%

i Poznanie pojmu Sikanovanie na pracovisku & Poznanie pojmu mobbing

Obr. 4: Poznanie pojmov mobbing a sikanovanie na pracovisku (vlastny vyskum)

Po zhodnoteni demografickej Struktury respondentov sa nasa pozornost’ sustredila na
zistenie stavu poznania samotného pojmu mobbing a Sikanovania na pracovisku. Na uvedent
skuto¢nost’ poukazuje obr. 4. Ako je mozné vidiet, s pojmom mobbing sa stretlo 61,17 %
respondentov, no viac ako 38 % tento termin vobec nepoznd. Na zdklade nadobudnutych
teoretickych poznatkov mozno konStatovat’, Ze v rdmci podmienok Slovenskej republiky sa
CastejSie stretdvame s pojmom Sikanovanie na pracovisku, na o poukazuju aj vysledky
Z prieskumu. Sikanovanie na pracovisku pozna az 74,76 %, pricom 25,24 % uvadza, ze sa
s tymto pojmom nikdy nestretlo.

Vzhladom na skuto¢nost, Ze vyraz mobbing nie je znamy aZz do takej miery ako
Sikanovanie na pracovisku, zakladom uspechu zo strany zamestnavatel'a v jeho profylaxii je
bezpochyby uskuto¢iovanie preventivnych pordd asedeni zameranych na vztahy na
pracovisku. Podl'a odpovedi jednotlivych respondentov Skolenia zamerané na etické/neetické
spravanie sa na pracovisku realizuji v 46,60 %. Zistenie je podl'a nasho ndzoru pomerne
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prekvapivé, nakol’ko sme ocakavali mensie percento, ale nemozno tvrdit’, Ze tento vysledok je
postacujuci.

Pojem mobbing, ako sme spominali uz vyssie, je medzi zamestnancami znamy. Aj ked’
dopytovani respondenti na zaklade zodpovedanych otdzok neprejavovali znaky Sikanovania,
pri otazke s akymi druhmi mobbingu sa stretli v zamestnani (obr. 5), len 15 % z nich uviedlo,
ze sa nestretli so Ziadnymi typmi Sikanovania. Je to jasny dokaz toho, Zze Sikanovanie na
pracovisku existuje vo viacsej miere, ako si myslime.

H Ohovaranie E Nadmerna kritika

H Vysmech i Sexualne obt'azovanie

i [zolovanie pracovnika i Nadmerna pracovna zataz
i Zadrzanie dolezitych informacii 1 Ziadne

77
35 35 35 29
e b

Obr. 5: Druhy Sikanovania vyskytujice sa na pracovisku v % (vilastny vyskum)

Zobr. 5 vidime, ze az 77 % opytanych uviedlo, ze na ich pracovisku dochadza
k vzajomnému ohovaraniu spolupracovnikov. Na 2. az 4. mieste s 65 % sa umiestnila
nadmernd kritika, vysmech a nadmerna pracovna zataz. Najmenej dopytovanych uviedlo
(13 %), ze na ich pracovisku sa vyskytuje aj sexualne obtazovanie. Z nasho uhla pohl'adu, ide
o jednu z najhorsich foriem Sikanovania. Uz 13 % vnimame ako vel'mi vysoké percento.

H Organizacné zmeny alebo neistota pracovného miesta

E Odpracované hodiny/pracovna zataz

H Neprijatel'n spravanie/Sikanovanie

i Nedostato¢né zadanie pracovnej ulohy alebo nedostato¢néd zodpovednost’

i Nedostato¢na podpora pri plneni pracovnej tlohy

31

e e e

Faktory stresu na pracovisku

Obr. 6: Faktory stresu na pracovisku (viastny vyskum)

V prieskume sme sa zaoberali aj faktormi stresu na pracovisku. Udaje v obr. 6 su
V percentdch a jasne mozeme vidiet’, Ze medzi opytanymi dominuje pracovna zataz so 42 %.
V porovnani s prieskumom, ktory realizuje Europska unia, sa nase vysledky priblizuji hlavne
priemeru za Europsku uniu ako celok. V Slovenskej republike sa na prvé miesto dostali
organiza¢né zmeny alebo neistota pracovného miesta. Tie v naSom prieskume obsadili az
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druhé miesto s 33 %. Az 32 % opytanych uviedlo, ze na pracovisku znizuje ich vykon
Sikanovanie. V poradi iSlo o treti najcastejsi faktor.

Jednym zo sposobov, ako obet’ Sikanovania riesi nepriaznivl situaciu na pracovisku, je
odchod zo zamestnania. Na otdzku, ¢i opytani odisli zo zamestnania kvoli mobbingu, 22 %
opytanych odpovedalo kladne. Dalsich 16 % uviedlo, Ze¢ uvaZuje o odchode z terajsicho
zamestnania. Pearson vo svojom prieskume na prelome 21. storo¢ia zistil, ze 12 % opytanych
opustilo svoje zamestnanie ako priamy dosledok Sikanovania. Pri porovnani tychto udajov je
zrejmé, Ze Sikanovanie sa stdva CastejSim javom. Pod tito skuto¢nost’ sa podpisuje podla
nasho nazoru neustale zvySovanie ndarokov na zamestnancov a vysoka nezamestnanost’. Cudia
sa Coraz viac obavaji o svoju pracu, ¢o vedie k vypitym situaciam. Takéto spravanie
Vv zamestnani vSak nema svoje miesto. Jednym rieSenim je apelacia na manazérov, ale aj
zamestnancov, aby viac venovali pozornost’ svojmu okoliu a v pripade odhalenia neetického
spravania kolegov razantne zakro¢ili. Dal§im rieSenim st $kolenia, na ktorych by sa malo
otvorene hovorit’ o Sikanovani a 0 moznych zdravotnych ako aj psychickych désledkov na
zdravie zamestnanca.

Urovei 53,40 % odpovedi reprezentuje absenciu $koleni tohto druhu. Vysledky st
pomerne vyrovnané, no povazujeme ich za nepriaznivé v prevencii vo&i mobbingu. Ci uz
vel'ké, tak aj malé podniky by mali informovat’ svojich zamestnancov o danej problematike
a moznych rieSeniach v pripade potencidlneho vyskytu. Zaujimavym zistenim je taktiez
vysledok otazky zaoberajucej sa skuto¢nostou, ¢i zamestnanci vedia, kam sa Vv pripade
existencie Sikanovania na pracovisku obratit. 65,05 % opytanych vie, koho je potrebné
V pripade mobbingu kontaktovat. Medzi naj€astejSie uvadzanymi odpoved’ami sa nachadza
oddelenie l'udskych zdrojov, priamy nadriadeny c¢i eticka linka. Percentualne zastupenie
zamestnancov, ktori nemaju potrebné informécie na rieSenie nevhodnych medziludskych
vztahov je na urovni 34,95 %. Pozoruhodné vSak je, ze vzhladom na percento
uskutoc¢iiovanych $koleni zameranych napriklad na mobbing v ramci jednotlivych podnikov
(53,40 %), vacsie percento zamestnancov vie, kde moze riesit’ problémy tohto typu (65,05 %).
Napriek tomuto faktu, nie vSetci respondenti by sa priznali, Ze si obetou Sikanovania na
pracovisku. Ide o velmi citlivii problematiku zasahujicu do psychiky jedinca a zavisi od
konkrétnej osobnosti, ¢i by bola schopna otvorene diskutovat’ o svojej situdcii. Napriek tomu
podla odpovedi respondentov by sa az 70,87 % zverilo s danym problémom. Ide vSak o vel'mi
hypoteticki  odpoved’, nakolko vsSetko zavisi od konkrétnej situacie aod intenzity
Sikanovania. 19,23 % by s priznanim malo problém a nechalo by si ho pre seba. V tomto
pripade ale neplati ,,ml¢at’ je zlato“, nakol’ko uzatvaranie sa do seba iba umocnuje a prehlbuje
narastanie problémov a tlaku na Sikanovani obet. To sa nasledne mdéze skoncit’ nielen
vypovedou z pracoviska, ale aj nespoc¢etnymi psychickymi ¢i fyzickymi taZkost’ami.

NaSa pozornost’ sa v prieskume orientovala aj na zistenie, ¢i sa doty¢né osoby stali
niekedy obet'ou, svedkom alebo Sikanujucou osobou. Obete su v nasom pripade zastiipené
12,50 %, z ¢oho vyplyva, Ze viac ako kazdy desiaty zamestnanec sa stdva objektom zaujmu
Sikanovania na pracovisku. Svedkovia mobbingu st v 21,43 % zastapeni. Iba v jednom
pripade sa vyskytuje subjekt, ktory sa priznal k Sikanovaniu kolegu na pracovisku.
Nadpolovi¢na vicsina (65,18 %) je reprezentovanad zamestnancami, ktori sa nikdy nestali
obet'ou, svedkom ¢i dokonca Sikanujicou osobou. Z uvedenej skuto¢nosti vyplyva, Ze takmer
34 % vSetkych zamestnancov sa realne stretlo s nevhodnymi praktikami na pracovisku, ¢i uz
v podobe svedka, alebo v podobe obete mobbingu.

A nakoniec, ¢o mozno vnimat ako primarne pri¢iny vedice k Sikanovaniu na
pracovisku? Respondenti mali vytipovat’ zdkladné faktory, ktoré podla ich ndzoru moézu byt
spusStacom veducim k mobbingu. Medzi najcastejSie spominané aspekty mozno na zaklade
odpovedi zaradit’ nadriadenost’ Sikanujicej osoby, egoizmus, rieSenie osobnych problémov
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Casto vychadzajucich aj znevhodného doméceho zdzemia, zakomplexovanost, zavist,
vzajomné nesympatie, ¢i dosiahnutie kariérneho rastu aj na ukor psychického teroru inej
osoby. Tieto uvedené faktory sa vztahuju najmid na osobu Sikanujuiceho. Pritom medzi
Castymi odpoved’ami sa nachadzaji aj tie, ktoré plyni priamo z podniku, a sice nevhodna
podnikova kultara a klima. Napokon pri¢inami podl'a respondentov moéze byt aj samotna
povaha objektu Sikanovania, ktora sa vyznacuje odliSnostou od normy, ¢i introvertnou
a emocne labilnejSou povahou.

9. Zaver

Na zéklade realizovaného prieskumu mozno skonstatovat, ze velké, ale aj malé
spolo¢nosti by sa mali vo vdc¢Sej miere venovat problematike Sikanovania na pracovisku,
pretoze vyrazne ovplyviiuje vykonnost zamestnanca. Jednym z nepriamych dosledkov
Sikanovania méze byt aj odchod zamestnanca zo spolo¢nosti. Problémom to moze byt vtedy,
ak ide o vysokokvalifikovanu pracovnu silu. Pri strate takéhoto zamestnanca v niektorych
pripadoch moéze ist’ aj o stratu konkuren¢nej pozicie, ktora je vzdy sprevadzana so zvySenim
nakladov. Zuvedeného vyplyva, Ze manazment by sa mal zaoberat rieSenim
psychosocialnych problémov nielen zetického hladiska, ale aj =z hladiska celkovej
vykonnosti danej spolo¢nosti.

Poznamka

Prispevok je spracovany v rdmci projektu VEGA ¢. 1/0980/12 Aktualne vyzvy podnikovej ekonomiky
zamerané na zvySovanie vykonnosti a prosperity podnikov.
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INFLUENCE OF THE ENVIRONMENT ON THE KNOWLEDGE
MANAGEMENT SYSTEM IN THE ORGANIZATION

IRENA FIGURSKA

Abstract

One of the fundamental factors determining the success of the organization in the knowledge-based
economy is the ability to appropriate and rapid response to changes occurring in the widely understood
environment of the organization. The objective of the article is to present issues connected with the
impact of the environment on knowledge management system in the organization. The author
explained the concept of knowledge management system, described elements of external and internal
environment, characterized relations between elements of organizational environment and elements of
knowledge management system as well as responding of the organization to environmental changes.
The final part of the article includes conclusions resulting from previous considerations.

Key words: knowledge, environment, knowledge management, knowledge management system.

1. Introduction

In many organizations certain actions related to knowledge management are taken, but
they do not always have systemic character. This means that these organizations have not
established a knowledge management system which would clip together the initiatives, tools,
processes and other elements related to knowledge management. Nowadays in any
organization wishing to manage knowledge in a conscious and deliberate manner, creating
knowledge management system is not only justified but even necessary for the successful
knowledge management (KM). Furthermore, it should be remembered that the organization
and its systems do not operate in a vacuum, therefore in their decisions and actions the impact
of the environment on their activities — including in the area of knowledge management —
must be taken into account.

2. Assumptions of knowledge management system

Knowledge management system (KMS) in the organization is defined as ,,a complex of
principles, methods, sources, sets of information, people and networks of their mutual
connections, which allows to adopt and realize strategies of knowledge management to
achieve the goals of the organization,” (Perechuda, 2005, p. 21).

The primary goal of knowledge management system in the organization is to enable the
realization of knowledge management strategy. This strategy must take into account the
specificity of the organization for which it is being developed therefore strategies of different
companies differ between each other. As a result knowledge management systems designed to
enable the realization of these strategies, as well as specific objectives of these systems, will
also differ in various organizations.

The role of knowledge management system in the company is to identify and combine
into a logical and orderly whole both the elements directly affecting knowledge management
in the organization, as well as the relations between these elements. Thanks to this, KM
becomes easier and more efficient, which positively affect efficiency of the organization’s
operating and, consequently, brings business benefits.

The role of knowledge management system in the organization depends largely on:

- The extent to which the functioning and development of the organization depends
on knowledge and its proper management.
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The type of knowledge (explicit or tacit) which determines to the greatest extent the
competitiveness of the organization.

The extent to which the functioning and development of the organization are based on
knowledge, depends primarily on the industry in which it operates, as well as its vision,
mission, strategy of the organization, knowledge strategy, size and other factors.

While taking into account the type of knowledge which most significantly determines
the competitiveness of the organization, it should be noted that:

1. In case of explicit knowledge, the KM system’s role will be primarily: retrieving
information from the environment, its analysis, selection, codification and sharing it
with users by means of the modern information and communication technologies.

2. In case of tacit knowledge, operations of KMS will focus primarily on:

Organizational culture supporting trust, collaboration and permanent learning
(Figurska, 2012; Sotoma, 2013);

Human resources management, including: the selection of employees with specific
knowledge and skills, motivating the employees to active participation in the
processes of knowledge management, as well as adjusting performance appraisal
system to the new requirements for knowledge workers.

It is expected that a knowledge management system will bring benefits to both the
organization and its stakeholders. A well-functioning KMS (Lobejko, 2005, p. 45):

Selects information flowing into the organization using suitable tools of
information technology;

Prevents the loss of information in case the key employees leave the organization
by creating databases;

Helps with continuous improvement of key skills through knowledge acquisition,
which prevents organizations from repeating past mistakes;

Increases the effectiveness of managing the employees’ knowledge gaining process,
as well as aims at appropriate use of knowledge at work;

Facilitates the process of sharing knowledge between employees;

Improves the new product launch processes and creation of new markets;
Accelerates the new product development cycle — from idea to realization;

Increases the level of the organizational innovativeness.

All the benefits of knowledge management system help to achieve the objectives of the
organization which consequently leads to achieving its competitive advantage in the market.
Knowledge management system is described based on its elements, relationships

occurring among these elements as well as relations of this system with its environment. For
the purpose of this article it is assumed that the KMS consists of the following elements:

Knowledge strategy;

Knowledge management strategy;
Knowledge;

Knowledge workers;

Organizational culture;

Technology;

Measurement;

Processes, structures and procedures.

All the aforementioned elements are indispensable components of the knowledge
management system and establish specific relationships with one another. It means that lack
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of one of the elements or its malfunction will affect the effectiveness of all other elements and
the entire knowledge management system.

3. Environment of the knowledge management system

The environment of knowledge management is everything that is outside the KMS and
can have an impact on it and/or on what the system affects. Mutual interactions between the
knowledge management and environment are achieved through entering the system and
leaving the system. The environment of knowledge management can be divided into external
and internal (Figure 1).

DISTAL EXTERNAL ENVIRONMENT OF THE ORGANIZATION
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Figure 1: The influence of the environment on the knowledge management system (own study)

External environment of the knowledge management is everything that is outside the
organization and can influence it, thus influencing the shape and functioning of the
knowledge management system. The external environment can be divided into proximal and
distal.

Proximal external environment consists of elements which have a specific impact on
functioning of a particular organization and its systems, such as: competitors, suppliers,
customers, labor market, strategic allies and regulators (i.e. units which can control, regulate
or in another way influence the policy of the company). The main task of these elements is to
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provide the knowledge management system with data, information and knowledge that can be
used in different areas of the company to make the right decisions and actions.

Distal external environment creates a macroeconomic environment of all organizations
operating in the market and their systems. This environment has specific dimensions: politico-
legal, economic, technical, socio-cultural and international (Griffin, 2004, p. 103). The impact
of this environment on the organization and its systems can be caused by various factors
associated with these dimensions, such as: economic situation, level of unemployment, the
rate of inflation, changes in business low, adapting the legislation to the needs of the
companies, interest rate on investment loans, technical advancement which sets new standards
in the industry, demographic characteristics, customs and habits of society, emergence of new
raw materials on the market, conditions for conducting economic cooperation with foreign
partners, political stability, etc.

Internal environment of the knowledge management system consists of all elements of
the organization which affect the knowledge management system. These elements are
primarily: vision, mission, organizational strategy, company’s structure, functional systems
(human resources management system, financial management system, production
management system, etc.), physical environment, organization’s identity, and also people
(owners, management, employees) and the culture of the organization. All these elements
together create the closest environment of knowledge management system in the organization.

4. Environment vs. knowledge management system

Mutual interactions between the knowledge management system and its internal
environment occur constantly, they are very strong and of feedback character. For example:

1. Mission, vision and strategy of the organization indicate the direction in which the
company is moving and goals it intends to achieve. It determines the shape of
knowledge management system and the objectives of KM, which aim is to assist a
company in achieving its strategic objectives. On the other hand, due to the proper
functioning of the knowledge management system new opportunities of development
can open up for the organization, which are reflected in the strategy of the company;

2. Organization’s functional systems shape the conditions and protect the resources
necessary for proper functioning of the knowledge management system, while the KM
provides information and knowledge necessary to make all decisions related to the
proper operating of company’s functional systems;

3. People shape the physical environment of the knowledge management system
(architecture, technologies, tools, etc.) based on the knowledge they possess, whereas
the physical environment can support the realization of KM processes (e.g. by
facilitating knowledge-sharing) or become a barrier to their realization;

4.  Organizational structure can facilitate (flat structure) or hinder (hierarchical structure)
knowledge management, whereas properly managed knowledge is the basis of
organizational structures development;

5. Property built and managed company’s identity, which distinguishes significantly one
specific organization from others, is an important part of building trust among its
customers. As a result they are more willing to share their knowledge and information
about products, services and their changing needs with the organization. Knowledge and
information received from customers are used in various areas of an organization,
among others to continue improving management of company’s identity;
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6.  Employees are the most important internal source of knowledge in the organization used
by the knowledge management system, while the KMS provides employees with
information and knowledge necessary for decision-making and taking actions, etc.

The connection of the organization and its systems with external environment is done
through the following:
- Entrance through which the organization and its systems acquire resources
necessary for their functioning from the environment;

- Exit, which shows the effects of system (and organization) functioning.

The impact of the proximal external environment on the organization is relatively easy
to identify, and the effects of this interaction are usually quickly apparent. This enables the
company to react faster to changes occurring in the environment. The factors of proximal
external environment, which may impact the organization and its systems include, among
others (Porter, 2008, p. 81):

- Threat of new market entrants;

- Actions taken by competitors;

- Threat of substitutes;

- Power of buyers;

- Power of suppliers.

The impact of the distal external environment is not always easy to grasp and its
effects may occur after a certain period of time. This environment affects the organization and
its systems, both directly and indirectly through its impact on proximal external environment
(Figure 1).

By determining widely understood conditions of organization’s operating, and thus the
decisions and actions made in the company, distal external environment also affects the
knowledge management system. Here are some examples of this influence:

1.  Legislation concerning the protection of intellectual property determines the methods of
use, storage and sharing of knowledge in the organization, as well as possibilities of
obtaining it from external sources.

2. The actions of competitors in the industry related to the improvement of existing
products or launching new ones, influence the direction of knowledge development and
its use in the organization.

3. Changing needs of customers affect the necessity to improve products or even change
the production profile, what results in the need for the company’s knowledge
development and/or knowledge acquisition from external sources, and indicates the
directions of development and use of firm’s knowledge.

4.  The emergence of new markets for the organization’s products determines the necessity
to acquire knowledge of these markets and creates opportunities for running a business
on them.

5.  The emergence of new concepts of managing the organization may result in necessity to
develop new procedures and processes in organization as well as to change the
company’s culture and structure; taking these actions require acquiring knowledge
about given concept, knowledge-sharing and also possessing skills to use it in practice.

6.  The development of information and communication technologies affects the efficiency
of realization of the knowledge-sharing process in the organization.

7.  Technical advancement occurring within the industry requires the organization to
implement modern technologies, which in turn requires the employees to develop their
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knowledge and/or to hire new employees with the necessary skills as well as to develop
and implement new processes and procedures in the company.

8.  The level of unemployment and its structure determine the possibility of hiring the
employees with necessary qualifications, which in turn affects the shape of the
organization’s personnel and training policies.

9.  Values, principles and norms accepted by the society affect the culture of the
organization, which is one of the basic elements of the knowledge management system
and largely determines the effectiveness of KM in the organization, etc.

Summing up, the knowledge management system and the environment (internal and
external) in which it operates interact with each other. Environmental changes can increase or
decrease the effectiveness of the KMS’s functioning. To a large extent it depends on the
organization’s ability to both: perceive these changes quickly and flexibly react to them.

5. Inputs and output of knowledge management system

Resources are inputs that allow organization to operate. Some of them are purchased on
the market of production factors (e.g. machinery, technology, personnel), others are
developed on their own in the long term (e.g. knowledge, reputation, good relationships)
(Amit, Schoemaker, 1993).

The resources used by the companies, including on the needs of the knowledge
management system, can be divided into four basic types: human, financial, physical and
information (Griffin, 2004, p. 5).

Human resources are the basic element of knowledge management in the company.
They are formed by people who use their muscle strength and mind abilities. The quality of
the human resources derived from the organization’s environment is determined especially by
their: skills, knowledge, abilities, relations, predisposition, intuition, personality traits and
presented attitudes (Figurska, 2009, p. 14).

Physical assets acquired by the organization from the environment include, among
others: machinery, tools, raw materials, semi-finished products and other physical resources.
One of the most important physical resources used in the process of knowledge management
are modern communication and information technologies (e.g. computer, phone).

Information resources are all kinds of useful data and information derived from the
environment, which the organization needs to make decisions effectively in all areas of its
operation. These resources form the basis of the knowledge management system. The ability
to determine which information resources the organization needs is one of the most important
competences of the companies operating in the knowledge-based economy.

Financial resources derived from the environment can take many forms, such as:
investment loans, shares of the organization, subsidy for specific projects from EU funds, etc.
These resources can be used by the company both to finance current operations as well as for
long-term development. They are essential for the proper operating of the knowledge
management system. The most important groups of cost connected with the implementation
of the KMS are: equipment (computers, servers, palmtops etc.), software, training sessions
and education, textbooks, conferences, counselling and active participation in knowledge
management activities, organization of events within the scope of knowledge management,
cost of general management, managing the knowledge management system and personnel
(salaries and other expenditures connected with maintaining various jobs connected with KM)
(Maier, 2002).

If the creation of the knowledge management system has substantive justification, it
must create a specific added value, which is reflected at the output of the system. In other
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words, the output value of the system must be greater than the input value. At the input to the
knowledge management as a system there are resources taken from the environment, while at
the output — knowledge in the form of concepts, new ideas, knowledge codified in the form of
new (or improved) processes, procedures, goods or services. Knowledge, properly managed
thanks to the functioning system, enables the organization to achieve its business goals better,
faster, cheaper and easier. In this way, the added value created by the knowledge management
is expressed, in other words — the business dimension of knowledge management.

6. Organization’s responding to environmental changes

Various organizations respond differently to changes occurring in the external
environment. Some ignore them, others try to flexibly adapt to them in order to exploit the
opportunities and counter the threats emerging in the environment. The organizations also try
to anticipate changes in the environment and their potential impact on the company in order to
prevent threats in advance and create the best possibilities to exploit potential opportunities.
There are also companies which attempt to influence the state of environment so that it is
conducive to the development of the company.

The choice of which specific actions will the organization take in response to changes in
the environment of the knowledge management depends on many factors, primarily on:

- Type and strength of changes occurring in the environment;

- Ability to notice the ongoing changes;

- Specificity of industry in which organization operates;

- Organization’s characteristics (for example its mission, vision, strategic goals);

- Ability to determine the nature of the impact of environmental changes on the
organization and knowledge management;

- Availability of resources enabling to take specific actions in response to changes;

- Capabilities and abilities to use resources in response to changes occurring in the
environment.

While considering the organization’s possible reactions to the environmental changes, it
should be borne in mind that the environment can exist without a specific company, but no
organization can exist without the environment, which creates the conditions for its
functioning and provides it with resources necessary to act.

As it was already mentioned earlier in this article, organizations are functioning in
turbulent environment, where changes are often unpredictable. In order to be able to respond
to changes in the environment, organizations must monitor them systematically.

Figure 2 shows a procedure to be followed by the organization in response to changes
in the environment.

The first step is to identify environmental factors which affect knowledge management,
and to determine their significance for efficiency of KMS functioning. These factors which
are of high importance for knowledge management effectiveness should be monitored
systematically by designated individual (employee) or organizational unit. Then the process
of environmental monitoring is carried out and the nature and strength of the observed
changes are determined. Taking into consideration identified impact of environmental
changes on knowledge management system, decisions concerning company’s response to
observed changes are made and actions accordingly to these decisions are taken.

Then the effects of actions taken in response to observed environmental changes are
identified. If the results are satisfactory, then the process of environmental changes
monitoring should be continued. However, if the results are not satisfactory, then the reasons
for this state of affairs must be specified. In particular, determination which stage (or stages)
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Figure 2: The organization’s proceedings in response to changes occurring in the environment
(own study)

Following the procedure presented above allows organizations to respond properly to
changes taking place in the environment as well as to preserve a competitive advantage in the
market.

7. Conclusions

The primary role of the environment for the organization and its systems is to create
conditions in which the company operates and to provide the resources necessary for its
proper functioning. However, the ongoing process of globalization and the turbulent
environment of the organization make it more and more extensive and complex and the
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capabilities of its impact on the organization’s systems — bigger and more difficult to predict.
Lack of detailed description of organizations environment causes, that nowadays most
decisions in enterprises is made in conditions of uncertainty. To reduce the degree of this
uncertainty companies should regularly monitor their environment, and changes which occur
in it must be taken into account when making decisions.

Procedure presented in this article, related to the organization’s proceedings in response
to changes occurring in the environment, shows what, how and when should be done in order
to increase efficiency of knowledge management in the organization. This procedure makes
the KM more logical, structured and easy for both managers and employees, which makes
them more likely to engage in activities in the area of knowledge management in
organizations.
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AHAJIN3 IICUXOPU3NOJIOTUYECKOI'O 310POBbSA
KOMBOTAHTOB IIEPE]l KOMAHAUPOBAHUEM
JIJIS1 OCYIIECTBJEHUS IPABOOXPAHUTEJIBHON
AEATEJBHOCTHU B OKCTPEMAJIBHBIX YCJIOBUAX

T. P. TU3ATYJUUIMH

Abstract

The paper contents an analysis of own research of psychosomatic state police before heading to
“spetskomandirovka” resulting from their testing procedure MMPI, objective laboratory and
instrumental diagnostics. Arrays MMPI profiles were subjected to the procedure of automatic
classification — cluster analysis by the method of K-means to determine whether the typological
groups somatic psychological characteristics was applied software algorithm “syndromic data
analysis” (SAND). The research allows objectively characterize the state of the mental and physical
departing on a mission combatants.

Key words: psychosomatic characteristics, health police, combatant, special trip, MMPI, cluster
analysis, analysis of syndromic data.

1. Bseaeuue

B mocnennue mecsAaTHIETHS MPONILIOrO M Hadalla HBIHEIIHETO BEKa BO3POCIIO YHCIIO
JIOKQJIbHBIX BOEHHBIX KOH(JIMKTOB M TEPPOPUCTUYECKUX AKTOB, B KOTOPHIC BOBJICUEHBI HE
TOJIKO TPEJICTABUTEI BOOPYKEHHBIX CHJ, HO M COTPYAHHUKH OPTaHOB BHYTPEHHUX JIEI.
JleiicTBytomasi Ha HHX COBOKYIIHOCTh IICHUXOTPaBMHUPYIOIIMX (AaKTOPOB MPUBOAUT K
JEKOMITCHCALIUU TICHXHUYECKOW JEATENbHOCTH, YBEIWYCHHIO 3a00JIEBAEMOCTH W BJICYET 32
co00if MOCTaHOBKY HOBBIX HccienoBarenbckux npodnem (Ichitkovkina, 2013, p. 68). K takum
npobiemMaM, B YaCTHOCTH, OTHOCHUTCS HEOOXOIMMOCTh NMPOTHOCTHYECKOW OLIEHKH IICHXOCO-
MaTHYECKOTO 3/I0POBbsI COTPYTHUKOB MOJIMIIUH JI CBOEBPEMEHHOTO IMPOBEIEHUS KOMITJIEKCa
MEIMKO-TICHXOJIOTHYECKUX peaduInTalnoHHbIX Meponpustuil (Strelnikova, 2013, p. 45).

Lenp nccrienoBanus: 0OBEKTHBHAS KOMIUIEKCHAS OIEHKA TICHXOCOMAaTHYECKOTO CTaTyca
COTPYTHUKOB BOCHH3WPOBAHHBIX KOJIEKTUBOB IEpe]l Y4aCTUEM B BHITIOJTHEHHH ONEPATHBHO-
CITy’KEOHBIX, CITY)KEOHO-OO€BBIX M HMHBIX 33/1a4, COINPSHKEHHBIX C OIMACHOCTBIO Uil KU3HU W
MIPUYUHEHUEM BpeZa 3/I0POBBIO.

2. Marepuajnbl  METOAbI

B aHAJINTUYECKUI MaTepuan BOILIIN pe3yabTaThl BHEIIJIAHOBBIX
MICUXOMPO(UIAKTUIECKMX OCMOTPOB M OOBEKTHUBHBIX JIA0OPATOPHBIX U MHCTPYMEHTAJIbHBIX
oOcnenoBanuii 177 COTPYAHUKOB CIELIOApPA3/ICIeHUl OpraHoB BHYTpeHHMX Poccun mo
PecnyOnuke bamkopTocTaH, BBITOJHAIOMNX 3a/1a4l B 0cOObIX ycioBusx. [lcuxonoruueckoe
uccrnenoBanue npoxoauno 1o meroguke CMMUII (566 Bompocos) (Sobchik, 2007, p. 35),
(Gbu3MoNIOrMYecKoe COCTOSHUE KOMaHAMPYEMbIX, OLEHuBajiock 1o 43 mapamerpam
(mokazarenu oOmIEro W OWOXMMHYECKOTO aHAaJU30B KPOBH C ONpEAEICHUEM YPOBHS
ANEKTPOJIUTOB, OOLIMI aHalM3 MOYM, H3MEpHUMbIE II0Ka3aTead CepAeyHO-COCYIUCTON
CHCTEMBI), B OIIMCAaHKE BOILIM T€ U3 HUX, KOTOPbIE UMENN TOCTOBEPHBIE pa3nnuus. Bospact
COTPYJIHHKOB BapbupoBaJ OT 21 roga 1o 45 neT, KoJIU4eCTBO KOMAaHAUPOBOK B T.H. «TOPSTYHE
TOYKW», B KOTOPBIX MOOBIBAN KaXAbI COTPYIHHUK moiuuuu, oT 1 no 12 pa3. ITo gacrore
BCTPEYAEMOCTH BO3PACTHOM JMama3oH ObUT pa3ouT Ha Tpu Kareropuu: 1 — o 25 ner, 2 — 25 +
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35 ner, 3 — crapuie 35 ner. Uucio KOMaHIUPOBOK TaKKe OBUIO PACHpEnesieHO MO0 TPeM
KareropusaM: 1 — ojHa moesnka, 2 — oT 2-X 70 5-TH MM0e3/10K, 3 — 0oJiee 5-TH MOe3I0K.

Maccusl CMMWJI-ipoduieit mepen oOTOBITHEM CYOBEKTOB OOCJIEAOBAaHHUS B
CHEIIKOMAH/IUPOBKY OBLIM IMOABEPTHYTHI MPOLEAYpPE aBTOMATHYECKOW Kiaccupukanmum —
KiactepHomy aHanu3y mno merony K-cpemnmx (Raizin, 1980, p. 390; Oldendefer, 1989,
p. 215).

[IpoBeneHNEe COOTBETCTBHSI MEKAY TUIOJOTUISCKUMH BapUaHTAMU TICHXOJIOTUYECKOTO
COCTOSIHUSL OOCJIelyeMbIX W KIMHUYCCKUMH JIaHHBIMH, OTPAXKAIOIIMMHU COCTOSHHE HX
3JI0pOBbs, OBLIO OCYIIECTBICHO C HCIIOJIB30BAHHEM YHUKAJIBLHOTO MPOTPAMMHOTO TaKeTa
«CunapoManbHbIi aHanu3 JaHHeX» — SAND.

3. PCSyJIBTaTbI U JUCKYCCHUA

[Tpumenenne k maccuBam CMUJI-npoduneit k HUM MpoLEeaAypHl KIACTEPHOTO aHAIHU3a
MOKa3aj10, YTO ONTHMAJIBHBIM SBJISETCS BBIJICJICHUE TPEX NPEICTABUTEIBHBIX KIACTEPOB —
tunoyiornyeckux BapuantoB CMUJI-ipoduneii, BkitoyaBmux B ceOsl, COOTBETCTBEHHO, 44,
56 u 76 cayqaes (Puc. 1).

Tpodymm CMITTT
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Puc. 1: Ipogunu mecma CMUJI 6 mpex munono2uueckux epynnax, GbisiIeHHbIX 00 OMNPAGKU 6
CREeYyKOMAanOUupoBKy

ITo ocu abcuucc — mkanel Tecta CMUJI (pacmmdpoBka B rnaBe «Marepuaibl u
MeToab»). Ilo ocu opauHAT — 3HaAUeHUs MO IIKajaM, BbIpaXKeHHble B T-Oamnax. YKa3aHbl
CPEIHME 3HAYEHHs IO KAKIOM MKajme s Bcex Tunonormdeckux rpymm. I'JIM — rpaHuns
JIOBEPUTENBHBIX MHTEPBAJIOB JUIs cpenHuX 3HadyeHuid, CO — craHiapTHbIE OIIMOKH CPEIHUX
3HAYEHUH.

[TepByto Tpynmy oOcieayeMbIXx MOXKHO 0003HA4YMTh Kak «VICKpeHHWE arrpoBaHTHl U
JUCCUMYJISIHTBI» C IBHO HETATUBHBIM, «3aLIUTHBIM» OTHOLIEHUEM K IIPOLIECCY TECTUPOBAHUS,
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KaK IOMNBITKE BTOPTHYTHCA B TIIATEIBHO CKPBIBAEMBIM OT IIOCTOPOHHUX MHUP UX BHYTPEHHUX
nepexuBaHuid. IIpu  SIBHOM OTCYTCTBMM — «THUIIEPCOLUATBHOCTH OHM MEHEE, 4YeM
NpPEJICTaBUTENIM JIBYX JPYTUX TPy, HWHHUIMATHUBHBIL, HW300peTaTeNibHbl, CKIOHHBI K
UMIPOBU3ALMAM, cOAJIAHCUPOBAHBI B MHTEIUIEKTYaJIbHOM M SMOLIMOHAIBHOM IIJIaHE.

Peakuust mpencraBuTeneid BTOPO TUIOJIOTHYECKON TPYIIIBI HA MPOIIECC TECTUPOBAHUS
BIOJHE HOpMaTuBHas. Ho cieayer OTMETUTH, YTO MPEACTABUTENM JIAHHOW Tpynmbl (KaK U
BCEX MPOYMX) BBIPAXKEHO HETaTHMBHO OTHOCATCA K MPOLIECCY TECTUPOBAHUS. JTO, OJHAKO, HE
MPUBOJUT K <«BAIIUTHOMY MOBEICHUIO», MOCKOJIbKY K CBOMM HEIOCTaTKaM U JOCTOMHCTBAM
OHM OTHOCSITCSI BIOJHE OOBEKTHBHO, CAMOKPUTHUYHO U, MPEOJOJIeBasl «HETaTUBU3MY» B
OTBETaX Ha BOIMPOCHI TECTA, HE CTPEMSATCS CKPBITh CBOE€ HUCTUHHOE COCTOSIHHE.

[IpencraBurenu TpeTbel THUIIOJOIMYECKOM TIpynIbl K ~ CBOMM HENOCTaTKaM M
JOCTOMHCTBAM OTHOCSITCS BIIOJHE OOBEKTUBHO, CAMOKPUTHYHO, HE CTPEMSATCS CKpPBITh CBOE
UCTHHHOE COCTOSHHE «3a 4YyXoW nuunHOi». Ocobo cieayeT OTMETHThb, YTO  JIOJIA
HEraTUBHOI'O OTHOLICHHS K TECTUPOBAHHUIO 3/1€CH ITOYTU YETHIPEXKPATHO HUXKE, YEM B IIPOUUX

rpymnmax.
OnTuUMalbHBIM OKa3aJoCh BBIIEICHHE TPEX KIACTEPOB — TUIOJIOTMUYECKUX TPy
o0cienyeMbIX CyObeKTOB YHUCICHHOCTBIO 37, 75 u 65 ciydaes.

MOKHO CKa3aTb, YTO BBISBICHHBIC TUIIOJOIMYECKHE BAapUAHThl JIEMOHCTPUPYIOT Ham
JUIIb pasHble CIOCOOBI YCTPOEHUS TAaKoro (PYHKIMOHAIBHOTO COCTOSIHUSI OpTraHW3Ma,
KOTOpO€ OOBEKTHMBHO U CYOBEKTMBHO COOTBETCTBYET KATErOpUU «3JO0POBBIH UEIOBEK».
Kpome Toro, XopoIio 3aMeTHO, YTO «3I0POBHE» 00ECTIeYNBACTCS TUIACTHYHOCTHIO TIOBEACHUS
OpraHu3Ma Kak CHUCTeMbI, KOTOpas oOecreyuBaeT BO3HHUKHOBEHHUE pa3INYHBIX
KOMITO3UIIMOHHBIX BAPUAHTOB COCTOSIHUSI BCEX €ro IOJCUCTEM, OOECHeUrBaAIOIINX
COXpaHEHHE OOIIEro COCTOSHUS B «TPAHULAX YCTOMUMBOCTI.

Bech KOHTHHI'€HT KOMaHIUPYEMBbIX JOCTATOYHO OTYETIMBO pAa3JIMYyaeTcss Ha
TUIIOJIOTUYECKOE TPYIIBl KaK MO NPOQUII0 JIUYHOCTHBIX XapaKTEPUCTHUK, BBISBIISIEMbIX
ornpocunkoM CMMIIL, Tak ¥ 1mo npopuiiro onvcaHuss UX (PU3HOIOIMYECKOIO COCTOSIHHUA,
BBISIBJISIEMOIO B XOJI€ KIIMHUUYECKOTO oOcienoBaHus. [Ipy 3ToM nmonbITka HAWTH CBS3b MEXIY
MICUXOJIOTHYECKUMU M (DU3MOIOTUYECKUMHU «IpOQMISIMU» HE YyBEHYalach YCIIEXOM MpHU
WCIOJIb30BAaHUN CTaHIAPTHBIX METOJ0B KOPPEISLMOHHOIO aHaiu3a. B cuily 3TOro Msl
pelId TPUMEHUTh K TOUCKY COOTBETCTBHSI MEXKIY THUIOJIOIMYECKUMHM BapHaHTaMU
MICUXOJOTMYECKOI0 COCTOSIHUSL 0OCNIeAyeMBbIX M KIMHUYECKUMH JaHHBIMU, OTPa’KaIoLIUMHU
COCTOSIHUE X 3710POBBS, IPOrpaMMHBII nakeT «CHHApOMaIbHbIN aHann3 qaHHbIX» — SAND.

Jns mepBoit Tunonorudeckoi rpymnnel CMUJI (ycnoBHoe HaszBaHue «lckpenHue
arrpoBaHThl U TUCCUMYJSHTBD U3 44 yenoBek, onepupys 34 KIMHUYECKUMH IpU3HAKAMHU,
JI0 aBTOMaTU4ECKOTO0 OCTAHOBKU H3-32 HEBO3MO)KHOCTHM YJIYUYIIMTh PELIECHHE, IpOrpaMma
SAND oto6pana 16, .T.e. MOYTH MOJIOBUHY, YTO HE CUUTAETCS ONTHUMAIBHBIM BapUaHTOM

(Tabm. 1).

[TonmyyeHHOe pelleHHE TMpH <«IIOpOre BKIIOYEHHUs» S5 obecrednBano, OJIHAKO,
MpaBWIbHBIN 0TOOP TONIbKO 68% cyOBeKkTOB nepBoi Tunoiorudeckoi rpynmnsl CMUJL, xoTs u
IIpU IPUEMIIEMOM YHCJIE OIMOOK BTOPOrO poja («IokHble oOHapykeHue») — Bcero 5%. To
€CTh, IOCTPOEHHOE MPAaBHJIO HMMEET HCKIIOYUTENBHO ABPUCTHYECKOE 3HAaYeHHE. XOpOIlIo
BUJHO, YTO B HEro BOIUIM KaK HEKOTOpble M3 MPH3HAKOB, O00ECIEUMBAIONINX
mudGepeHIPOBKY «(PU3NOTOTHIECKUX» TPODUIICH, TaK U T€, KOTOPHIE B (PU3HOTOTHIECKUX
npodmiIsx 3HAYMMO HE pPa3IMYaJIMCh. 3aMETHO TaKXe, YTO MHTEPBaIbl H3MEPSIeMbIX
(hU3MONIOrMYECKUX MPU3HAKOB, CHOPMUPOBAHHBIE POTPAMMON /1711 OOHAPYKEHUS 3aJJaHHOTO
TUMa OOBEKTOB, O4yeHb  y3kue. CienoBaTenbHO, 00pazHO TOBOps 68% MpPaBHIBHBIX
oOHapyXeHHI OB «HAOpPAHBI TT0 KpoXam». ITO 03HAYAET, YTO MEPBOMY THITOJIOTHIECKOMY
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Bapuanty CMUJI (akTuueckn HE COOTBETCTBYET KaKasi-TO YETKO BBIPAKEHHAS KOMITO3UIIHS
(U3MOJIOrMUECKUX MPU3HAKOB.

Ta6. 1. Knunuueckue npusnaxu, obecneuugaroujue omoop auy u3 nepeoti munoiocuieckoll epynnst no
npoghuno mecma CMUJI

Ne IIpuznak Kareropusi njm rpaHunbl npu3HaKka
1. | JInacromudeckoe qaBlicHHE 71 +73 MM p.c.

2. | CermeHTOsIA€pHBIE HEUTPODHUIIBI 46 + 48 mr.

3. | MoueBas kucioTta 418 + 504 mMmomb/n
4. | COD 7 + 10 mm/ ac

5. | Kpeatnnun 67 + 77 MKMOIB/I
6. | I'emornobun 159 + 164 1/n

7. | JlumdounTer 25+ 37 mr.

8. | UcC 78 + 80 yn/muH

9. | ACT 42.5+48.5 Ell/n
10. | IIpoTpoMOMHOBBIIi HHIEKC 90% + 106%

11. | OO6uwmii 6e10K KpoBU 66 + 84 1/n

12. | Cucronndeckoe IaBiIeHUE 112 + 116 mm.p.c.
13. | MoueBuHa 7.5 + 8.6 MMouIB/1I.
14. | AnpOyMUHEI 447 =457 v/n
15. | Hatpwmit 135 + 137 mmous/n
16. | O6wwwmii onnupyouH 13.7 + 14.5 mmonb/n

Jlia  Bropoit  Tunosormyecko  rpynnel  CMUJI  (ycnoBHoe — Ha3zBaHMe
«rapafiokcanpHas» H3 56 uenoBek, onepupys 34 KIMHMUYECKMMH [PU3HAKaMH, 10
ABTOMATHUYECKOTO OCTAaHOBA M3-32 HEBO3MOXKHOCTH YJYYIIUTH perieHue, mporpamma SAND

0T06pana 18, T.C. UYTb 60.]'[66 IIOJIOBUHBI, YTO HE CUHUTACTCA OINTUMAJIbBHBIM BapUAHTOM
(Tabu. 2).

[TonydyeHHOe peleHue MpHu «10pore BKIIOUEHUs» 6 00ecrneuynBano npaBuiIbHbIA 0TOOP
TONBKO 55% cyObekToB BTOpod THnosiornyeckoil rpynnsl CMWJI mpu uucne ommbok
BTOPOTO pojia («J10KHBIe O0Hapy)keHue») — Bcero 7%. To ecTh, MOCTPOEHHOE TTPABUIIO B €IIIe
OonplIel CTEMEHW MMEeT MCKIIOYHMTENbHO 3BpHCcTHYEcKoe 3HaueHwe. OOpaiaer Ha cels
BHUMaHHE TO OOCTOSITENILCTBO, YTO NPU (DaKTUYECKH aHAJIOTMYHOM HaOOpe IMPU3HAKOB C
NEepBOIl IpynIoil WX 3HAUYEHUS M UHTEpBaJbl MOTYT Kak pa3iuyarbCcsi (COBUT), TaK U
YaCTUYHO HAaKJIa/AbIBaThCs. OJTO B elle OoJsbIIed CTENEeHU CBHJIETENBCTBYET O Ci1adoM
pa3fielieHuH TPYyNI C pa3HbIM «IICUXOJOTHYECKUM THOPTPETOM» MO (U3UOJIOTHUECKUM
rapaMmerpam.

Haubonee spko 3T0 mposBUIOCH B OTHOIIEHUU TPEThEN TUIOJIOTUYECKOW  TPYIIIIbI
CMUJI, wnHaumbonee MHOTOYMCICHHOM — 77 ciyyaeB, KOTOPYIO MOXHO YCIOBHO
OXapaKTepU30BaTh KaK «OTHOCUTENIBHO COAJIaHCUPOBAHHYIO». JlJI 3TOU IpymIbl MOCTPOUTH
«pelIaroliee MpaBuIo» AJIsl BbIIEICHUS CYOBEKTOB ¢ TAKUM NMpOoduIeM JUYHOCTH BOOOIIE HE
ynanocb. OtobpaB 14 npu3HaKOB W JOCTUTHYB «IIOpOTa BKJIIOYEHHs» 6 mporpaMmma
COBEpIIMJIA OCTAaHOBKY, O3HAYaIOUIyl), YTO JaJbHEHIIEE YIy4IIEHHE CEJICKTUBHOCTH,
nocturatomiee Bcero 16% mnpu HaaMuHOM Habope NPU3HAKOB MPOCTO HEBO3MOXKHO.
@dakTHYECKH A3TO O3HAYaeT, 4YTO, €CJIM MepBble JBE TPYNIbl XOTh B KakoW-TO Mepe
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pa3fensaioTcss B HpPOCTpaHCTBE 34 KIMHUYECKUX IapaMeTpoB, TO TPeThs (hakTHdecku
HaKpbIBaeT 00JIACTU UX PACIIONI0XKEHUS, «Pa3Ma3bIBACTCS 110 MPOCTPAHCTBY COCTOSHUM.

Tab. 2. Knunuyeckue npusHaxu, obecneuusaiowue omoop iuy u3 6mopoi munoiosudeckoll 2pynnot no
npogunro mecma CMUJI

Ne IIpusznax Kareropus uiu rpanunbl NIPpU3HAKA
1. | JlumdounTsr 23 + 24 mr.

2. | AJIT 31 +39E/n

3. | TpomGoIUTEI 210 + 214 TtrIC.

4. | nacToiamyecKoe AaBiICHUC 70 + 88 MM pr.c.

5. | UCC < 68 yn/mMuH

6. | Kpeatunun 54 +59 mrmonp/n — 144 + 154 MxMounb/n
7. | OOwmuii Genok KpoBU 77+79 t/n

8. | MoueBas kucmnora 70 + 130 MMmomb/1

9. | Harpuii 137 + 138 MMonb/n

10. | JIeWKOIHTHI > 5 THIC.

11. | F'emorio6uH 131 +1391/n

12. | CermeHTOsACPHBIE HEUTPODUITBI 50 + 55 mw.

13. | Cucronnyeckoe IaBiIeHUE 130 + 134 mm.pT.C.

14. | ACT <42.5EJl/n

15. | T'moko3a >5.5 MMoub/m.

16. | MoHOUHUTHI 3+ 10 mr.

17. | IIpoTpoMOMHOBEIN HHIEKC 94% + 96%

18. | OO6wwmii onnupyoun 20 + 29 MMOJIB/T

4. 3akjao4yeHue

IIpoBenennsbIe UCCIIEJOBAHNE MOKa3aIx COYETaHHE BO B3aUMOCBSI3U
MICUXOCOMATUYECKUX XapaKTepUCTHK KOMOATaHTOB 10 OTMpaBJIEHUS B CIykeOHO-OOeBbIe
KOMaHAUPOBKU. B 11€10M, HA OCHOBAaHUU NMPUBEACHHBIX JAaHHBIX, MOKHO YTBEPXKJaTh, YTO
BCE OTHpaBisieMble CcOTpyaHUKHM MBJI mcHUXOJOrM4eckM W COMAaTHYECKH 30pOBBI.
VYcTaHOBNIEHHBIE OTKJIOHEHHUSI HEKOTOPBIX OOBEKTHBHBIX IOKa3aTesleld He XapaKTepU3yIOT
COCTOSIHME NAaTOJIOTMU B OTAEIBHBIX C(OOPMHUPOBAHHBIX TIpyNmnax, a JHIIb OTPaKaIT
HaXO0XK/JCHHUE TOKa3aTeleldl B «TpaHHULaX HOPMBI». AHAIM3 pe3yJabTaTOB pabOThl YCTAHOBHII
OTCYTCTBHE NPEMOPOUIHBIX OTKIOHEHMH IICHXOCOMAaTHYECKOIO COCTOSIHHS MOJIMLEHCKUX,
KOTOpbIE€ MOIJIM OBl CBUAETEILCTBOBATh 00 OKUIAEMbIX HEOJIArONPHUATHBIX W3MEHEHUSIX
3JI0pOBbsI B pe3yJbTaTe MCUXO0-3MOIMOHAIBHOTO M (PU3NYECKOTO HANpPsDKEHUS B YCIOBUSX
JKCTPEMAJILHOM AESTEIBHOCTH.

bubsamnorpadmus:
[1] Bou Paiizun, Ix. (1980). Knaccudukarms u kinacrep. Mup, 390.
[2] WuurkoBkuua, E. T'., 3nokazosa, M. B. (2013). KiuHHKO-IHAarHOCTHUECKHE ACTEKThI OOEBOM

MICHXUYECKOW TpaBMaTH3aIlUN TIOJTUIEHCKUX CHENmoApa3aeneHuil. Meouyunckuil 8ecmHux
MBJ], LXII(1), 68-73.

107



ROZWOJ POTENCJALU LUDZKIEGO
HUMAN POTENTIAL DEVELOPMENT
Stupsk, 25 — 26 June, 2014

"

[4]

[5]

[6]

[7]
[8]

[9]

[10]

Koxepnankos, b. A., Illocrak, II. I'., Kietimenos, B. H. (2013). OcoGeHHOCTH JTUYHOCTH Kak
dakTop prcka GOPMHUPOBAHHS COCTOSHUM Jie3aJaNTallii Y COTPYJAHUKOB OPTaHOB BHYTPCHHUX
nen. Meouyunckuti eecmuux MB/[, LXIV(3), 65-69.

Kotenes, U. O. (1990). llcuxonocuueckoe obecneuenue desmenvuocmu auuno2o cocmasa OB/ 6
IKCMPEMATLHBIX YCL08USX (HA ONbIME NCUXOL02UYECKO20 0OECNEUeHUsl 8 NEPUOO BOOPYIHCEHHO2O0
KoHGhrukma 8 HYeuenckou Pecnybnuke). Axagemus MBJ]I Poccun, 58.

Metomnueckne pexoMenmarmu Ne 22/29/ITITJ1-2467 (2007). Ocobennocmu opeanuzayuu
BHENIAHOBBIX NCUXONPOPUIAKMUYECKUX 00CIe0068aHUL COMPYOHUKO8 OP2AHO8 BHYMPEHHUX NO
Pecnybauxe bawkopmocman, seinonnsrowux 3adauu 6 ocoowvix ycaosusax. M.: U1 MCL MBJL
Poccun, 38.

Metoanyeckue pekomenmanuu Ne2/48-2406 (2007). Ilcuxonosuueckue npuemvt nOGbLUECHUS
CMpeccoycmouuusoCmu cCompyoHuKos opeanoe snympennux oea. Y pa: MCU MBJI o PB, 112.
Onnmenaepdep, M. C., bmmdwunn, P. K. (1989). Kracmepuwiti ananusz//@axmopruiil,
OUCKPUMUHAHMHBIL U KIacmepHblll ananusz, 215.

Cobunk, JI. H. (2007). Cmanoapmuszuposanuwiii. MHO2OMAKMOPHLIL MeMOO UCCACO08AHUS
JUYHOCTU CMUJl (MoOugpuyuposanrvlil mecm MMPI). http://www.psy-
files.ru/2007/09/06/standartizirovannyjj_mnogofaktornyjj_met.html.

CrpenpaukoBa, 0. 0. (2013). MotuBanus ydacTusi B OO€BBIX JEHCTBHSIX U €€ BIUSHHE Ha
BBIPOKEHHOCTh  TICHXOJOTMYECKUX TMOCIEACTBUN. Meduko-6uonocuueckue u COYUANbHO-
ncuxonocuyeckue npooaemvl Oe30nacHoCmu 6 upe3gviyatiHulx cumyayusx, 3, 45-50.
Cunenuenko, A. I'. u gp. (2013). CTpyKTypHO-IMYHOCTHBIE TOKa3aTeld NPEMOPOHIHOTO
nepuojia HEBPOTHYECKUX PACCTPOWCTB Y BOCHHOCHYXAUX. Meouxo-buonocuveckue u
COYUANbHO-NCUXOSI02UYECKUe NPoDeMbl DE30NACHOCMU 8 Upe38blualinblx cumyayusx, 3, 41-45.

Anpec aBropa/Address of author:

Gizatullin Tagir RAFAILOVICH, PhD.

Assistant Vice-rector for Research and Innovation
Bashkir State Medical University

Lenina st. bld. 3

45000 Ufa

Russia

e-mail: 222_GTR@mail.ru

Positively reviewed by first reviewer: 27 February, 2014
Positively reviewed by second reviewer: 26 March, 2014

108



ROZWOJ POTENCJALU LUDZKIEGO

HUMAN POTENTIAL DEVELOPMENT
Stupsk, 25 — 26 June, 2014

THE DYNAMICS OF INTERCULTURAL COMPETENCE IN THE
STUDY AND POST-STUDY PROCESS

VLADIMIRAS GRAZULIS — ELZBIETA MARKUCKIENE

Abstract

The article discusses perception of conceptions of multiculturalism and its importance for the
development of intercultural competence of students, alumni and teaching staff. The interest in
multiculturalism trends in the study and post-study process in Lithuania has arisen quite recently,
meanwhile, the need for intercultural competence in the development of intercultural dimension is
growing, because, due to the increase of interculturalism of the content of study programmes,
academic exchange is more active and the experience gained is further developed at the alumni stage.

The article analyses the approach of different scientists towards the phenomenon of
interculturalism and means of development of intercultural competence. The aim of the research
conducted by the authors in the IV quarter of 2013 is to identify the need of the academic community
and alumni for the development of intercultural competence. The statements of this questionnaire
provided for the respondents help to reveal the following: frequency of communication with foreign
nationals, the respondents’ opinion on the development of their intercultural competence and the most
common barriers which hinder the effective intercultural dialogue.

The article proposes a hypothesis that the dynamics of intercultural communication is related to
the respondents’ education, a hypothesis was confirmed, because respondents with a PhD
communicate with foreign nationals more frequently (e.g., they go on business trips and internships
abroad) in comparison with students, have more experiential skills and a much wider range of
intercultural contacts.

Keywords: interculturalism, intercultural competence, multiculturalism and academic community.

1. Introduction

Lithuania, upon joining the European Union, is gradually becoming more appealing for
third-country students, who are attracted by the opportunity to acquire education in one of the
EU countries. The education strategy of Lithuania of 2013 — 2022 states, that in the era of
globalization, it is important to newly perceive one’s national identity, to realise what unites
people and relates them with Lithuania. Besides, this document provides for proper care of the
influence of migration on education and increase of internationalization
(http://wwwa3.Irs.It/pls/inter3/dokpaieska.showdoc_1?7p id=463390&p_tr2=2).

According to the data of the Ministry of Education and Science in 2011 under the
Erasmus exchange programme 3538 students went to study some part of their course abroad
and 1348 teachers went to lecture. In 2011 under the same programme 1877 foreign students
and 1218 foreign teachers came to institutions of higher education of Lithuania. In 2012-2013
4928foreign students studied at institutions of higher education of Lithuania: 1354 — from the
EU states and 3574 — from other countries (Department of Statistics, 2013). In
2012538foreign teachers lectured at institutions of higher education of Lithuania. In the past
years, the number of international students coming for a full degree has grown. Although
initiatives of academic mobility, such as Erasmus (1987), have existed for several decades,
only recently attention has been drawn to the question of what other competencies, apart from
professional, students acquire during their stay in a foreign country and what benefit those
have for the future career, and most importantly, how much they contribute to the
development of students’ intercultural contacts.

The presented numbers and growth rates of youth exchange still do not correspond to
the full capacity of institutions of higher education of Lithuania to develop studies of
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international students in Lithuania and studies of Lithuanian students abroad, thus it is
probable that in the near perspective the above-mentioned processes will be more rapid. Most
specialists who analyse the penetration of multiculturalism into the academic environment of
Lithuania (Stepanoviene, 2011; Norviliene, 2012; Gerulaitiene, 2013) admit that the positive
outcome of academic exchange is the confrontation of different cultures, which encourages to
seek new sociolinguistic, intercultural, communication etc. experience and develop
competencies necessary for studies or work in an international environment. Such skills
gradually become prioritised and as M. A. Moodian (2012) claims ‘the cultural dynamics
within an organization can no longer be viewed from an ethnocentric perspective’, thus all
competencies are relevant only as far as they help to respond to the environment
requirements.

Scientists pay more and more attention to the issues of effective cooperation between
people of different races, cultures and orientation, which are caused by the necessity of being
able to communicate in a foreign language, to perceive another culture, to preserve one’s own
culture, the need to know history of various countries, etc. The analysis of ‘competencies of
future’ should be focused on such aspects as flexibility, ability to learn, tolerance, orientation
towards self-development, etc. Due to the globalization of the environment and the necessity
to strengthen the ability to operate more efficiently in the multicultural environment, as well
as when studying or teaching at foreign higher education institutions, one of the essential
dimensions of personal qualification is intercultural competence and its consistent
development. Intercultural competence should be evaluated as beneficial for both an
individual and the society in general, because a multicultural community and staying together
in a pluralistic society ‘is no longer a horrifying vision, it simply becomes an alternative to
monoculture’ (Pauriene, 2010).

R. Williams (1983) and many others when analysing intercultural competence define it
as ‘a very complex term, because it builds on another already complex term — culture’.
D. Hellriegel and J. W. Slocum (2004) claim that culture represents certain models of
convictions, ideas, values, views and behaviour, which are shared by a group of people.
Models of intercultural competence which are prevalent in scientific literature, as S. Lloyd
and C. Hartel (2010) claim, focus on three main dimensions — cognition, affect, and
behaviour— making intercultural competence conceptually similar to an attitude. It is possible
to agree with the position of Lloyd and Hartel (2010) that the concept of intercultural
competence is conceptually similar to an attitude towards another culture, because when
different cultures cross, emotional barriers are unavoidable, thus if there is lack of awareness
of another culture, the attitude of a person, which had already been formed, in the long run
turns into prejudice sand an obstacle to effective communication. It was noted that a person,
who has had some negative experience of communication with a representative of another
culture, tends to project the same experience onto another foreigner. U. Liebschand,
N. Petkeviciate (2005) refer to prejudices and preconceptions as an irrational sense of dislike
or hatred, thus it is important to expand the knowledge which would minimize the distance
between representatives of different cultures and would allow them to understand each other
better and solve misunderstandings more efficiently.

J. Campinha-Bacote (2002) states that from the cognitive perspective intercultural
competence means that a person is able to distinguish and explain the differences between
another culture and his or her own culture; from the emotional perspective (sometimes
referred to as attitudes), intercultural competence means that importance is given to certain
feelings, an attitude, which is significant for successful communication with foreign nationals;
and from the behavioural perspective it is important for a person to have communicative skills
and experience. V. Pruskus (2011) supports this position by claiming that each person first of
all seeks to recognise a foreign culture and then to establish what is different about that
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culture in comparison with the culture of one’s own, and finally to perceive the other culture
and its values. These three stages are relevant for each person, who seeks effective
intercultural communication.

A. Fantini (2006) notes that establishment of contacts and communication with people
who speak other languages and are from different cultures provide excellent opportunities to
develop intercultural competence; however, the process is often life-long, thus it is possible to
state that in terms of intercultural competence the process of ‘becoming competent’ is more
important. The reason thereof might lie in the expression of culture in the ever-changing
environment, whereas when cultures cross, new problematic situations develop and the need
for perception of the new reality arises. This thought is supported by Demangeot et al. (2013),
who claim that ‘rather than being an end state destination, intercultural competence is an
ongoing process: marketplace actors become culturally competent rather than are competent’.
Thus each person, who seeks to expand intercultural competence, first of all needs to develop
the learning abilities. ‘The development of intercultural competencies is also positively
correlated with intellectual curiosity, cognitive flexibility and tolerance for ambiguity,” (Ortiz,
McGlone, 2012). This competence should be considered not as something inherent, but rather
as a result of a person’s constant evolution and development (Hoopes, 1997; Fantini, 2000;
Byram, 2004).The interculturally competent person is capable of building meaningful
relationships in another culture.

A. M. Ortiz (2000), who analysed the expression of intercultural competence in the
academic environment, admits, that one of the most complicated situations which she had
encountered when being a member of academic community was ‘teaching and dealing with
difference in the classroom’. This challenge is relevant not only for teachers, who have to
work with students from different countries, but also for students, who get into the academic
environment of a foreign country. Development of intercultural competence takes place in
two directions — through formal learning, which embraces instruction in language,
information about other cultures integrated into the curriculum, expressions of politeness,
customs, etc.; and informal learning, which takes place when students communicate with
foreign nationals and learn from this communication through direct contact and experience.
The problem arises when young people, who are in a foreign country and do not have
adequate intercultural competence, tend to communicate with representatives of their own or
similar culture and speak the language they know.

However this can create an isolated experience. E. Gerulaitiene (2013) notes that
development of intercultural competence should rely on a constructivist paradigm and
application of experiential, problematic and cooperation-based learning, reflexive and
cognitive learning strategies. Application of such methods helps to encourage a more rapid
integration of students into intercultural environment, as they develop trust in their
knowledge, form positive attitude and tolerance towards foreign nationals. Although it is
usually claimed that acquisition of intercultural experience is not possible without real
mobility initiatives or direct contact with foreign nationals, A. J. Taylor and M. V. Hahao
(2006) argue that commonly assumed to be dependent on an international experience or
encounters with foreigners, these competences can be developed in the absence of either. It is
important, however, to pay particular attention to the interplay between theory and practice in
order to ensure greater possibilities of experiential learning’. In this case special attention
should be paid to the methods of development of intercultural competence, which would
encourage students to expand their knowledge about other cultures and develop intercultural
communication skills. In summary, it can be stated that the development of intercultural
competence is realised via two ways — formal and informal study process. Figure 1presents
methods of development of intercultural competence.
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Figure 1: Methods of development of intercultural competence (adapted on the basis of: F. G.
Pampolsand, J. R. Peria, Multinational experiment 6 — Crosscultural awareness, 2010, p. 153)

M. A. Ortiz (2000) notes that students, who have a higher level of intercultural
competence, have more critical thinking (which one of the objectives of the higher education),
consider more alternatives before taking a decision, draw conclusions based on evidence and
the experienced gained, analyse problems from different perspectives, which allows to solve
them in a more flexible way. Besides, the scholar claims that such students are more self-
aware, have a more positive relation with the environment, which helps them to deal with
complex situations more effectively. A. Norviliene (2012), upon the analysis of opinions of
international exchange students on the experience gained comes to a conclusion that ‘studies
revealing the experience of the students who participated in academic exchange programmes
can be useful for improving the organization of educational process. According to the
students, foreign language learning should be more promoted as well as introduction to the
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fundamental differences between cultures, customs and traditions’. Internationalization of
study programmes, encouraging mobility of students and academic staff help to ensure the
development of intercultural competence, the ability to respond to the challenges of the global
world and learn to work in a multicultural environment.

The organization of this article has four main parts: introduction, purpose and methods,
results and conclusions.

3. Purpose and methods

The aim of the research conducted by the authors in the IV quarter of 2013 is to identify
the need of the academic community and alumni for the development of intercultural
competence. For the purpose of the research a questionnaire was designed, Cronbach’s alpha
coefficient calculated with SPSS (Statistical Package for the Social Sciences) programme
(version 21) was used to assess the scale internal consistency. In the questionnaire
Cronbach’s alpha coefficient for individual question blocks is not lower than 0.9, which
means that the questionnaire was designed properly.

The statements of this questionnaire provided for the respondents help to reveal the
following: frequency of communication with foreign nationals, the respondents’ opinion on
the development of their intercultural competence and the most common barriers which
hinder the effective intercultural dialogue.

The article proposes a hypothesis that the dynamics of intercultural communication is
related to the respondents’ education.

The empirical research data help to determine the course of the development of
intercultural competence of the academic community and alumni and identify the problems
characteristic of this process. 352 respondents took part in the anonymous survey; their social
demographic characteristics are presented in Table 1.1t shows that more than three quarters of
all respondents (85.2 per cent) have higher education, more than half of them having
a master’s degree and every tenth — a PhD.

Table 1: Social-demographic characteristics of the respondents (own study)

Characteristics N Per cent

Gender Female 254 71.6
Male 98 28.4
Total 352 100
Secondary (BA students) 53 14.8

Education Bachelor’s degree 68 194
Master’s degree 195 55.5
PhD 36 10.3
Total 352 100

4. Results

Figure 2 and Table 2 present the map of intercultural contacts of the respondents and
their extent. It can be seen that the scope of intercultural contacts is directly related to the
respondents’ education.
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Figure 2: 4 map of the respondents’ intercultural contacts

Table 2: The respondents’ intercultural contacts according to world regions (per cent), (own study)

Region/Education Students Bachelors Masters L?S#S“;rs
The Baltic States 26.4 42.6 45.1 58.3
Eastern Europe 41.5 48.5 34.4 58.3
Western Europe 22.6 33.8 40.0 66.7
Central Europe 32.1 35.3 42.6 55.6
Northern Europe 17.0 27.9 36.4 55.6
Southern Europe 24.5 19.1 23.6 36.1
South and North America 75 13.3 12.3 22.2
Australia 0.0 2.9 15 2.8
The Near and Far East 5.7 8.8 9.2 16.8
Africa 0.0 2.9 4.1 5.6
Others 11.3 10.3 8.7 5.6

Four out of ten current students have contacts with citizens of Eastern Europe,
meanwhile only every fourth student has contacts with other European regions and the Baltic
States. Alumni contacts are larger in scope by approximately one tenth. Due to a more
consolidated life the contacts geography of this group changes and the more active direction
of contacts is with countries of Northern Europe, Australia, countries of the African continent.
On average every second or third respondent with a bachelor’s or master’s degree has
contacts in all European regions. The fact that during the period of post-study the respondents
have more intercultural relations shows the growing need of this group of the respondents to
communicate with foreign nationals. Every second teacher cooperates with foreigners from all
regions of Europe, every fourth — from America and Asia.
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So far, the least number of contacts is established by teachers, alumni, or students with
citizens of Australia and Africa. As we can see the map of the respondents’ contacts helps to
enhance their ability to function in intercultural environment on equal footing, which
corresponds to the strategic goal set in the Education Strategy of Lithuania for 2013 — 2022 to
make the education of Lithuania into a sustainable basis for the enhancement of the state
welfare, educating active and independent persons, who are able to create their own future, as
well as the future of Lithuania and the world, with a sense of responsibility and solidarity
(http://wwwa3.Irs.It/pls/inter3/dokpaieska.showdoc_1?7p_id=463390&p_tr2=2).

As already discussed in the section 2 of the article, the development of intercultural
competence strongly relies on the development of intercultural cooperation. A more important
factor in this process is actually its intensity (Figures 3 and 4). As we can see, the majority of
the respondents have permanent business or personal relations with foreign nationals and the
frequency of communication to a large extent depends on the education level of the
respondent. Thus, the analyses established that (Figure3) three fourths of teachers (76.8%)
and almost two thirds of the respondents with master’s degree (62.16%) actively participate in
international activities, i.e. go on foreign business trips, internships, and practice. Meanwhile
the relevant activity of cooperation with foreigners is characteristic for a bit more than one
third of bachelors (36.7%) and only one fifths of students who study at higher education
institutions (18.8%). It should be noted that 55.8% of the respondents who have a bachelor’s
degree and 73.4% of students who are currently studying do not have any experience of
intercultural cooperation. On the other hand, the majority of the respondents (79.8 %) go
abroad for personal purposes (to visit friends, relatives, on holiday — Figure 4) several times
a year, nine out of ten have a PhD and MA, and a bit less frequently — respondents who have
a bachelor’s degree (85.3%) and students (77.3%).

i Lecturers (PhD) w1 Masters & Bachelors & Students

lo

None [ ' 31.2 ) 55 Q

) 73.4

) 76.8

Several times per year | ¥y 36.7 ©2.0

) 18.8

_ 13.2
Several time per month ;%g 11.8

Figure 3: Frequency of foreign internships, practice and business visits (own study)

To sum up, it can be claimed that the need for the development of intercultural
competence, which provides basic knowledge on possibilities of communication with
foreigners, is extremely relevant for the young learners, because conditions to become a part
of the ever-growing intercultural process are determined at this stage of life.
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Figure 4: Frequency of the respondents’ personal visits abroad (own study)

The analysis of the attitudes of the respondents towards their possibilities to develop
intercultural competence reveals that every seventh respondent (13.8%) does not take part in
this process at all, because most of them are not interested in this possibility (Figure 5). Only
every third student is interested in the development of intercultural competence.
Unfortunately, other students believe that their educational institutions do not provide
appropriate conditions to take interest in this matter. Every third respondent, irrespective of
the research group, is responsible for the development of intercultural competence on his or
her own. Every fifths or sixths respondent in order to develop personal intercultural
competence acquires good practice from their colleagues. It was noted that respondents who
go on business trips, during which they can communicate in a foreign language, experience
a different culture, and understand the nuances of foreign courtesy, have greater opportunities
to develop competence. The study showed that respondents with a doctoral degree go abroad
three times more frequently than respondents with a bachelor’s or master’s degree, and five
times more frequently than students. Besides, it is possible to claim that due to the expansion
of intercultural contacts interest in the development of intercultural competence is becoming
more relevant.

i Lecturers (PhD) @ Alumni = Students

/'I
. [ S— .
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encouraged, we learn from each other
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Figure 5: Possibilities of the respondents to develop intercultural competence, % (own study)
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The analysis of the respondents’ experiential skills shows positive dynamics (Table 3)
when their education is higher. Every fourth teacher (PhD) and MA holder, when making new
contacts, do not give priority to the representatives of their own nationality, meanwhile only
one out of nine students shares this view. However, even the answers of teachers (PhD) and
MA holders might not indicate that these respondents have adequately developed skills of
intercultural communication.

Table 3: Evaluation of the skills acquired by the respondents (own study)

Comparative weight of the number of respondents, who
Statements gave the highest evaluations (% of all respondents)

Students Bachelors Masters Lecturers (PhD)

When making a contact with new people
I do not give priority to representatives 11.3 19.1 26.7 27.9
of my own nationality

Communication with a foreign national

does not cause stress or man lack of self 18.9 30.9 31.3 38.9
confidence

| observe and realize what | have learned

from communication with other 18.9 235 33.8 30.6
nationalities

The results of the survey also show that only every third respondent is fully self-
confident in the area of intercultural communication. On the other hand, such confidence
increases in proportion to the education and experience gained — from 18.9% among students
to 38.9% among teaching staff. In this case, the possibility of a stressful situation decreases,
because people realise that they can learn from communication with foreign nationals. The
evaluation of the need for knowledge and skills necessary to consolidate intercultural
competence through training (seminars, simulation games, debates) shows that so far in
Lithuania not enough attention is paid to such training. The consequences of such attitude are
low popularity of such training, as only one out twelve respondents takes part in it.
Experiential learning is more popular among students and those who have recently graduated
(7.1 and 9.4%) meanwhile teaching staff are almost not interested in initiatives of this kind
(only 2.8%). It was noted that the first to be introduced to intercultural competence are those
students of higher education institutions who actively participate in student mobility
programmes (Erasmus, etc.).

Lack of experiential learning skills of the respondents is directly related to problematic
situations, which arise during the process of communication with foreign nationals (Table 4).

The evaluation presented shows that all groups of the respondents (a third of all
respondents) consider poor foreign language skills to be the major barrier to communication®.
Although the respondents believe that most communication problems are not complicated (on
average from 3.14 to 3.32 points out of 5), in the long run inadequate attention to these
problems has impact on the development of intercultural competence. There is a slight
correlation between the evaluation of certain experiential skills and problematic situations: the
fact of not giving priority to the representative of one’s own nationality correlates slightly
with the evaluation ‘due to different temperament’ (0.15; p < 0.01) and ‘due to different

! These results fully correlate with research of A. Norviliene (2012) on student exchange, which
revealed that, the major barrier to effective intercultural communication is language barrier.
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decision-making’ (0.17; p < 0.01), whereas the perception that it is possible to learn from an
intercultural contact correlates slightly with the evaluation of ‘due to different decision-
making’(0.16; p < 0.01).

Table 4: Evaluation of problematic situations which arise in the process of communicating with
foreign nationals (own study)

A Comparative weight of the
. verage
Most usual causes of problems arising in the | t_g number of_respondents, yvho
process of communicating with foreign evaiahon gave the highest evaluations
) points (% of all respondents)
nationals
... insufficient language proficiency 2.39 21.7
... different style of informal communication 3.14 3.7
... different ways of decision-making 3.15 5.6
. different perception of relationship between 3.16 51
managers and subordinates
... different temperament 3.21 3.8
... poor understanding of a foreign culture 3.22 4.2
... poor understanding of etiquette 3.32 4.9
5.  Conclusions
a)  According to the research data half of all the respondents from time to time

b)

d)

communicate with foreign nationals, and the higher education they have, the more the
need for contacts with foreign nationals for functioning in the multicultural environment
is, thus the need for the development of intercultural competence should not be ignored.

Tendencies of the development of intercultural competence in academic environment
constantly grow — the higher education of the respondents is, the wider the range and
geography of their contacts is. Due to this reason the development of intercultural
competence in academic environment requires: a) to develop intercultural competence
of teaching staff more actively, which would provide more assurance in communication
with foreign students or colleagues, b) to prepare students during their studies for
independent life and work in international environment.

So far the development of intercultural competence of the respondents in their
environment is not highlighted as a priority, as according to the results more than a third
of the respondents do not develop their intercultural competence, and the same number
of the respondents take care of their development themselves, because their
environment does not provide opportunities for that. As a result, only two out of ten
students do not experience stress when communicating with foreign nationals, nine out
of ten would prefer to communicate with a representative of their nationality if given the
possibility to choose. Experience and education strengthen the confidence of the
respondents in their skills, however, this confidence is evaluated as inadequate — only
one third of the respondents with a PhD do not experience stress when communicating
with foreign nationals.

The hypothesis that the dynamics of intercultural competence is related to the
respondents’ education was confirmed, because respondents with a PhD communicate
with foreign nationals more frequently (e.g., they go on business trips and internships
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abroad) in comparison with students, have more experiential skills and a much wider
range of intercultural contacts.

The obtained results show positive trends in intercultural communication, because the
respondents do not see any serious obstacles for cooperation with foreign nationals. The
biggest obstacle as indicated by the respondents is lack of foreign language proficiency,
whereas other reasons are viewed as obstacles only by not more than 2 — 6 respondents
out of a hundred, in particular among those with lower education.
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POSTUPNY ODCHOD DO DOCHODKU - FI KCIA, ALEBO REALITA?
MILOS HITKA — JOZEF DURIAN — ZANETA BALAZOVA

Abstract

The paper deals with the issue of the hiring seniors at the retirement age. Definitive retirement age can
rise, whereby the hiring seniors can be beneficial for the organisation. There is a chance to use the
power, knowledge, abilities of employees for longer time. On the other hand employees can adapt to
the situation of having more free time gradually. Mentioned steps can lead to rising labour costs but at
the same time they can have also positive financial impact on the organisation.

Key words: retirement, hiring seniors, interest in hiring seniors.

1. Uvod

Demograficky vyvoj populacie sa v sucasnej dobe dynamicky meni. Jeho prognodza je
pre mnohé krajiny hroziva. Vo vyspelych krajinach je typicka zvy$ovanim priemernej dizky
zivota, zniZzujucou sa porodnost’ou, zvySujicou sa imigraciou a zvySovanim veku odchodu do
dochodku. V suvislosti s uvedenymi skuto¢nostami dochddza aj k zmenam na trhu prace,
ktory so sebou prinasa mnozstvo novych skuto¢nosti a postupov v oblasti riadenia 'udskych
zdrojov. V sucasnej dobe, ked’ zaroven rastie miera nezamestnanosti a zamestnavatelia sa
snazia udrzat’ na trhu a vyuZzivaji rozne opatrenia, ¢i uz zavadzanie skratenych foriem
pracovného cCasu, nadhradné volno, Cerpanie dovolenky, resp. volno s ndhradou mzdy,
nemusia tieto opatrenia stacit, su nuteni pristGpit k prepastaniu a penzionovaniu
Zzamestnancov.

NajcastejS$im dopadom hospodarskej krizy na oblast’ riadenia T'udskych zdrojov je
prepustanie zamestnancov. VSetkym dovodom pre prepustanie je mozné aspon z Casti predist’
aktivnymi opatreniami na trhu price na zmiernenie dosahov globalnej financ¢nej
a hospodarskej krizy a vytvorit' tak podmienky, ktoré prispeju k udrzaniu zamestnanosti na
pracovnych miestach u zamestnavatelov, ktori v dosledku prevadzkovych tazkosti
sposobenych krizou uvazuji o preplstani zamestnancov a o ruSeni pracovnych miest.
V neposlednom rade ak uZ ddjde k samotnému prepustaniu zamestnancov je potrebné pre
nich vytvorit’ priaznivejSie podmienky odchodu.

NajefektivnejSim nastrojom elimindcie pracovnej sily je systematické a precizne
planovanie potreby l'udskych zdrojov, ktoré podl'a Armstronga (2007) umoziiuje nielen véas
odhadnut’ pocet zamestnancov, o ktorych treba znizit’ pracovnu silu v podniku, ale aj zmrazit’
proces ziskavania zamestnancov a umoznit’ tak, aby nadbytok zamestnancov bol vstrebany
pracovnymi miestami, uvolnenymi obvyklymi formami odchodov zamestnancov. Zaroven
vSak v tejto suvislosti moZno poznamenat, Ze existuji situicie, kedy ani dobré planovanie
I'udskych zdrojov nezabrani neocakavanym problémom.

2.  Odchod do dochodku ako nevyhnutna ¢ast’ Zivota

Jednou z moznosti eliminacie nadbytocnych zamestnancov je prave odchod do
dochodku Armstrong (2007). Situacia straty zamestnania a odchodu do déchodku je vzdy pre
zamestnanca t'azkd. Zamestnanec strati pravidelny prijem, na ktorého vySku si pocas svojej
zamestnanosti zvykol. Strati svoj denny pracovny rytmus, socidlne prostredie, kontakty.
Narusi sa mu biorytmus a celé prostredie, v ktorom doteraz posobil.

Napriek sucasnému uvazovaniu manazérov mnohych firiem, ktori vnimaju starSich
zamestnancov ako hrozbu vykonnosti a inovaénej schopnosti podniku, si mnohi zamestnanci
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vo vys$om veku nositelmi kliovych faktorov uspesnosti podniku (Durian, 2013). V oblasti
penzionovanych zamestnancov maji organizacie moznost poskytnut’ alebo neposkytnut
zamestnancovi zotrvanie v pracovnom pomere. Udrziavanie starSich zamestnancov vsak méze
byt skvely nastroj pre medzigeneracny prenos poznatkov a informacii. Je to zaroven prinos
pre samotné pracovisko, pretoze vlastnosti, ako su presnost, spolahlivost a schopnost’
komunikovat’ so zakaznikmi a kolegami charakterizuji mnohych starSich zamestnancov.
Pred¢asnd strata tychto zrucnosti, alebo zlyhanie pri ich udrziavani, ¢asto nesie so sebou
ekonomické riziko pre firmu. Je dokdzané, ze starSi zamestnanci umiestneni na vhodné
miesto, ktoré zohl'adnuje ich individualne schopnosti, st veI'mi produktivni. Na druhej strane
nezamestnanost’ seniorov je na urovni ,,prirodzenej miery*“. Miera zamestnanosti seniorov na
Slovensku patri medzi nizSie v porovnani s vybranymi krajinami sveta — v roku 2012 bola na
urovni 43,1 %. Touto hodnotou sa zaradujeme medzi krajiny s priemernou mierou
zamestnanosti seniorov.

Tab. 1: Miera zamestnanosti seniorov vo vybranych krajindach
(epp.eurostat.ec.europa.eu/tgm/table.do?tab=table&init=1&language=en&pcode=tps00103&plugi)

2008 2009 2010 2011 2012
Belgicko 34,5 35,3 37,3 38,7 39,5
Bulharsko 46,0 46,1 43,5 44,6 45,7
Ceska republika 47,6 46,8 46,5 47,7 49,3
Nemecko 53,7 56,1 57,7 59,9 61,5
Holandsko 53,0 55,1 53,7 56,1 58,6
Rakusko 41,0 41,1 42,4 41,5 43,1
Pol’sko 31,6 32,3 34,1 36,9 38,7
Slovensko 39,2 39,5 40,5 41,3 43,1
Finsko 56,5 55,5 56,2 57,0 58,2
Svédsko 70,1 70,0 70,4 72,0 73,0
EU (28 krajin) 45,5 45,9 46,3 47,3 48,8
USA 62,1 60,6 60,3 60,0 60,7
Japonsko 66,3 65,5 65,2 65,1 65,4

n=1

Zéaujem seniorov o zamestnanie prirodzene z vys$sim vekom klesa, ale u seniorov vo
veku do 64 rokov je celkovy zaujem o zamestnanie na urovni 45,4 % ¢o takmer zodpoveda aj
Statistickej miere zamestnanosti seniorov. Z uvedeného vyplyva, ze takmer kazdy senior,
ktory chce pracovat, méa zamestnanie. Podl'a tidajov zo Socialnej poistovne v roku 2012
pracovalo na Slovensku 59 001 starobnych dochodcov, teda boli zamestnani a zaroven
poberali starobny dochodok. Je vsak mozné predpokiadat, Ze celkovy pocet zamestnanych
starobnych dochodcov je ovela vyssi, pretoze v Statistike Socialnej poistovne nie su zahrnuti
dochodcovia — zamestnanci, ktori o dochodok nepoziadali.

Penzionovanie je teda jedna z persondlnych Ccinnosti, ktora zahffia zabezpeenie
odchodov zamestnancov do doéchodku. Pri penzionovani zamestnancov ide o odchody
zamestnancov z organizacie po dosiahnuti ist¢ho veku do dochodku (dobrovolny predcasny
odchod do déchodku, starobny dochodok). Penzionovanim zamestnanca dochadza k zaviSeniu
jeho pracovnej kariéry a naroku na starobny dochodok, ktorym je dochodkova davka, ktora sa
poskytuje zo starobného poistenia. UCelom starobného dochodku je zabezpegit
penzionovanému zamestnancovi prijem v starobe. Narok na starobny déchodok ma clovek,
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ktory ziskal najmenej 15 rokov obdobia dochodkového poistenia a dovisil dochodkovy vek,
ktory je na Slovensku podla Zdkona ¢.461/2003 Z. z. v sGéasnosti 62 rokov jednotne u
muzov aj zZien.

Tab. 2: Zdaujem seniorov o zamestnanie podla vekovej struktury (Dobidsova, Herdova, 2014)

Charakteristika do 64 rokov 65-69r. 70-79r. aspon 80 r.
Plny Gvézok 8,3 6,3 2,2 1,6
Ciasto&ny uvizok 37,1 34,2 16,5 3,9
Nedovol'uje zdrav. stav 31,2 30,2 41,9 44.0
Nema zaujem 23,4 29,3 39,4 50,5

Pred¢asny starobny doéchodok je doéchodkova déavka, ktord sa za podmienok
ustanovenych zdkonom ¢. 461/2003 Z. z. v zneni neskorSich predpisov poskytuje zo
starobného  poistenia. UGelom pred¢asného  starobného dochodku je zabezpedit
penzionovanému zamestnancovi prijem v starobe. Narok na predéasny starobny dochodok
ma ¢lovek (poistenec), ak ziskal najmenej 15 rokov obdobia dochodkového poistenia, alebo
mu chybaji najviac dva roky do doviSenia dochodkového veku, alebo suma pred¢asného
starobného dochodku ku dnu, od ktorého poziadal o jeho priznanie, je vyssia ako 1,2-nasobok

sumy zivotného minima pre plnoleta fyzicka osobu.

3.  Postupny odchod do dochodku

Polozme si vSak otdzku, ¢i je naozaj nutné penzionovat’ vSetkych zamestnancov, ktori
dosiahli zdkonom stanoveny vek odchodu do dochodku? Hettes (2011) uvadza, ze starsi
zamestnanci mézu mat’ cenné vedomosti, skusenosti a mézu byt’ schopni skolit’, radit’ alebo
viest’ menej skusenych kolegov. Profesijné a socialne zru¢nosti starSich zamestnancov ziskané
v priebehu kariéry predstavuju osobitny potencial. Novi zamestnanci a mlad$i kolegovia
nemoOzu mat’ vSetky takéto zru€nosti a skisenosti. Kazdy pokus o ich urychlené doskolenie
bez vyuZitia pritomnosti starSich zamestnancov znamena vysoké dodato¢né naklady na
odborni1 pripravu a na prakticky vycvik. Star§i zamestnanci spifajii vysoké $tandardy prace,
Z tohto dovodu by organizécie mali v ramci riadenia svojich lT'udskych zdrojov umoznit
penzionovanym zamestnancom zotrvat' v pracovnom pomere. Zamestnanci v déchodkovom
veku vo svojom odbore ¢asto nadobudli taku kvalifikéaciu, ktorti za€inajici zamestnanci eSte
dlho nenadobudni. Zamestnavanim starSich zamestnancov tak moéze podnik poskytovat
lepSie sluzby. Mladi zamestnanci sa najlepSie zapracuju popri skusenejSich zamestnancoch.
Argumentovat’ sucasnou nezamestnanostou tieZ nie je vhodné. Nedostatok pracovnych miest
na Slovensku nevyrieS§ime tym, Ze budeme proti sebe stavat’ mlad$iu a starSiu generaciu.

Podnikova persondlna politika modze byt orientovand v otdzkach penzionovania
nasledovnymi smermi (Hitka, et al., 2013):

1.  Neposkytuje moznost zamestnancov zotrvat v pracovnhom pomere v organizacii tzn.
fixny odchod zamestnanca do dochodku — Vtomto pripade sa pracovny pomer
V podniku definitivne skon¢i a zamestnanec zacne poberat’ dochodok od Statu, alebo
z d’alSich pilierov zameranych na dochodkové zabezpecenie.

2. Ponuka moznost zamestnancom, v pripade ich zaujmu, vyuzit' poradenstvo pre
obchadzajiicich zamestnancov, tzv. outplacement — outplacement mdze vyuZzit
Vv podstate kazdy, vécSinou vSak naklady hradia prepastajici zamestnavatelia.
Organizacia prevzatim ndkladov na projekty outplacementu vyjadruje zamestnancovi
uctu a preukazuje mu zaujem o Cloveka, o presahuje Cisto pracovny vzt'ah. Tymto je
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pozitivne ovplyvneny proces odchodu zamestnanca od zamestnavatela, ale 1 postoj
zostavajucich zamestnancov voci zamestnavatel'ovi. Pozitivum pre firmu je v otazke
zodpovednosti, ¢o je faktor, ktory bude mat’ cenu pre organizaciu pri najblizSom nébore
zamestnancov, pre imidz firmy. Outplacement je prejavom spolocenskej zodpovednosti
i etického rozmeru v riadeni l'udskych zdrojov.

3. Realizuje odchod do déchodku postupnym spésobom — umozni zamestnancovi nad’alej
pracovat’ v organizacii. Vtedy mozeme hovorit’ o tzv. flexibilnom odchode zamestnanca
do dochodku. Pre mnohych zamestnancov je prechod z aktivneho zivota do Zivota
V pokoji nesmierne naroc¢ny. Ak si v aktivnom Zivote nepripravia dostatok zdujmovych
¢innosti, ktorym sa buda v dochodku venovat’, méze byt tento prechod silne frustrujuci.
Jednou z moznosti by bol tzv. prechodny spésob odchodu do dbéchodku v podobe
postupného znizovania pracovnej =zatazenosti. Zamestnanec by po doviSeni
déchodkového veku znizil postupne svoj podiel prace v ramci pracovnej zmluvy na 80,
60, 40 az 20 %. Udaje v tab. 2 potvrdzuju skutoénost, Ze seniori maju vyrazne vacsi
zaujem O pracu na krat$i pracovny ¢as. V ramci pracovnej naplne by sa senior venoval
okrem svojich pracovnych povinnosti formou tatorstva zamestnancovi, ktory by mal
nastipit na jeho miesto, pripadne by jeho miesto na cCiasto¢ny Uvdzok zastaval
nahradnik (absolventskd prax apod.).Uvedené rieSenie ma samozrejme aj svoje
negativa. V pripade tutorstva naslednika sa jedna hlavne o finanénu otazku (subezné
vyplacanie mzdy aodvodov 2 zamestnancom), V pripade nahradnika problém
nahradenia zamestnanca po odchode zamestnanca do realneho déchodku.

Uvedenym sposobom by sa prechod na zasliZeny odpocinok stal jednoduchs§im hlavne
pre zamestnanca, avsak iste by bol prospesny aj pre organizaciu. Ako priklad je mozné uviest
profesora Technickej univerzity vo Zvolene, ktory nastupom do dochodku a nedostatkom
sukromnych aktivit denne prichddzal na univerzitu atravil cas u jednotlivych kolegov
Vv kanceléridch, kde im svojimi skusenostami pomdhal vich vedeckej praci. Po ¢ase mu
vtedaj$i veduci katedry pridelil vol'nu kancelariu s pocitacom, kde pan profesor travil denne
4 hodiny az do svojej 80-ky. Samozrejmostou bola jeho praca na vyskume a publikovani
dosiahnutych vysledkov.

Uvedeny priklad potvrdzuje zistenie, Ze seniori sa vedia prisposobit’ zhorSenej socidlno-
ekonomickej situacii a udrzat’ si Zivotnu Uroveil aj napriek nepriaznivému vyvoju pomeru
dochodkov a miezd. Dovodom snahy zamestnat’ sa je aj snaha udrzat’ si Zivotny Standard.
Podiel priemerného déchodku na priemernej mzde sa podl'a tidajov Socialnej poistovne
znizoval od roku 1991. Vtedy dosahovala vyska priemerného dochodku 53,71 % z priemernej
roku 2008 sa tento pomer kazdoro¢ne zvysuje az po hodnotu 47,39 % v roku 2013. Rovnako
rastici trend moZeme zaznamenat' aj pri sledovani pomeru objemu vyplatenych finan¢nych
prostriedkov na dochodky vo vztahu k HDP. Vyspelé krajiny neklesaji pod 10 %. Na
Slovensku sme prekrocili hranicu 8 % v roku 2009.

Tab. 3: Vnimanie socidalno-ekonomickej situdcie a zZivotnej urovne seniorov (Dobidasova, Herdova,
2014)

Vnimanie situacie

ZlepSena v % Nezmenena v % Zhorsena v %

Socialno-ekonomicka situacia 12,8 36,5 50,37
dochodcov

Zivotné Groven seniorov 9,5 52,3 38,1
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Tab. 4: Zaujem seniorov o dobrovolnicku cinnost' (Dobiasova, Herdova, 2014)

Poradie Aktivity Pocetnost’ v %
1. Praca so seniormi 42,9
2. Praca s detmi 16,1
3. Manualna ¢innost’ 14,2
4, Administrativna ¢innost’ 11,9
5. Iné 8,5
6. Praca s postihnutymi 6,4

Omnoho dodlezitejSou sa vSak javi potreba , byt uzito¢ny/a“ a udrziavat’ si socidlne
navyky ziskané na pracovisku a kontakt s pracovnym okolim. Az 38,3 % seniorov ma zaujem
0 dobrovolnicku pracu bez naroku na odmenu. Prevazuje zaujem o pracu s inymi seniormi
a 0 pracu s detmi, pripadne o manudlne ¢innosti. Preto d’alSou otdzkou na zamyslenie je
vyuzivanie seniorov na dochodku na dobrovolnicku pracu. Otdzkou na d’alSie zamyslenie
mdze byt vyuzivanie seniorov, ktori postupnym znizovanim fondu pracovného ¢asu prisli do
Stadia skoncenia pracovného pomeru na dobrovolnicku pracu. Aj v tomto pripade existuji
vyhody pre seniora na jednej strane aj pre poskytovatela dobrovolnickej prace na strane
druhej. Poskytovatel dobrovolnickej prace nemusi byt nevyhnutne predchadzajuci
zamestnavatel’. Zamestnavatel’ moze byt’ sprostredkovatel'om dobrovolnickej prace.

4. Zaver

Prinos zamestndvania seniorov je pre spolo¢nost’ vysoko vyznamny. Na jednej strane
umoznuje organizacidm dlhSiu dobu vyuzivat' potencial, skusenosti, kontakty, vedomosti
a schopnosti svojich zamestnancov. Na strane druhej maju zamestnanci v dochodkovom veku
moznost postupne si privyknit na volny cas, ktory odchodom do dochodku ziskaju.
V neposlednom rade ide aj 0 udrzanie si vySSieho zivotného Standardu dlhsi ¢as, udrziavanie
socialnych kontaktov a pocit potrebnosti pre spolo¢nost’. Je jasné, Ze s uvedenymi krokmi sa
zvysia niektorym organizaciam naklady na zamestnancov. Prinos uvedeného rieSenia vSak
moze tieto naklady vykryt, ba moze byt aj finanénym prinosom pre organizaciu. Dal3im
benefitom je meno organizacie, budovanie imidZu organizécie a samotné medziludské vztahy
V organizacii.
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PLANOVANIE NASTUPNICTVA V MANAZERSKYCH FUNKCIACH
A ICH VPLYV NA KVALITU VYKONOV PODNIKU

DARINA CHLEBIKOVA

Abstract

Companies are trying to find new approaches and new criteria which they can follow through
enhancing efficiency and competitiveness. To the foreground comes Succession Planning System,
which is an important process in the human resources management, and through which companies
planned target and ensure fulfillment of management positions and positions of key specialists with
their talented employees (with high potential for professional development) or with talented people
from outside. Effectively managed process of succession is crucial to ensure a smooth continuity of
strategic management of the company in cases of the loss of important managers or specialists for
various reasons.

Key words: planning, succession planning, human resources, succession, managerial functions,
career, talent management, competitiveness.

1. Vymedzenie dovodov planovania

Planovanie vo vSeobecnosti mézeme definovat’ ako jedinecnu schopnost’ I'udi zaoberat’
sa buducnostou. Je jednym z nastrojov moderného manazmentu, ktory sa zaobera znizovanim
neurcCitosti, ktoré¢ prinaSa dynamické prostredie, v ktorom realizujeme svoje Cinnosti.
Schopnost’ predvidat’ buducnost’ umozituje planovat dopredu ciele, ktoré chceme dosiahnut’,
resp. potreby, ktoré chceme uspokojit’.

Stcastou podnikového planovania je personalne planovanie, ktoré zohladnuje
persondlne rozhodnutia ostatnych podnikovych planov, ako je marketingovy plan, plan
vyroby, vyskumu, finan¢ny pldn a pod., pretoze vSetky oddelenia podniku potrebuju
k rieSeniu svojich uloh zabezpecit' uréity pocet pracovnikov v pozadovanej kvalifikacnej
Struktare Potreba zaviest' planovanie l'udskych zdrojov v podniku rastie s velkostou,
rozvojom podniku a inovaciami.

Planovanie ludskych zdrojov je vychodiskom na kvalifikované rozhodovanie
vrcholového manazmentu, lebo poskytuje vyznamné udaje na koncipovanie podnikatel'skej
orientacie podniku a umoziiuje aktivne reagovat’ na ciele, resp. pripadné problémy, ktoré musi
podnik riesit. V SirSom vyzname predstavuje komplexny a vyvazeny pristup k I'udskym
zdrojom vratane persondlneho rozvoja aVvuZzSom vyzname ide o planovanie potreby
zamestnancov a planovanie zdrojov pokrytia tejto potreby.

Zakladom planovania l'udskych zdrojov je stanovenie potreby zamestnancov, ktord
vychddza predovSetkym z predpokladaného rozsahu prac a Specifikdcie poziadaviek na
vykonavané prace. Potreba vychadza teda z konkrétnych poziadaviek podniku, ktoré mézu
byt z hladiska ¢asu kratkodobé ¢i dlhodobé. V kazdom pripade potreba zamestnancov je
ovplyvnena vonkaj$imi 1 vnutornymi faktormi. Medzi vonkajsie faktory ovplyviiujuce potrebu
zamestnancov patria napr.: zmeny Vv ekonomickej, socialnej a pravnej oblasti narodného
hospodarstva, ako aj zmeny tykajice sa technologickych zmien, inovécii a pod., ¢i
Strukturdlne odvetvové zmeny, zmeny na trhu prace a pod. Vnutorné faktory podielajice sa
na zmene potreby zamestnancov suvisia s cielmi podniku, d’alSim rozvojom podniku,
reStrukturalizéciou podniku, mobilitou zamestnancov podniku a pod.

Zdroje pokrytia potreby l'udskych zdrojov by mali vychadzat z bilancie l'udskych
zdrojov vo vnutri podniku a najskor riesit’ potrebu z vlastnych disponibilnych zdrojov a az
nasledne z vonkajsSich zdrojov. Je to narocny a dynamicky proces modelovania I'udskych
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zdrojov vzhl'adom na potreby na réznych urovniach aktivit podniku s okamzitym rieSenim
potreby ako i vyhl'adovo do budicnosti.

Specifickti oblast’ planovania Pudskych zdrojov predstavuje pldnovanie ndstupnictva
(succession planning). Tyka sa vypracovania planov, ktoré cielene zabezpecuju obsadzovanie
kl'aicovych manazérskych pozicii a pozicii kliCovych Specialistov svojimi talentovanymi
zamestnancami s vysokym potencialom profesijného rastu. Planovanie nastupnictva je
povazované za jeden z najkritickejSich a najdolezitejSich nastrojov riadenia kontinuity
podnikatel'skej cCinnosti, ktora z velkej Casti zavisi od dostupnosti a moznosti vyuzitia
kvalitnych a kompetentnych manazérov. Planovanie nastupnictva je proces, ktory sa zaobera
vytvaranim rezervy motivovanych a lojalnych néstupcov, pre kl'ucové pozicie vybavené
pozadovanymi kompetenciami a zru¢nost’ami, ktori poznaji detailne podnikatel'sky model,
procesy a internti organizaciu. V pripade, ze takéto plany neexistuji, dochadza k improvizacii
rieSenia situacie kedy je potrebné v kratkom case najst’ adekvatneho nastupcu. Je velka
pravdepodobnost’, Ze takéto rieSenie sa negativne prejavi na neskorsich vysledkoch podniku.

2. Sposoby plinovania nastupnictva

Jednotny model planovania nastupnictva, ktory by sa dal aplikovat’ v kazdom podniku,
neexistuje. Kazdy podnik si vS§ak méze vytvorit’ vlastny model, zohl'adnujuci jeho velkost,
budici rozvoj podniku astym spojené ibuduce potreby zamestnancov s pozadovanymi
kvalifikacnymi poziadavkami a S rozvojom znalosti v podniku. Planovanie nastupnictva je
proces suvisiaci s budliicnostou, preto by mal vychadzat zo strategickych pldnov a cielov
podniku. Strategické plany by mali pomdct’ si¢asnym majitel'om uréit’ subor kritérii pre ich
nastupcov tak, aby podnik réstol a vyvijal sa.

Treba si uvedomit, ze planovanie nastupnictva neznamena nahradzanie, ani
vymienanie, ¢i prepustanie I'udi. Je to proces, cielom ktorého by malo byt zabezpecenie
kompetentnych manazérov v sulade s budicimi potrebami podniku tak, aby:

- boli identifikovani lidri podniku,

- bol zabezpec€eny ich rozvoj s dérazom na ich postup na vyssie manazérske pozicie,

- bol vypracovany systém ich hodnotenia,

- boli zabezpecené investicie do rozvoja talentov s cielom zabezpe€it rozvoj ich

zruénosti, skusenosti reflektujuc sti¢asné i buduce potreby podniku.

Samotny proces planovania nastupnictva by mal byt proces dynamicky, na tvorbe
ktoré¢ho by sa mal podielat’ tim pracovnikov, ktori maju predstavu vyvoja podniku do
buducnosti, st stotozneni so strategickymi ciel'mi podniku a maju predstavu o ich realizacii.
Takyto tim by mal pri tvorbe planu nastupnictva:

- zistit,, aké ulohy a zru€nosti su doleZité pre rast podniku,

- vychadzat’ z aktualneho stavu kl'i¢ovych pozicii v podniku a identifikacie potreby
zabezpeCenia stavajucich, ale inovych klucovych pozicii v stlade s cielenym
budicim stavom podniku,

- definovat’ systém pravidelného hodnotenia zamestnancov, pripadne vypracovat
nové metriky hodnotenia vzhl'adom na nové ciele podniku,

- identifikovat’ talenty vnutri podniku pre buduci rozvoj, pripadne uvazovat’ o ich
ziskani z externych zdrojov, €o si vyziada finan¢né prostriedky,

- informovat’ o uvazovanych zmenach zamestnancov, ktorych sa tieto zmeny budu
tykat’, tak, aby sa dokdzali pripravit na zmeny v d’alSom smerovani podniku,
pripadne zmeny, ktoré budu suvisiet’ s ich pracovnou poziciou,

- komunikovat’ so zamestnancami a ubezpec¢it sa, ze su v podniku spokojni
a dostatocne motivovani zostat’ v podniku dlhSiu dobu,
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- neustdle skumat akontrolovat proces néstupnictva avenovat pozornost’

individudlnym kariérnym programom.

Aby planovanie nastupnictva bolo Uspesné, musi byt dodrzand kontinuita cinnosti
podniku, manazmentu a zamestnancov. Cinnosti podniku by sa mali ststredit’ na vytvaranie
roznych postupov a moznosti pldnovania ndstupnictva, neustdle zdokonalovanie zrucnosti
a vedomosti pocas pracovného procesu. Manazment by mal v procese planovania nastupcov
vediet posudit’ avybrat zamestnancov vhodnych na dalsi kariérny rast, vhodne ich
motivovat, vytvorit im plan postupu atento kontrolovat, prehodnocovat’ tak, aby bola
zabezpecena spitna vizba pre zabezpeCenie d’alSicho postupu rastu. Zamestnanec by mal
prehodnotit’ vlastné schopnosti, zaujmy a hodnoty, preskimat’ moznosti aké v podniku ma,
musi sa rozhodnut,, ¢i chee rast’ profesionalne a budovat’ si kariéru, ak mu je ponuknuté takato
moznost, musi sa stotoznit’ s navrhnutym kariérnym rastom a postupovat’ podla stanovené¢ho
planu.

Treba si uvedomit’, ze tento proces je dynamicky, reagujici na potreby sucasné (mdzu
sa vyskytnti ne¢akane) i buduce, na ktoré je potrebné byt pripraveny vzhl'adom na meniace sa
potreby v budticnosti, a to nielen ¢o sa tyka poziadaviek na pracovné miesta, ale i ha rozvoj
znalosti v podniku a kI"i¢ové pozicie podniku.

Pri planovani nastupnictva sa eSte ponuka otdzka, ¢i planovat’ néstupnictvo ,,zvnutra
podniku“ teda z vlastnych zdrojov a ¢i vytvorit’ plan pre kazdého od okamihu, ked’ vstapil do
podniku, alebo sa sustredit’ na jednotlivcov s vysokym potencidlom. Vyhodou zamerania sa
na talenty je, Ze sa im moZzete viac venovat, koucovat, mentorovat, poskytnut’ tréningy
zamerané na rozvoj zru¢nosti a skusenosti reflektujuc sucasné i budice potreby podniku.
Riziko je, ze sa mohli prehliadnut’ ini skveli T'udia, ktorych sme takto ,,odsudili a zmarili ich
postup. Druhd moznost’ je ziskat' néastupcov ,,zvonku“. Tato alternativa je vyhodnejSia, ak
podnik chce ist’ podstatne inym smerom a doterajsi lidri nie s stotoZneni s tymito zmenami
chcu odist’ a nova generacia z vnutra podniku este nie je dostato¢ne pripravena.

Pre efektivne planovanie nastupnictva je potrebné:

1.  Vypracovat' plan, ktorého cielom bude rozvoj. V ramci planu sa musi podnik
rozhodnut, ¢i sa zameria na kazdého zamestnanca, ¢i bude pracovat’ len s pracovnikmi
s vysokym potencidlom. Sucastou planu musia byt identifikované kl'u¢ové pozicie
a definované zrucnosti a sklisenosti potrebné pre ne.

2.  Posudit’ aktualne zrucnosti a skusenosti a identifikovat medzery pre budice ciele.
Opytat’” sa zamestnancov na ich kariérne ciele, a ak sa zhoduju s cielmi podniku,
pripravit’ ich na nové pozicie, pricom vybrani kandidati mo6zu byt’ dvaja aZ traja na danu
poziciu. Cely systém by mal byt’ transparentny.

3. Pravidelne vyhodnocovat' dosiahnuty pokrok, ak sa vyskytni zmeny prispdsobit’
zoznam planovania nastupnictva tymto zmenam (napr. zmena cielov podniku, jednotlivi
zamestnanci odidu z podniku, alebo prehodnotili svoj kariérny rozvoj anechcu
pokracovat’ a pod.).

4.  Zabezpecit, aby cely systém bol flexibilny.

3. Plany nastupnictva v praxi

Hladanie T'udi je zroka na rok naroCnejSie. Problémom st kvalitni l'udia.
Najroz§irenej$Sim opatrenim na vychovavanie si talentov je zapédjanie manazérov z niz§ich
urovni riadenia do strategickych rozhodnuti. ,,Je nevyhnutné vytvorit’ stratégie pre veci, ktoré
st naozaj dolezité, a teda sustredit’ sa najmé na tie oblasti, ktoré spolo¢nostiam zarucuju
Gispech, a to je praca s talentom vlastnych zamestnancov,“ (Sukalova, 2012, s. 65-68).
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Poradenska spolo¢nost PwC a magazin Forbes zistovali, ako vnimaji biznis lidri
podnikatel'ské prostredie na Slovensku. Vysledky boli uverejnené v casopise Slovensky CEO
prieskum 2013 |, DNA uspechu st inovacie,” kde jednym z prispevkov bol aj prispevok
»Investovat’ do l'udského kapitalu sa oplati“ (Lacko, 2013, s.11). V ramci tohto bola
uverejnend tabulka (tab. 1), ktora vyhodnocuje odpovede na otdzku: ,,Uplatiiujete niektoré
Z nasledujucich opatreni urcenych na rozvoj veducich pracovnikov? Ak ano ako st podl'a vas
ucinné?*

Tab. 1: Odpovede na otazky: Uplatiiujete niektoré z nasledujucich opatreni urcenych na rozvoj
veducich pracovnikov? Ak ano ako su podla vas ucinné? (Lacko, 2013, s. 11)

Zavedenie v praxi Vel'mi u¢inné a trochu icinné
Stredna a Stredna

Slovensko | Vychodna | Svet | Slovensko | @ Vychodna Svet
Eurépa Eurépa

Zapéjanie niz§ich manazérov
do strategického 89 % 80 % 79 % 78 % 84 % 89 %
rozhodovania

Specializovany program
rozvoja veducich 76 % 66 % 69 % 68 % 78 % 86 %
pracovnikov

Aktivne planovanie
nastupnictva, vratane 75 % 66 % 71 % 65 % 87 % 84 %
uréovania nastupcov

Podpora globalnej mobility

.S , , , 57 % 67 % 61 % 46 % 88 % 83 %
a medzinarodnych skusenosti
Rotacie roznych funkcii/iloh 53 % 68 % 62 % 40 % 92 % 84 %
Programy na podporu
diverzity medzi firemnymi 45 % 48 % 58 % 32% 65 % 76 %
lidrami
Tietiovanie (shadowing) 42 % 349 37 % 27 % 539 80 %

seniornejsich l'udi

Blizsie informacie o dopytovanych podnikoch neboli uverejnené, avSak co sa tyka
aktivneho planovania nastupnictva, vratane ur¢ovania nastupcov, Slovensko bolo hodnotené
lepsie ako stredna a vychodnd Eurépa a dokonca svet. Co sa vsak tyka ucinnosti tohto
planovania, Slovensko bolo hodnotené ako najslabSie. MoZno je to eSte pozostatok
Z minulosti, kedy sa planovaniu venovala vel'kd pozornost, mozno az privel’ka, ale uc¢innost’
sa stracala, mozno prave tym, ze samotnej tvorbe planov bola venovana vaésia pozornost’ ako
ich realizacii, ¢o sa prejavilo na ucinnosti planovanych opatreni.

4. Planovanie nastupnictva v Zelezni¢nych podnikoch SR

Poziadavky na T'udské zdroje v Zeleznicnych podnikoch SR st vel'mi Specifické
a stvisia so zabezpecovanim konkrétnej ¢innosti. VSeobecne vsak plati, Ze zamestnanci musia
byt odborne, zdravotne, zmyslovo a psychologicky spdsobili. V zaujme zabezpecenia
rovnakych, nediskriminacnych podmienok na kazdé nové miesto sa robi vyberové konanie.
Vyberové konanie na konkrétne miesto obsahuje popis pracovného miesta a Specifikdciu
poziadaviek na toto miesto. Tyka sa to vSetkych pracovnych pozicii.
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Plany nastupnictva nie st vypracované a poziadavky sa rieSia operativne vzhl'adom na
mobilitu zamestnancov. Pri obsadzovani manazérskych pozicii, ktoré¢ si vyzaduju odborné
znalosti z oblasti zelezni¢nej dopravy, sa tieto rieSia vypisanim konkurzu. V pripade
plénované odchodu, napr. do dochodku, sa nastupnictvo riesi vo vacsine pripadov tak, ze
kazdy veduci manazér méa svojho zastupcu, ktory je schopny ho =zastipit v pripade
nepritomnosti v praci, aak preukaZze manazérske schopnosti, zru¢nosti a znalosti, je
pripravovany (koucovany) na nastup na poziciu odchadzajiceho manazéra. Takto sa v praxi
realizuje vychovavanie si talentov znizSich urovni riadenia postupnym zapéjanim do
strategickych rozhodnuti. Vyhodou je, ze urcity cas tito l'udia spolupracuji a dochadza
k odovzdavaniu sktisenosti, pripadne k vedeniu k samostatnej praci, spo¢iatku pod dohl'adom
skusené¢ho zamestnanca. Ak sa ide o novoprijatétho zamestnanca, aby nadobudol skusenosti
a porozumel riadiacej praci, ktoru bude vykonavat, musi prejst’ inStruktdzami, koucovanim,
rotaciou prace, asistovanim, je povereny cCiastkovymi ulohami, za rieSenie ktorych nesie
zodpovednost’.

5. Zaver

Planovanie nastupnictva V manazérskych funkcidch je proces, ktorého cielom je
zabezpecit’ kompetentnych manazérov v sulade s budiicimi potrebami podniku (Kachaiidkova,
2003, s. 138). Ide o urcenie kl'ucovych pozicii v podniku, identifikaciu a postudenie ich
moznych nastupcov.

Za uspechom podnikov rozhodujlicou mierou stoja kompetentni manazéri. Mat’
takychto manazérov znamena poskytnut’ im prilezitost’ na rozvoj a nastupnictvo vo funkciach.
Rozvoj manazérov je uzko spojeny s podnikovou stratégiou auzko suvisi so zlozitymi
podmienkami spoloc¢enského a podnikatel’ského prostredia, preto proces vzdelavania by nikdy
nemal koncit. Moderné podniky si tuto skuto¢nost’” uvedomujui a v 'udoch vidia potencial
aklacovy kapitdl. Svoju vykonnost’ a konkurencieschopnost’ spajaju s formovanim
pracovného potencialu, pre ktory je charakteristickd vysoka uroven talentu, vedomosti
a zrucnosti a motivacie.

Succession Planning ako proces zafina vyberom zamestnancov, kde sa podniky
orientuji na schopnych, odborne a psychicky pripravenych uchadzacov o pracu, ale aj na
systematicki a odbornou pripravu arozvoj vlastnych zamestnancov v sulade so svojimi
strategickymi zaujmami a potrebami.
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WYZWANIA ZARZADZANIA KAPITALEM LUDZKIM
W PRZEDSIEBIORSTWACH W WARUNKACH GOSPODARKI
OPARTEJ NA WIEDZY

MICHAL IGIELSKI

Abstract

In the face of constant changes of air and the growing awareness of the information society,
enterprises will melt before the new challenge which is effective managements with intangible capital.
Only into this way, through of creating modern services and products about the great potential of the
quality, they can compete on the market in the fight about new and supporting old customers. In this
process competent the intellectual capital management is becoming main conditioning, of which
meaning in the last period incessantly is growing. But at the beginning we must notice it and make
oneself aware meaning him Next we must actually plan it and use him to become crucial competence
of every enterprise. Therefore, showing modern strategies is a purpose of the present article with
human capital, by using the intellectual capital by enterprises competing on the global market, in
economy conditions based on the knowledge.

Key words: knowledge management, human capital, intellectual capital, human capital management.

1. Wstep

W XXI wieku wszystkie przedsigbiorstwa funkcjonuja w warunkach nieustannych
I postepujacych zmian — zmiana jest jedyng stalg rzeczg w zarzadzaniu wspotczesng firmg. By
moc choéby probowac osiaggnaé przewage konkurencyjng w zmiennych warunkach otoczenia,
kazdy przedsigbiorca musi kierowac si¢ podczas zarzadzania nastepujacymi regutami:
- pozna¢ konkurentéw bezposrednich oraz posrednich;
- wykorzystywaé nadarzajace si¢ okazje/szanse;
- gromadzi¢ lepsze od konkurentéw zasoby oraz sfery umiejetnosci;
- dziala¢ spdjnie w dziedzinie stosowanych instrumentow budowania przewagi
konkurencyjnej;
- dazy¢ do uzyskania efektu synergii we wszystkich ptaszczyznach dziatalnosci
przedsigbiorstwa.

Kluczem do tych wszystkich wytycznych jest zrozumienie wiedzy jako kluczowego
kapitatu firmy. Okazuje si¢, ze tradycyjne zrodia sukcesu tj. produkt, proces technologiczny,
dostep do zasobow finansowych tracg na popularno$ci na rzecz niematerialnych zasoboéw
przedsigbiorstwa, ktore staja si¢ decydujacymi z punktu widzenia konkurencyjnos$ci. Takie
tendencje nie oznaczaja oczywiscie zaniku, czy tez zmniejszenia znaczenia zasobow
materialnych w zarzadzaniu przedsiebiorstwem, ale sa odpowiedzig na wyczerpujace si¢ ich
efektywne wykorzystywanie. I tak, wraz z upowszechnianiem i upodabnianiem si¢ czynnikow
wytworczych, ro$nie znaczenie indywidualnosci i niepowtarzalnosci, ktorych poszukuje si¢
w zasobach niematerialnych. Charakteryzuje je trudno$¢ w powielaniu i nasladowaniu, sg
niewidoczne oraz niewymierne, a efekt w ich inwestowanie jest dtugookresowy. Dodatkowo
zyskujg na warto$ci, je$li sg wlasciwie wykorzystywane, nie wyczerpujg si¢, sg elastyczne
i dynamiczne (Sokotowska, 2006, s. 11).

2. Istota gospodarki opartej na wiedzy

Nieustajace procesy globalizacyjne na $wiecie prowadza do rozrastania si¢ gospodarki
wiedzochtonnej. Traktujg one wiedzg jako jedyny zasob strategiczny, nigdy niewystepujacy
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w nadmiarze. Bezustanne poprawianie jakosci i wprowadzanie innowacji do wytwarzanych
wyrobow to cel, ktory umozliwi osiggnigcie przewagi we wspotzawodnictwie. Sukces
odniosg te gospodarki, ktore (Ktak, 2010, s. 86):

- poprawiaja swoja bieglo§¢ w zastosowaniu nowej wiedzy i wykorzystaja ja do
wytworzenia konkurencyjnych wyrobéw i ustug na rynku;

- inwestuja w badania naukowe i1 rozw¢j, a takze w permanentne ksztalcenie kadry
na poziomie wyzszym i srednim, zapewnig odpowiednig motywacj¢ uzdolnionym
osobom, aby osiggaly wysoki poziom sprawnosci zawodowe;.

Gospodarka oparta na wiedzy stanowi odpowiedz na problemy globalizacji —
funkcjonujemy w warunkach nasilajacych si¢ proceséw globalizacji, ktora jest nowym
procesem wielowymiarowym, oddzialujagcym na gospodarke 1 polityke¢ na roéznych
poziomach. Odpowiedzig na globalizacje¢ stata si¢ konieczno$¢ dostosowan jej okreslania jako
nowa gospodarka lub gospodarka oparta na wiedzy. Powotanie GOW to wazne zjawisko
sceny globalnej. Procesy rozwoju GOW mozna analizowa¢ w sferze mysli, dziatania i faktu.
GOW to nowa gospodarka, ktorg cechuje dominujacy udzial sektora ustug w wytwarzaniu
PKB i zatrudnieniu, oparta jest na wszechstronnym wykorzystaniu wiedzy i informacji. Jest to
doktryna gospodarcza ukierunkowana na zdynamizowanie gospodarki rynkowej. By GOW
mogla si¢ rozwija¢ konieczne jest wspoldzialanie trzech obszarow: rzadowego,
akademickiego 1 biznesowego. Wyzwania stojace przed GOW maja charakter biznesowy,
administracyjny i spoteczny. Maja one strategiczny charakter, poniewaz spoteczenstwo jest

coraz bardziej wyksztalcone i1 dostep do informacji oraz wiedzy nie moze by¢ ograniczony
(Skrzypek, 2011, s. 271).

Zdaniem autora artykutu, za gldéwng ceche¢ gospodarki opartej na wiedzy, trzeba przyjaé
nadrz¢dny charakter wlasnie wiedzy, ktéra determinuje wzrost gospodarczy kazdego panstwa
na $wiecie. Nawet jesli ta cecha jest oczywista, nie budzaca zadnego sprzeciwu, to wsrod
badaczy tematu wystgpuja powazne roznice w okreslaniu istoty czy tez samego terminu
gospodarka oparta na wiedzy. Mozna stwierdzi¢ z catag odpowiedzialnoscia, iz do tej pory nie
zostata stworzona (i zaakceptowana przez wszystkich) wspolna i uniwersalna definicja tego
tematu.

O to na przyktad P. Drucker definiuje ja jako porzadek ekonomiczny, w ktérym wiedza,
a nie praca, surowce lub kapital, jest kluczowym zasobem; porzadkiem spotecznym,
W ktorym nier6wno$¢ spoleczna, oparta na wiedzy jest gtdwnym wyzwaniem, oraz systemem,
w ktorym rzad nie moze by¢ postrzegany jako ten, ktory ma rozwigzywac spoteczne
i ekonomiczne problemy (Drucker, 1985, s. 45). Z kolei A.K. Kozminski, méwi wprost, ze
GOW jest taka gospodarka, w ktorej dziata wiele przedsigbiorstw, ktore na wiedzy opieraja
swoja przewage konkurencyjng (Kozminski, 2006, s. 247). Zupelie inne podejscie do
nazewnictwa tego zjawiska ma D. Bell, ktory formutuje termin spoleczenstwo
postindustrialne (Bell, 1973, s. 57), czy A. Toffler nazywajac GOW spoteczenistwem trzeciej
fali (Toffler, 1999, s. 27).

Wydaje si¢ jednak, ze dos¢ traftnie oddaje istote omawianego zagadnienia powszechnie
uzywana definicja sformutowana przez Organizacj¢ ds. Ekonomicznej Wspotpracy i Rozwoju
(OECD). OECD charakteryzuje gospodarke opartg na wiedzy w ujgciu makroekonomicznym,
wedlug ktérego gospodarka oparta na wiedzy cechuje si¢ szybkim rozwojem tych dziedzin
gospodarki, ktore zwigzane sg z przetwarzaniem informacji i rozwojem nauki, gtownie gatezi
przemystu zaliczanych do tzw. wysokiej techniki, a takze technik i ustug spoleczenstwa
informacyjnego, wreszcie jako gospodarke bezposrednio bazujacag na produkcji, dystrybucji
I wykorzystaniu wiedzy oraz informacji (Ktak, 2011, s. 90).
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Jednakze chyba najwazniejszg rzecza, w procesie definiowania tego zjawiska, wydaje

si¢ by¢ wyroznienie gtownych cech, ktore determinujg identyfikacje gospodarki opartej na
wiedzy (Kozminski, 2006, s. 157-158):

a)

b)

w tego typu gospodarkach wysoki procent PKB przeznaczony jest na badania naukowe,
ushugi intelektualne oraz na produkty i ustugi informacyjne oraz telekomunikacyjne;

gospodarki oparte na wiedzy charakteryzuja si¢ dobrze rozwini¢tg infrastrukturg —
zyskuja na znaczeniu te gal¢zie przemyshu, ktore wykorzystuja w swej dziatalnosci
wysokie technologie, zwickszaja wydajno$¢ pracy i wartos¢ dodang na jednego
zatrudnionego;

nowa gospodarka charakteryzuje si¢ wysokim poziomem bezpieczenstwa
transakcyjnego 1 wzajemnego zaufania podmiotow dziatajgcych na rynku;

rynek pracy i system spoteczny pozwalajg na znalezienie zatrudnienia i utrzymanie na
spotecznie akceptowanym poziomie osobom, ktére nie chcag lub nie moga by¢
pelnoprawnymi uczestnikami gospodarki opartej na wiedzy;

rozw0j produktow i przedsigbiorstw opartych na wiedzy jest efektem przedsiebiorczosci
— polityka panstwa jest prowadzona w taki sposob, by tworzy¢ korzystne warunki dla
rozwoju przedsigbiorczosci;

gospodarki oparte na wiedzy bazuja na solidnych podstawach makroekonomicznych, co
w praktyce oznacza niski poziom inflacji i stabilno$¢ finanséw publicznych.

Nie mozna zatem nie zgodzi¢ si¢ z W. Switalskim, ktéry zwraca uwage na fakt, iz

wszelkie badania nad sensem GOW, musza odnosi¢ si¢ do znaczenia w tym procesie wiedzy,
uwzgledniajgc cztery zasadnicze elementy (Switalski, 2005, s. 139-140):

1.

Rola panstwa i podlegtych mu instytucji w tworzeniu celow stymulujacych
ksztattowanie GOW i ustalaniu wtasciwej polityki ekonomiczne;.

Podmioty gospodarujace i ich strategie rozwoju, sposoby wykorzystywania wiedzy,
potrzeby w zakresie przyswajania nowej wiedzy, zdolnos$ci absorpcji wiedzy, potencjat
I pozycja rynkowa.

Szeroko rozumiany sektor wiedzy — system edukacji, poziom i intensywno$¢ badan
naukowych oraz popularyzacja zasobow wiedzy.

Spoteczenstwo — jego tradycje, mentalno$¢é, kultura uczenia si¢ 1 postawy
poszczegbdlnych jednostek.

Mozna zatem stwierdzié¢, iz gospodarka oparta na wiedzy wykorzystuje przede

wszystkim zasoby 1 caty potencjat wiedzy, ktora jest jednocze$nie strategicznym elementem
rozwoju gospodarczego w XXI wieku. Dlatego tez w warunkach wspotczesnej gospodarki,
zmierzajacej ku wiedzy, gldéwnymi determinantami sukcesu, konkurujacych miedzy soba
przedsigbiorstw na rynku globalnym staje si¢ jako$¢, dostepne informacje 1 posiadany kapitat
intelektualny. Jednakze podstawowag role w tym procesie pelni nadal wiedza, ktora to:

- jest odzwierciedleniem postaw tworczych pracy cztowieka oraz kreowania
innowacyjnych rozwigzan i1 procesow;

- staje si¢ zasadniczym zasobem ekonomicznym;

- decyduje o wiadzy;

- ufatwia wprowadzanie zmian;

- stanowi zbidr rzeczywistych informacji (jest tez zarazem kluczem do ich
wykorzystania);

- laczy doswiadczenia, oceny wartosci 1 informacji;

- jest najwazniejszym wyznacznikiem sukcesu przedsigbiorstwa, ktore to funkcjonuje
w warunkach nieustannych turbulencji.
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3. Zarzadzanie wiedzg we wspolczesnych organizacjach

Sama wiedza jest juz nie tylko podstawowym zasobem przedsigbiorstwa, ale takze
determinuje coraz czesciej tworzenie 1 funkcjonowanie strategicznego modelu zarzadzania
calg firma. Chodzi tu przede wszystkim o formutowanie misja, wizji, celow, planow czy
strategii przedsiebiorstwa. W zwigzku z faktem, iz jest bardzo mlodg dziedzina,
W zarzadzaniu nig, wykorzystywane sg innowacyjne metody i techniki, ktorych gléwnym
celem jest jak najefektowniejsze wykorzystanie wszelkich dostepnych jej zasobow.

W literaturze przedmiotu mozemy spotka¢ wiele interesujacych definicji, ktére jednak
mimo wszystko nie sg tak rozbiezne jak okreslenia gospodarki opartej na wiedzy.

P. Drucker definiuje wiedzg¢ jako efektywne wykorzystanie informacji w dziataniu
I jako pierwszy docenit jej ogromne znaczenie dla gospodarki (Drucker, 1999, s. 43). Z kolej
dla W. Applehansa, A. Globe’a i G. Laugero’a wiedza jest informacja stosowang do
rozwigzania danego problemu (Applehans, Globe, Laugero, 1999, s. 18). S. Galata traktuje
ten zasob jako szczegdlny rodzaj zasobu organizacji. W odroznieniu od innych zasobow,
wiedzy przybywa w miar¢ jej uzywania. Rozumie on wiedza jako to wszystko, co zostalo
Swiadomie spostrzezone i zarejestrowane oraz jest mozliwe do przekazania (Galata, 2004,
s. 50).

Jednak na potrzeby niniejszego artykutlu, najbardziej trafna wydaje si¢ by¢ definicja
A. Tiwana, w ktorej wiedza to plynna mieszanina kontekstowych do§wiadczen, wartos$ci,
informacji i umiej¢tnosci, tworzaca ramy dla oceny, rozumienia i przyswajania nowych
doswiadczen i informacji przez ludzi (czytaj: pracownikéw), (Tiwana, 2003, s. 60).

Dla lepszego zobrazowania istoty wykorzystywanej przez przedsigbiorstwa wiedzy
warto przesledzi¢ cechy jg wyrdzniajgce sposrod innych czynnikéw produkcji (Niklewicz-
Pijaczynska, Wachowska, 2012, s. 24):

a) podmiotowo$¢ — uzycie wiedzy, jej wykltadnia jest zalezna w sposob Scisty od
doswiadczen i umiejetnosci danej osoby;

b) transferowo$¢ — wiedz¢ mozna wielokrotnie przenosi¢ i znajdowa¢ dla niej nowe
zastosowanie;

C)  spontaniczno$¢ — trudno zapanowac nad zywiotowym procesem rozprzestrzeniania si¢

wiedzy;
d) osadzenie — wiedza znajduje si¢ w umystach podmiotow, trudno ja wydoby¢ bez woli
osoby ja posiadajace;;

e)  samozasilanie — wiedza zyskuje na warto$ci m.in. poprzez dzielenie;

f)  nietrwalo$¢ — wymaga aktualizacji i uzupelnief, zmienia si¢ w bardziej lub mniej
dynamiczny sposob;

g) materializacja — w postaci towarow, ustug - mozna wigc takg urzeczywistniong wiedze
sprzeda¢, kupi¢, a nawet powiela¢ (w granicach wyznaczonych prawem).

Do zarzadzania wiedza czgsto stosuje si¢ podejscie systemowe. System zarzadzania nig
to kompleks zasad, metod 1 srodkow, zbidr informacji, ludzi i sieci ich wzajemnych powigzan,
ktory pozwala przyja¢ 1 realizowal strategie zarzadzania wiedza dla efektywnego
zrealizowania celOw organizacji. Aby przedsiebiorstwo mogto wdrozy¢ tego typu zarzadzanie
konieczne jest kompleksowe odniesienie si¢ do zasobdéw wiedzy w aspekcie strategii,
struktury, kultury organizacyjnej, procesow, technologii oraz ludzi. Do zarzadzania wiedzg
nalezy podej$¢ zatem w sposOb usystematyzowany, z podziatem na zadania, do ktdérych
naleza (Skrzypek, 2011, s. 274-276):

- ksztaltowanie $wiadomos$ci, wagi 1 znaczenia wiedzy oraz wyrazenie rangi

problemu poprzez zapis w misji 1 wizji przedsigbiorstwa;

- analiza strategiczna otoczenia wewngtrznego 1 zewnetrznego przedsiebiorstwa;
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- tworzenie wizji i strategii wiedzy;

- ustalanie luk wiedzy i sposobow ich likwidacji;

- okreslenie zasoboéw, metod 1 narzedzi umozliwiajacych realizacje strategii
zarzadzania wiedzg;

- tworzenie modelu klimatu i kultury organizacyjnej, ktoére zorientowane sg na
wiedzg — trudno mowic¢ o przyroscie wiedzy oraz rozwoju spotecznym bez tak
waznego kontekstu kulturowego;

- ocena poziomu realizacji celow oraz ekonomiczna ocena dziatan podejmowanych
w obszarze zarzadzania wiedza w przedsi¢biorstwie.

Reasumujg nalezy pamigtaé, iz wiedza sama z siebie nie doprowadzi do wzrostu
gospodarczego, czy poprawy pozycji konkurencyjnej przedsigbiorstwa na rynku. By tak si¢
stalo musi by¢ ona wlasciwie i przemyslanie wykorzystana. Nie mozemy tez traktowac jej
jako tylko i wytgcznie kolejnego czynnika produkcji, gdyz jest ona czym$ wiecej: to element
odtwarzania zdolno$ci wytwoérczych oraz swoiste spoiwo wszystkich pozostatych §rodkow
produkcji. To wlasnie dzigki niej dysponujemy innowacyjnymi mozliwo$ciami tworzenia
produktow i ustug.

Tak jak juz zostalo wczes$niej powiedziane wiedza posiada bardzo specyficzne cechy —
Z jednej strony jest zasobem ulotnym i trudno ja tak do konca zdefiniowa¢, a z drugiej jest
zasobem powszechnie dostepnym i nieograniczonym. Raz moze by¢ traktowana ogdlnie jako
swoisty zbior informacji, pogladow czy wierzen, a drugi raz jako konkretne informacje
0 rzeczywisto$ci wraz z kompetencjami do jej wykorzystania - np. wiedza naukowa.

Dla gospodarki opartej na wiedzy, jako czynnik niematerialny, coraz wigksze znaczenie
ma wiedza zaréwno kodyfikowana (ksigzki, projekty techniczne, opracowania na nosnikach

elektronicznych) jak i nieskodyfikowana (wiedza niewypowiedziana istniejagca w umystach)
(Makulska, 2012, s. 178).

4. Ujecie kapitalu ludzkiego w przedsi¢biorstwach

Celem nauki w obrebie organizacji, jest zwigkszanie jej szans i mozliwosci — jest to
SciSle powigzane z zasadami zarzadzania zasobami ludzkimi, czyli konieczno$cig
inwestowania w ludzi, aby rozwina¢ kapitat ludzki potrzebny organizacji, a takze zwigkszy¢
jej zasoby wiedzy 1 umiejetnosci. Teoria kapitatu ludzkiego zaznacza bowiem, iz dzieki
wiedzy 1 umiejetnosci pracownikow nabytych w trakcie nauki, szkolen i lat do§wiadczen
powstaje zapas kapitatu produkcyjnego (Armstrong, 2000, s. 431).

Od zawsze procesy decyzyjne w przedsigbiorstwie zapadaly z udziatem ludzi, jednak
wydaje sie, iz obecne spojrzenie na role czlowiecka w organizacji jest nieco inne od
wczesniejszych podejs¢. W ujeciu klasycznym mamy do czynienia z funkcja personalng
W przedsigbiorstwie, czyli z traktowaniem zasobdw ludzkich w sensie przedmiotowym (ilos¢
pracownikow okreslonych specjalnosci do wykonania konkretnych zadan). Nowoczesne
formy zarzadzania w organizacji idg dalej traktujac ludzi jako warto$¢ sama w sobie, zdolng
do szybkiego 1 wielostronnego rozwoju. Zarzadzanie kapitalem ludzkim musi wykracza¢ poza
ramy konkretnego przedsigbiorstwa, a tym samym przyczynia¢ si¢ do przeksztalcenia
tradycyjnego podmiotu gospodarczego w zlozong organizacje. Struktura powigzan
organizacyjnych okresla, zatem takze sposoby kontaktu cztonkéw organizacji z otoczeniem
wewnetrznym 1 zewnetrznym  oraz  mozliwosci  migracji  pracownikOw w  ramach
nowoczesnych struktur organizacyjno — zarzadczych. W konsekwencji w procesie
oddziatywania na ludzi jako kapital kreowana jest nowa wartos¢ — wiedza strategiczna
organizacji. Unikalne zasoby wiedzy wewnatrz organizacyjnej stanowia fundament przewagi
konkurencyjnej, a tym samym zabezpieczenie rozwoju organizacji dzieki poprawie jej
elastycznosci (Rosinska, 2007 s. 423-424).
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Kapitat ludzki stat si¢ czeScig kapitatu intelektualnego — to przede wszystkim zaséb
wiedzy, umiejetnosci, predyspozycji 1 energii zyciowej dostepny w kazdym pracowniku.
Okresla zdolnos¢ do pracy i co wazne do adaptacji do zmian w zmiennym otoczeniu oraz
mozliwos¢ kreacji nowych rozwigzan. Kapitat ten mozna powigksza¢ za pomoca ogédtu
dziatan wptywajacych na przyszty pieni¢zny i fizyczny dochdd przez wzrost zasobow wiedzy
oraz umiejetnosci ludzi. Z kolei zasoby ludzkie mozna powigkszaé poprzez ustugi
i udogodnienia zwigzane z ochrong zdrowia, poprawa wyzywienia oraz przede wszystkim
poprzez szkolenia i doskonalenie zawodowe. Ksztalcenie w systemie edukacji, poszukiwanie
I gromadzenie informacji o sytuacji firm i perspektywach zawodowych, badaniach
naukowych oraz migracjach ludnosci jest $ciSle zwigzane z rozwojem ludzi, co przektada si¢
bezposrednio na przyrost wartosci kapitalu ludzkiego. Nalezy jednak pamigtaé, ze mozna go
kupié¢, jak wigkszosci dobr na rynku, ale tez mozna go w sobie wytworzy¢ dzieki poswieceniu
czasu, pienigdzy, dobr materialnych i1 ustug innych oséb. Nabyta wiedza towarzyszy
cztowiekowi zawsze, niezaleznie od wykonywanej w danej chwili czynnosci (Sokotowska,
2006, s. 67-68).

Analizujac z kolei definicje powstatle w tym obszarze warto zwrdci¢ uwage na opini¢
S. R. Domanskiego, dla ktérego kapital ludzki, to zasob wiedzy, umiej¢tnosci, zdrowia
i energii witalnej, zawarty w danym spoleczenstwie/narodzie. Wyrdzniajaca cechg kapitatu
ludzkiego jest to, ze jest on jak gdyby czgscia cztowieka. Nie mozna oddzieli¢ jednostki
ludzkiej od jej kapitatu. Wedtug tej definicji zarzadzania, kapital ludzki tworza ludzie trwale
zwigzani Z firma, jej misja 1 wizja, charakteryzujacy si¢ pewnymi umiejetno$ciami
i kwalifikacjami (Domanski, 1993, s. 7).

Rownie ciekawg definicje, opierajaca si¢ na czynniku kompetencji jako sktadowej
kapitatu ludzkiego, zaprezentowali B. Liberda i T. Tokarski — wedlug nich kapital ludzki
moze by¢ szeroko lub wasko interpretowany. W zawezonym znaczeniu odnosi si¢ do
poziomu wyksztalcenia jednostki czy grupy. W szerszym ujeciu to intelekt, cechy
psychofizyczne, zdolnosci, do§wiadczenie zawodowe, zdrowie, kultura, §wiatopoglad — czyli

wszystko to, co wplywa na wydajno$¢ pracy i wigze si¢ nierozerwalnie z cztowiekiem
(Liberda, Tokarski, 2004, s. 16).

Resumujac, mozna powiedzie¢, ze kapital ludzki to obszary wiedzy, umiejetnosci,
zdrowia, energii witalnej, zdolno$ci do pracy, umiejetno$¢ adaptacji do zamian 1 mozliwo$¢
kreowania nowych rozwigzan w przedsi¢biorstwie.

W  kontek$cie aktywno$ci gospodarczej kapitat ludzki mozna przedstawi¢ jako
kombinacje nastepujacych czynnikow (Dziwulski, 2012, s. 69).

- cechy wnoszone przez pracownika: inteligencja, zaangazowanie, energia,

pozytywne nastawienie do zycia, rzetelno$¢, uczciwosé¢, wiarygodnos¢;

- zdolno$¢ pracownika do uczenia si¢: chtonnos¢ umystu, wyobraznia, zdolno$¢

analitycznego myslenia, kreatywnos¢;

- motywacja pracownika do dzielenia si¢ informacjg i wiedzg: umiejetno$¢é pracy

W zespole, dazenie do realizacji celow.

Oznacza to, iz we wspotczesnym zarzadzaniu mozemy zaobserwowac tendencj¢ zmian
do postrzegania kapitalu intelektualnego w przedsigbiorstwach, mimo wszystko przez
pryzmat indywidualnych przymiotow kazdego z pracownikow. Jest to wynik wielu
czynnikéw, ktére okreslaja kapital intelektualny poszczegdlnych osob, do ktorych mozna
zaliczy¢ przede wszystkim:

- proces edukacji;

- nabyte do$wiadczenie;

- zachowania w r6znych sytuacjach;
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- reakcje w okreslonych sytuacjach zyciowych.

Sa to zatem wszelkie psychofizjologiczne mozliwosci cztowieka oraz nabyta podczas
zycia wiedza i co wazne wszelkie postawy wraz z wyksztatlconymi umiejetnosciami.

Powyzsze zmiany w postrzeganiu kapitatu intelektualnego, wymuszajg takze zmiany
W zarzadzaniu, ktérego zadaniem staje si¢ obecnie wydobycie wszelkich najcenniejszych cech
z kazdego cztonka przedsigbiorstwa. By stalo si¢ to jeszcze bardziej efektywne, wazne jest by
pracownicy dazyli do ciggltego doskonalenia, w ktéorym rola pracodawcy sprowadza si¢ do
zapewnienia im najlepszych warunkéw do rozwoju.

Reasumujac, optymalne zaangazowanie kapitatu ludzkiego w przedsi¢biorstwie, ktore
Swiadomie wykorzystuje wiedz¢ do rozwoju swojej pozycji konkurencyjnej na rynku, zalezy
przede wszystkich od o0s6b decyzyjnych, od przyjetego przez nie systemu zarzadzania,
wpiywa] acego na efektywno$¢ 1 wydajnos¢ pracy, czyli od:

uregulowan warunkow 1 czasu pracy;

- systemu wynagrodzen wspoldziatajacych z systemami motywacyjnymi;

- atmosfery w pracy;

- poczucia satysfakcji z wykonywanej pracy;

- poczucia stabilnos$ci pracy;

- wiasciwego podzialu zdan wérdd pracownikow.

Podsumowujac wczesniejsze rozwazania, zdaniem autora artykulu wykorzystanie
potaczone z rozwojem kapitatu intelektualnego, jego identyfikacja oraz pomiar tworza trdjkqt
wiedzy zarzqdzania kapitatem intelektualnym, o czym musi pami¢ta¢ kazde przedsigbiorstwo
pragnace na tej podwalinie budowa¢ swoja pozycje konkurencyjng na rynku.

5. Strategiczne zarzgdzanie kapitalem ludzkim w przedsi¢biorstwach

We wspolczesnej gospodarce zarzadzanie kapitatem ludzkim dazace do uzyskania
swiadomego efektu, w oparciu o optymalizacje efektywnosci jest bardzo ztozonym procesem,
przyjmujacym, w zalezno$ci od uwarunkowan wewnetrznych i zewnetrznych, wiele roznych
kierunkéw rozwoju.

Strategie zarzadzania kapitatem ludzkim mozna definiowac, za A. Pocztowskim, jako
spojna konfiguracj¢ dziatan obejmujacych wytyczanie dtugofalowych celow, formutowanie
zasad, planéw i programow dziatania ukierunkowanych na tworzenie oraz wykorzystanie
kapitatu ludzkiego organizacji, gwarantujacego osigganie 1 utrzymanie przez nig przewagi
konkurencyjnej (Pocztowski, 2007, s. 57). Polega to na dazeniu do nadania sprawowanej
W przedsigbiorstwie funkcji personalnej wymiaru dtugofalowego 1 wiaczenie jej do procesu
zarzadzania strategicznego (Lundy, Cowling, 2000, s. 29).

M. Armstrong wyroznil wlasciwosci strategicznego zarzadzania kapitatem ludzkim,
ktore beda stanowi¢ podstawe do dalszych wywodow w tym rozdziale (Armstrong, 2000,
s. 49-50):

a)  strategiczna orientacja;

b)  strategiczne dopasowanie — integracja strategii przedsigbiorstwa ze strategia zarzadzania
zasobami ludzkimi;

C)  spojnosc — zintegrowana polityka ZZL;

d) traktowanie ludzi jako podstawowy atut konkurencyjny — podstawowy sktadnik
aktywow, czynnik przewagi konkurencyjnej, wyrdznik w otoczeniu,

e) traktowanie ludzi jako kapital — potrzeba inwestowania w nich i rozwijania ich
potencjatu;

f)  kultura korporacyjna — silna kultura oparta na definiowaniu misji, filozofii czy tez wiz;i,
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g) monolityczne stosunki pracownicze — zasoby ludzkie jako zwarty zespot wspdlnych
wartosci, celow, oczekiwan — przeciwienstwo postawy pluralistycznej;

h)  odpowiedzialno$¢ kadry kierowniczej — decentralizacja funkcji personalnej poprzez
przekazywanie uprawnien menedzerom liniowym.

Myslenie strategiczne to jedno z najbardziej istotnych sktadnikow zarzadzania zasobami
ludzkimi. Strategie zarzadzania tym kapitatem powinny by¢ potaczone bezposrednio z wizja,
misjg 1 strategig przedsigbiorstwa. W praktyce oznacza to, ze zarzadzanie zasobami ludzkimi
powinno dotyczy¢ decyzji, ktére maja podstawowe i1 dalekosiezne znaczenie dla polityki
zatrudnienia i rozwoju ludzi w organizacji, wptywajace na wzajemne relacje pomiedzy
kierownictwem, a personelem oraz majgce gruntowne znaczenic dla powodzenia
przedsigbiorstwa. Strategia zarzadzania zasobami ludzkimi powinna by¢ wyrazem intencji
wiascicieli przedsigbiorstwa, dotyczacych sposobu kierowania zatrudnionymi w niej ludzmi.
Powinna by¢ jasna i klarowna, praktyczna i nowatorska, przygotowana przez ludzi
Z wyobraznig, skoncentrowana na priorytetach firmy, zachowujaca elastycznos$¢, czy zdolnos¢
do szybkiego przystosowania do zmian (Romanowska, 2011, s. 175).

Podazajac z H. Czubasiewicz, mozna sprobowaé okresli¢ specyficzne cechy
strategicznego podejscia do zarzadzania kapitalem ludzkim, ktérymi sg (Czubasiewicz, 2011,
s. 14):

- ludzie jako aktywa (ludzie jako glowny kapitat firmy);

- wyplyw otoczenia, a w szczegdlnosci konkurencja i rynek pracy;

- powiazania ze strategig ogo6lng firmy i jej struktura;

- powigzania z kulturg organizacyjng firmy;

- potrzeby dziatan proaktywnych, a nie reaktywnych;

- cala populacja pracownikow, nie tylko kadra kierownicza;

- zmiany 1 rozwoj jako zasadnicze zjawiska spoteczne.

W praktyce gospodarczej spotka¢é mozna rézne podejscia do rozwoju i zarzadania
kapitatem ludzkim w przedsi¢biorstwach. Jest to wynik okreslonej i wybranej przez dany
podmiot ogodlnej strategii oraz strategii personalnej. Gtéwnym kryterium ich wyrdznienia sg
dziatania ofensywne oraz defensywne.

Strategie ofensywne dotycza przedsigbiorstw dynamicznie si¢ rozwijajacych, ktore
wymagaja od swoich pracownikoéw wsparcia tego rozwoju - kreatywnos$ci, innowacyjnosci,
duzej tolerancji ryzyka, sg one nastawione na osigganie efektow w wymiarze dtugofalowym.
Strategie tego typu ukierunkowane sa na prowadzenie celowej polityki nastawionej na
tworzenie w przedsigbiorstwie odpowiedniego zasobu wiedzy 1 umiejetnosci, jako
podstawowego atutu konkurencyjnego przedsigbiorstwa. Przedsigbiorstwa w takim przypadku
nastawione s3 na pozyskanie milodej, wykwalifikowanej kadry o duzym potencjale
rozwojowym 1 zainteresowanej ciaglym rozwojem. Odmienne dziatania podejmuja
przedsigbiorstwa prowadzace defensywna strategie zarzadzania kapitalem ludzkim, ktoére
nastawione sg na biezace, wymierne w sensie ilosciowym wyniki, dazace do minimalizowania
zakresu wplywu otoczenia dla zachowania wzglednej stabilnos$ci. Nastawione sg one na
rekrutacj¢ wewnetrzng, koncentrujagc si¢ na wilasnym personelu i podejmuja dziatania
zmierzajgce do uzupehienia luk kompetencyjnych zidentyfikowanych w drodze systemowej
oceny efektow pracy (Karaszewska, 2010, s. 128-129).

Jednakze zdaniem autora niniejszego opracowania wszystkie podjete dzialania majace
na celu efektywne zarzadzanie kapitatem ludzkim w przedsigbiorstwie, powinny by¢
ukierunkowane tylko i wylacznie na doskonalenie trzech sktadowych trojkata wiedzy
zarzadzania kapitalem intelektualnym, czyli:
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1.  Identyfikacji kapitalu intelektualnego — poszczegdlne jego czesci sa z sobg wzajemnie
powigzane tworzac unikatowy system, ktorego potencjal trudno jest jednak
jednoznacznie okresli¢, z powodu mnogosé jego elementdw i czynnikoéw tworzacych
réznorodne kombinacje — proba zobrazowania i uchwycenia wszystkich atrybutow jest
praktycznie niemozliwa, dlatego tez nalezy wybra¢ najwazniejsze kryteria (co i tak jest
bardzo trudne do realizacji) przez pryzmat ktérych poznamy stan faktyczny.

2.  Pomiar Kkapitatu intelektualnego — pomimo faktu, iz przedsi¢biorstwa dysponujg
odpowiednimi danymi do opisu tegoz zjawiska, to jednak brak konkretnych wzorow,
modeli czy tez wtasciwych kierunkow do ich wykorzystania prowadzi mimo wszystko
do powstania ogromnej luki w informacjach na ten temat — zmiana tej sytuacji,
podobnie jak przy pierwszej sktadowej, wymaga okreslenia konkretnych uwarunkowan
pomiaru, wlasciwych kierunkéw interpretacji wynikéw oraz roéwnie duzych naktadow
pracy.

3. Wykorzystanie 1 rozwoj kapitalu intelektualnego — zdaniem autora artykutu
najtrudniejsza do realizacji czg$¢ trojkata wiedzy zarzadzania kapitatem intelektualnym,
ale zarazem tez najwazniejsza dla przedsiebiorstwa, gdyz stanowi gtéwna determinante
ksztaltowania oczekiwanej przez nie pozycji konkurencyjnej na rynku. Wlasciwie
zaplanowane 1 podjete dziatania w tej cze$ci, moga poprowadzi¢ przedsigbiorstwo
W strong organizacji uczacej si¢, w stron¢ organizacji wiedzy.

6. Podsumowanie

We wspotczesnej gospodarce, w warunkach nieustannych turbulencji otoczenia,
powodujacych niepokoje na globalnym rynku, zdobycie odpowiedniej jakosci
niematerialnych aktywow, w tym kapitalu ludzkiego oraz ich efektywne wykorzystanie maja
duze znaczenie dla przedsi¢biorstwa, gdyz umozliwiajg (Olak, 2012, s. 171):

- utrzymywanie wlasciwych relacji z klientami oraz efektywna i wydajng obstuge

nowych grup klientow i rynkéws;

- wprowadzenie innowacyjnych produktow i ustug, oczekiwanych przez docelowe

grupy klientéw;

- szybkie 1 kosztowo efektywne wytwarzanie produktow 1 $wiadczenie

zindywidualizowanych ustug o wysokiej jakosci.

Reasumujac, nie zaleznie od tego jaka metode¢ czy strategi¢ wybierze przedsigbiorstwo
by wspomaga¢ (a nawet budowac) swoje cele biznesowe poprzez optymalne zarzadzanie
kapitatem ludzkim, musi oprze¢ tg sfer¢ dziatalnosci na konkretnych regutach:

1.  Wszystkie osoby zatrudnione w przedsigbiorstwie, w tym takze menedzerowie, muszg
by¢ traktowani jako kapitat firmy — nie koszt czy tez zasob.

2. W przedsigbiorstwie musi istnie¢ konkretny oraz elastyczny model biznesowy,
z ktorego wynika obowigzujaca strategia personalna.

3.  Kultura organizacyjna jest podstawg do zarzadzania kapitalem ludzkim — przede
wszystkim system warto$ci 1 norm oraz postawy i zachowania ludzi.

4.  Polaczenie celow pracodawcy z interesami pracownikow, oparte na wspoldziataniu oraz
profesjonalnym zaangazowaniu.

5. Rozbicie odpowiedzialnosci za zarzadzanie kapitalem ludzkim na kilka osrodkow
w firmie: poczawszy od naczelnego kierownictwa, a konczac na kazdym kierowniku.

6. Najwyzsze wladze w przedsigbiorstwie musza zdawac¢ sobie sprawe, ze od fachowosci
zatrudnianych przez nie os6b zalezy w duzej mierze konkurencyjno$¢ firmy — musza im
ufac oraz wlasciwie motywowac.
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7. Wlasciwe zdefiniowanie zadan dla Dziatu HR, do ktorych naleze¢ powinna m.in. takze
pomoc w rozwigzywaniu problemoéw spotecznych w firmie. Kierownicy tych dzialow
powinni mie¢ do dyspozycji tatwe do zastosowania oraz dopasowane do specyfiki
I potrzeb firmy rozwigzania oraz narzedzia kadrowe.

8. W budowaniu i kierowaniu zespotami pracownikow powinno stosowac si¢ techniki,
ktére umozliwig z jednej strony wtasciwa organizacj¢ pracy i skuteczne rozwigzywanie
problemow, a z drugiej uwzglednig interes przedsigbiorstwa oraz zatrudnionych w nim
0s0b.
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RIiZENI VYKONU SLUZBY PRISLUSNIKU POLICIE CESKE
REPUBLIKY

PETR JEDINAK — MAREK CANDIK

Abstract

At present, the management and assessment of policing performance of police officers can be
considered as a priority which also includes, based on this evaluation, further education and
development in line with the needs of the police. The active attitude of police officers appears to be
the necessary condition of the success in the course of this long-term targeted process. From the
general viewpoint there is a contribution of such implemented conceptions of police service
management for individual police officers as well as for their managers and also for the police as an
organization. Educated, flexible and motivated police members, who continuously deepen their
knowledge and who are able to transform it into their skill and abilities in policing are a real
contribution to the police organization. In the paper contain results of empirical research of relating
problems respondents of these researches the members of the Czech Republic police - of scientific
assignment No. 4/3 that is part of the Integrated research task No. 4 for the years 2010 — 2015 being
carried out at the Police Academy of the Czech Republic.

Key words: of power control services, performance evaluation, service performance, research task,
evaluator — a policeman occupying a managerial position, research professional competence.

1. Uvod

Piispévek je zaméfen na fizeni vykonu sluzby pfislusniki Policie Ceské republiky (dale
také policistll). Vychazi z koncepce fizeni pracovniho vykonu, jak ji védecky stanovil pfedni
britsky odbornik Michael Armstrong. Ten definoval zdkladni cyklus fizeni pracovniho
vykonu a charakterizoval jej jako nepfetrzity, sdm sebe obnovujici cyklus, ktery je tvotfen
dohodou o pracovnim vykonu na zakladé¢ definované role, planem osobniho rozvoje,
nasledujicim fizenim pracovniho vykonu v pribéhu roku. Cely cyklus je ukoncen jeho
pfezkoumanim, vedoucim k hodnoceni vykonu.

Pro podminky €eskych organizaci tuto koncepci prepracoval prof. Josef Koubek, ktery
vétSinu  Armstrongovych dél prelozil do ceStiny. Koncepci fizeni pracovniho vykonu
vymezuje takto: prvotni fazi procesu je dohoda o pracovnim vykonu, pokracuje vlastnim
pracovnim vykonem, ktery je po urcitém casovém obdobi hodnocen a na zdkladé vysledkt
hodnoceni se odviji jeho odménovani, dalsi vzdélavani a rozvoj pracovnika v organizaci. Tuto
koncepci Ize dobie po drobnych tpravach aplikovat 1 pro takovou organizaci, jakou je Policie
Ceské republiky (dale také Policie CR, policie).

V ramci védecko-vyzkumnych projektd realizovanych na Policejni akademii Ceské
republiky v Praze (dale také PA CR) se tuto koncepci snazime piizpisobit do soudasnych
podminek policie. Odvozeny jeji cyklické faze, vychazejici ze zastavaného sluzebniho mista
(definovani standardu vykonu sluzby pro drZitele sluzebniho mista), pies vlastni odvadény
vykon sluzby policisty (provadény pod motivujicim vedeni policejniho manazera). Naslednou
fazi je hodnoceni vykonu sluzby konkrétniho policisty (provadi policejni manazer).
V zavérecné fazi, jez vychazi z vysledkli hodnoceni, se jednd o odménovani, vzdélavani
a dalsi rozvoj pfislusnika policie.

2. Analyza zkoumaného problému
V ramci provadénych analyz vybranych &innosti v Policii CR vyvstal problém, jak tyto
¢innosti (vykon sluzby policistit) v organizaci zkvalitnit. Vrcholovy management policie ke
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splnéni tohoto strategického cile do policie implementoval novy systém hodnoceni policistii.
Nova metodika hodnoceni byla nejprve formou pilotnich projektii zavedena ve vybranych
utvarech policie a po dikladné analyze vyhodnocena. Na zakladé tohoto vyhodnoceni byla
formou interniho aktu fizeni stanovena jako zdvazna metodika pro hodnoceni odvadéného
vykonu pro vsechny policisty.

Metodika byla zaméfena na vlastni proces hodnoceni pracovniho vykonu ptislusnikd,
s cilem nastavit novou koncepci provazanosti vykonu sluzby policista s jejich odménovanim
a kariérnim rGstem v organizaci. Na zaklad€é analyz soucasného stavu a po prostudovani
odborné literatury byla vybrdna jako nejlépe vhodna koncepce fizeni pracovniho vykonu
(Armstrong, Koubek), kterd byla pfizpisobena pro podminky soucasné policie. K ovétovani
vhodnosti pfispéla analyza vystupl z provadénych vyzkumu k dané problematice. Tak byl dan
zaklad pro stanoveni koncepce fizeni sluzebniho vykonu piislusnikt Policie Ceské republiky.
V ramci této koncepce byly analyzovany a nasledné formulovany vSechny jeji dil¢i faze.
Takto nastavené cyklicky navazujici faze tfizeni vykonu sluzby byly na zaklad¢ provadénych
vyzkumii (od roku 2008 do roku 2013 kazdoro¢n¢€) opétovné podrobeny hloubkové analyze
(provadéné za pomoci modernich softwarovych programil). Na jejim zakladé se rozhodovalo,
jaké nastroje uplatnit, aby vykon sluzby policisti byl objektivné vyhodnocovan. Cely proces
byl veden snahou zvolit a implementovat do systému fizeni vykonu sluzby takové metody
a nastroje, které by pfispivaly k jeho komplexnimu zkvalitnéni.

3. Vymezeni organizace

Policie CR je jednotny ozbrojeny bezpeénostni sbor ziizeny zdkonem Ceské narodni
rady ze dne 21. Cervna 1991. Pfi jejim zfizeni byla vedena dlouhodobym cilem: slouzit
vefejnosti a jejim prioritnim ukolem je chranit bezpecnost osob a majetku, chranit vefejny
potaddek a predchazet trestné Cinnosti, plnit ukoly podle trestniho fadu a ukoly na useku
vnitiniho pofadku a bezpecnosti svéfené ji zakony, predpisy Evropskych spolecenstvi
a mezinarodnimi smlouvami, které jsou soudasti pravniho fadu Ceské republiky. Tyto
strategické cile jsou provazany s vizi policie — poskytovat kvalitni sluzbu obyvatelstvu statu
pfi plnéni téchto cill. Obyvatelstvo statu je souhrn jednotlivcil, ktefi jsou na uzemi statu
a podléhaji jeho svrchované moci (Mastny, 2009, s. 29). Poslani policie — mise, je definovana
sloganem ,,...pomadhat a chranit “.

Koncepce Fizeni vykonu sluzby p¥islusniki Policie CR

Vyse uvedenou koncepci fizeni pracovniho vykonu (Armstrong, Koubek) jsme
piizpusobili pro podminky Policie CR. Byly definovany zékladni prvky celého procesu
a nasledné urcena jejich provazanost.

Vychazime-li z obecné filozofie, Ze prioritnim vikolem policisty je odvadét sluzbu, tak
musime soustiedit usili smérem ke zkvalitnéni fizeni vykonu sluzby, tzn. definovat jednotlivé
faze tizeni sluzebniho vykonu a v nich vymezit zékladni ¢innosti, prvky, metodiku, atd.,
a hledat faktory, které je mohou ovlivitovat (kladn€ i zaporng). Nové prvky ve vSech téchto
¢innostech nasledné vyhodnocovat a osvédci-li se, implementovat je do celé policie (zde se
osvédCila forma pilotnich projekt). Na vSechny nové zavedené prvky do fizeni vykonu
sluzby musime mit ovétitelnou a vérohodnou zpétnou vazbu od vlastnich policistli (vétSinou
provadéno dotaznikovym Setfenim), kteti musi mit moZnost se ke vSem novym vécem
vyjadfit a pfi vykonu sluzby je akceptovat. Koncepce fizeni vykonu sluzby je graficky
znazornéna na obr. 1.

Koncepce iizeni vpkonu sluzby:

1.  Definovani standardi vykonu sluzby na zastdvaném sluzebnim misté.
2. Vykon sluzby policisty.
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3. Hodnoceni vykonu sluzby policisty.
4,  Odmeénovani policisty.
5. Vzdélavani a rozvoj policisty.

SLUZEBNI{ MISTO
stanoveni standardu pro vykon sluzby
!
<
MOTIVUJICI VEDENT
A NEUSTALA KOMUNIKACE
J
v
N
VYKON SLUZBY POLICISTY
a jeho sledovani v pribéhu roku
J
v
N
HODNOCENI[ VYKONU SLUZBY
POLICISTY
J
v

ODMENOVANI POLICISTY
A JEHO DALSI VZDELAVANI A ROZVOJ
v Policii Ceské republiky

Obr. 1: Koncepce procesu rizeni sluzebniho vykonu prislusnikii Policie CR

4.  Rozvoj policistii v Policii CR
Vzhledem k rozsahu pfispévku se budeme zabyvat pouze Casti zavére¢né faze celé
koncepce Fizeni vykonu sluzby, a to rozvojem policisty v organizaci.

V moderni spolecnosti se neustdle méni poZadavky na znalosti a dovednosti ¢lovéka
aten, aby mohl fungovat jako pracovni sila a byl zaméstnatelny, musi své znalosti
a dovednosti soustavné prohlubovat a rozsifovat. Znalosti a dovednosti pracovnika jsou
soucasti intelektudlniho kapitdlu organizace, faktoru, ktery vyznamné ovlivituje schopnost
organizace napliiovat své cile (Mladkova, 2013). Vzdélavani a formovani pracovnich
schopnosti se v moderni spoleCnosti stdva celozivotnim procesem. Zdkladnim zakonem
podnikani a uspésnosti jakékoliv organizace je flexibilita a pfipravenost na zmény. Toto
tvrzeni plati i pro takovou organizaci, jakou je Policie Ceské republiky (Sugar, Jedinak, 2011,
S. 110). Samotnou flexibilitu organizace vSak délaji flexibilni lidé, ktefi jsou nejen pfipraveni
na zménu, ale zménu akceptuji a podporuji ji. Péfe o formovani pracovnich schopnosti
pracovnikll organizace se tak v soucasné dob¢ stava ziejmée nejdulezitéjsim tkolem v oblasti
managementu lidskych zdroji, tedy konkrétnich pfislusnikl, jez ma policie k dispozici
K zajisténi tikold, které je povinna ze zakona &. 273/2008 Sb., o Policii Ceské republiky ve

wewvr

znéni pozdgjsich zmén a doplnka plnit.

Policie CR by proto méla mit pfirozeny zajem na tom, aby disponovala pracovniky,
ktefi jsou schopni se v maximalni mozné mife spolupodilet na plnéni téchto tkoll. Z tohoto
hlediska by méla mit zajem pfijimat na urcita sluzebni mista ty nejlepsi uchazece, vhodné tidit
jejich optimalni vykon, adekvatné je odmeénovat a snazit se co nejvice peCovat o jejich
vzdélavani a kariérovy rozvoj. Pfedpoklad uspéSného vzdélavani policisty je jeho osobni
zajem se dale profesné vzdélavat. Jeho forma a ¢asova narocnost by mnéla byt stanovena po
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4%

vzajemné dohod¢ policisty s jeho pfimym nadiizenym. Téz je potfebné v rdmci celozivotniho
vzdélavani reagovat na soucasny trend ve vzdélavani dospelych — pripravit lidi k porozumeéni
zakladnich problému soucasného svéta, k vytvafeni vlastnich ndzorti a rozvoji schopnosti
podilet se na jejich feSeni v ramci tzv. globalniho rozvojového vzdélavani (Petrufova, 2013,
by si dokédzaly udrzet nejlepsi pracovniky. V této souvislosti se hovoii o znalostnich
pracovnicich, ktefi mohou byt profesné zafazeni na vSech stupnich fizeni v organizaci
podminény mnoha faktory. Mezi nejvyznamné;jsi patii:

- ochota jednotlivci se ucit,

- ochota sdilet informace a znalosti s ostatnimi ¢leny organizace,

- schopnost organizace vytvaiet prostfedi pro sdileni znalosti,

- schopnost organizace vytvaiet prostfedi pro vzajemné uceni,

- odménovat pracovniky za zdjem piedavat znalosti svym koleglim, at’ uz se jedna

0 jakoukoli formu (napt. koucink, konzultace, poradenstvi).

Policejni manazefi by méli svym piistupem k podiizenym policistim (stylem vedeni,
komunikaci S policisty atd.) utvéret a zajistovat takové prostiedi, kde budou policisté odvadéet
alesponi standardni vykon sluzby, z néhoz budou nésledné sami spokojeni. Manazeti k tomuto
zabezpeceni maji velkou Skalu prostfedkil, technik a manaZerskych néstrojt, které by méli
umét vyuzivat. K vlastnimu hodnoceni, zda tomu tak opravdu v policejni praxi je, musime mit
zpétnou vazbu, a to nejlépe od samotnych policisti (zastavajici vedouci i fadové pozice).
Jednim z moznych zplsobt jak tuto zpétnou vazbu ziskat, je dotaznikové anonymni Setieni.
Vystupy k uvedenym urcujicim faktorim v ramci zavérecné faze koncepce fizeni vykonu
sluzby policistl jsou prezentovany v nasledujicim textu.

5.  Vystupy z provedenych vyzkumi

Cilem uvedeného vyzkumu, ktery byl realizovan v roce 2013, bylo zmapovat, jak
vnimaji samotni policisté proces fizeni vykonu sluzby. Provadény vyzkum je soucésti
Projektu védeckovyzkumného ukolu ¢. 4/3, ktery je soucasti Integrovaného vyzkumného
tikolu ¢. 4 na léta 2010 — 2015, realizovaného na PA CR. Vysledky vyzkumu nasledné
interpretovany pomoci metod deskriptivni statistiky a statistického zpracovani ziskanych dat.

V ramci vyzkumu byla zpracovana data od 295 policisth bakalafského studijniho
programu (73 % respondentt), 79 policisti navazujiciho (magisterského) studia (19 %
respondent) a 32 policistil z kurzl celozivotniho vzdélavani (8 % respondentt). Celkem 406
respondenttl.

43,11 %

363; 89 %

H Vedouci pracovnik 1 Radovy pracovnik

Obr. 2: Struktura respondentii z hlediska sluzebniho zarazeni (vlastni vyzkum)
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Z hlediska sluzebniho zafazeni jsme obdrzeli data od 43 (11 % respondentil) policejnich
manazeril, zbytek — 363 (89 % respondentl) tvotili fadovi policisté. Primérma hodnota poctu
odslouzenych let u Policie CR ¢inila 8,07 let, medianova hodnota poétu odslouzenych let byla
7let, nejcetnéjsi skupinu v ramci vyzkumu tvofili policisté s pétiletou praxi (hodnota modu),
minimalni délka praxe u respondent byla 1 rok, maximalni délka praxe Cinila 28 let.

Osobni rozvoj zaméstnanci ve vztahu k procesu hodnoceni vykonu byl cilem patého
okruhu otazek. Na osobni rozvoj jsme se dotazovali pomoci nasledujicich dvou otazek: Byly
vam vedoucim pracovnikem ulozeny ukoly pro vas dals$i rozvoj v rdmci vykonu profese
Vv organizaci?

60; 15 %

125; 31 %

117;29 %

104; 25 %

Esouhlas  ¢aste¢ny souhlas 1 ¢asteény nesouhlas winesouhlas

Obr. 3: Ulozeni ukolii pro dalsi rozvoj (viastni vyzkum)

Ke stanovenému dotazu se pozitivné vyjadiilo 60 dotazovanych policisti (15 %
respondentl), ¢aste¢ny souhlas deklarovalo 117 dotazovanych policistti (29 % respondent).
Celkové tedy kladné orientovany postoj s uvedenym dotazem potvrdilo 177 dotazovanych
policistl (44 % respondentti),

K osobnimu rozvoji zaméstnanci ve vztahu k procesu hodnoceni vykonu je vézany
I nasledujici dotaz: Mohl jste se vyjadiit k témto stanovenym ukolim? Souhlasny postoj
k uvedenému dotazu vyjadtilo 67 dotazovanych policisti (15 % respondent), Casteény
souhlas deklarovalo 99 dotazovanych policisti (24 % respondentt). Celkové kladné
orientovany postoj suvedenym dotazem potvrdilo 166 dotazovanych policisti (39 %
respondentil).

67,17 %
158; 39 %

99; 24 %

82;20 %

Esouhlas ® ¢asteény souhlas i ¢asteény nesouhlas Linesouhlas

Obr. 4: Moznost vyjdadieni se k uloZzenym vkoliim pro dalsi rozvoj (viastni vyzkum)

Pokracujeme v analyze matematicko-statistickymi metodami. Metodou kumulativnich
cetnosti dilCich postojii vztahujicich se k patému okruhu otdzek vytvofime souhrn polozky
osobniho rozvoje v souvislosti s hodnocenim vykonu. Uvedenym zplsobem jsme vytvorili
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Jiny statisticky soubor, proto musime ovéfit jeho normalitu. Z obr. 5 plyne, Ze souhrn polozky
osobniho rozvoje v souvislosti s hodnocenim vykonu nevykazuje normalni rozdé€leni, coz
potvrzuji i vysledky Kolmogorovova-Smirnova (K-S test) a Shapiro-Wilksova (W-test) testu
a normalitu polozky osobniho rozvoje na hladiné 5 % zamitame a volime pro dalsi zpracovani
neparametrické metody testovani.

Normal. p-graf:souhrn5 Histogram: souhrn5
18 K-S d=,17824, p<,01 ; Lillefors p<,01

16 o Shapiro-WilksW=,88038, p<,00000
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Obr. 5: N-P plot a histogram souhrnii poloZek osobniho rozvoje (vilastni vyzkum)

Pro zjisténi zavislosti osobniho rozvoje na zatazeni ve vedouci funkci jsme si stanovili
otazku: Je statisticky vyznamny rozdil ve vnimani osobniho rozvoje ve vztahu k procesu
hodnoceni v zavislosti na zatazeni ve vedouci funkci? (Li$i se vnimani osobniho rozvoje ve
vztahu k hodnoceni u dotazovanych policejnich manaZzerii a fadovych policisti?)

Kvartilovy diagram (obr. 6) ukazuje, ze skupina dotazovanych policejnich manazert
dosahuje vyssi medidnovou hodnotu nez skupina dotazovanych fadovych pracovniki, skupina

dotazovanych fadovych policistl se vyznacuje vy$sim interkvartilovym rozpétim ve srovnani
s interkvartilovym rozpétim skupiny dotazovanych manazeru.

Krabicovy graf dle skupin
Proménna: souhrn5

i T

souhrn5
o

1 o Median
1 0 [ 25%-75%
. _T_ Min-Max
7. vedouci

Obr. 6: Kvartilovy diagram manazer — podiizeny (viastni vyzkum)

Pouzitim Mann-Whitneyova U testu konstatujeme statisticky vyznamny rozdil ve
vnimani osobniho rozvoje ve vztahu k procesu hodnoceni v zavislosti na zafazeni ve vedouci
funkci, na hladin€ vyznamnosti 5 % (tab. 1).
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Tab. 1: Mann-Whitneyova U-testu zdvislosti na vedouci funkci (viastni vyzkum)

Mann-Whitneytv U test dle proménné: vedouci
Proménna Oznacené testy jsou vyznamné na hladine p < 0,05
Sct pot. skup. 1 | S¢t pot. skup. 2 U Z Uroveii p |Z upravené| Uroved p
Souhrn 10848,50 71772,50 5706,500| 2,883443 | 0,003934 | 2,943200 | 0,003249

Na zaklad¢ vyhodnoceni ziskanych dat (obr. 5 a tab. 1) lze nasledné navrhovat opatieni
vedouci ke zkvalitnéni pozadovanych vystupii. Ve vyse uvedeném piipadé si policejni
manazeti uvédomuji vyssi potfebu osobniho rozvoje (vyssi medidnova hodnota) nez u
fadovych policistd. Vysledky vyzkumu v tomto konkrétnim ptipadé oteviraji dal$i moznosti
pro dalsi vyzkum zaméteny na identifikaci pficin tohoto rozdilu.

Krabicovy graf dle skupin
Proménna: souhrn

35 T —F—

30

25

souhm

20

15

10

0 = Median
1 0 [ 25%-75%

T Min-Max
7. vedouci

Obr. 5: Kvartilovy diagram manazer — podrizeny (viastni vyzkum)

Tab. 2: Mann-Whitneyova U-testu zavislosti vedouci — podrizeny (viastni vyzkum)

Mann-Whitneyiv U test dle proménné: vedouci
Proménna Oznacené testy jsou vyznamné na hladine p < 0,05
S¢t pot. skup. 1 | S¢t pot. skup. 2 ) 4 Uroveni p |Z upravené| Urovei p
Souhrn 10992,00 71629,00 5563,00 | 3,080066 | 0,002066 | 3,085210 | 0,002034

V nésledujicim textu jsou zafazeny ukéazky z vystupll z vyzkumi, které byly vedeny
snahou porovnat vysledky vSech vyzkumi k dané problematice fizeni vykonu sluzby
policistu, které byly realizovany v letech 2008 — 2013; provadéno formou dotaznikového
Setfeni (slouzici k zjistovani identifikaénich udajii a nasledné hlubsi statistické analyze dat).
Soubor uzavienych otazek souvisejicich se zpuisobem provadéni sluzebniho a prubézného
hodnoceni policistil, ke stanoveni standardi vykonu sluzby a otazky k dalSimu vzdélavani
a rozvoji policistl. Pouzité metody zpracovani vystupti z dotazniku: Matematicko-statisticka
analyza empirickych tidajii. Ke zpracovani dat byly vyuZity adekvatni matematicko-statistické
procedury, jez jsou obsahem statistického software SPSS v. 11. Statistika v. 6.0., Answer Tree
v. 3.1 (klasifika¢ni stromy). Pouzita metoda logistické regrese, feSeno procedurou BINARY
LOGISTIC REGRESSION. Nasledné zarazena ukdzka vystupii z provedenych vyzkumii dle
uvedené statistické analyzy — porovnani vystupii z vyzkumu z roku 2008 az 2013.
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Node 0
Category % n
Ne 50,4 748
Ano 49,6 737
Total 100,0 1485

Provedeni vyzkumu

Adj. P-value = 0.0000, Chi-square = 76,468, df = 2

2008; 2013 2009; 2011 2010
I | I
Node 0 Node 0 Node 0
Category % n Category % n Category % n
Ne 59,9 290 Ne 529 372 Ne 28,9 86
Ano 40,1 194 Ano 47,1 331 Ano 71,1 212
Total 326 484 Total 473 703 Total 20,1 298

Obr. 6: Moznost se podilet na vikolech dalsiho svého rozvoje v letech 2008 — 2013 (viastni vyzkum)

Odpovédi respondenti ve sledovaném obdobi na otdzku, zda se mohli vyjadfovat
k urcovani ukold na dal$i hodnotici obdobi v ramci svého profesniho ristu, 1ze rozdé€lit do tii
kategorii. Odpovédi respondentli v roce 2008 a 2013 vykazuji shodu, stejné tak jako druha
kategorie (roky 2009 a 2011) a do tieti kategorie zatadime vystupy z vyzkumu z roku 2010
(Candik, Jedinak, 2013, s. 258-260 ).

6. Zavér

Od policisty se vyzaduje na zastavaném sluZzebnim misté vykondvat sluzbu co nejlépe.
Kazdy policista by mél znat, co se od néj ofekava, a jaké mad moznosti v ramci kariérniho
rastu v Policii Ceské republiky. Navrhovana koncepce fizeni vykonu sluzby toto spliiuje.
Me¢éla by byt soucasti integrovaného systému fizeni lidskych zdroji v policii. Uplatnéni
koncepce fizeni vykonu sluzby redln¢ pfispéje k jejimu zkvalitnéni, podloZzené na vyssi
vykonnosti a efektivnosti prace, vedoucimu k vyssi Grovni jeji spolecenské prestize a image.
Uplatiiovani této koncepce v policii by mélo vést k profesnimu rozvoji vSech policisti, kteti
by méli byt nasledné v organizaci spokojeni. Tak by se dalo zamezit piipadim pied¢asnych
odchodt zkusenych piislusniki (z nageho pohledu znalostnich pracovniki) z fad Policie CR.

Bude-li se fadné uplatiiovat cela koncepce, méli by policisté znat priority své prace,
jejich ulohu a cile. Bude-li se napt. hodnoceni vykonu sluzby provadét s naleZitou pozornosti
a nebude povazovano za piezity byrokraticky akt, pak miize policie ziskat poznatky
0 piislusnicich na jejich zéklad¢ dale planovat jejich rozvoj (védomosti, kvalifikaci, tvotivy
ptistup, kooperativnost, etiku apod.). Vyznamnym faktorem hodnoceni je i zjiSténi stupné
identifikace policisti s organizaci a jejimi cili. (Nekoranec, Matta, 2012, s. 206).
Nezastupitelnou roli v této koncepci zastavaji policejni manazeti (vedouci ptislusnici), a to
predevsim ti, co pfimo fidi a hodnoti vykon sluzby jim podiizenych policista.

Profesni kvality (odbornost, schopnosti, zkuSenosti, znalosti a dovednosti) policejnich
manazerQ patii mezi prioritni faktory podminujici aspéSnou aplikaci koncepce fizeni vykonu
sluzby policisti do policejni praxe. Jedin€ manazefi, kteti své praci dokonale rozumi, odvadi
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ji v pozadované kvalité, jsou opravdovymi vzory ostatnim policistim a napliuji vyty¢enou
filozofii: ,, Spokojeny prislusnik Policie CR odvddi excelentni vwkon sluzby v ramci svého

sluzebniho zarazeni.

“«
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ORGANISATIONAL CULTURE
ANNA KACHANAKOVA — KATARINA STACHOVA — ZDENKO STACHO

Abstract

Organisational culture affects all functions of human resources management. By means of them, it
encourages employees to behave desirably and reliably. Human resources management functions can
be applied as a tool of forming and enforcing organisational culture. The aforementioned suggests that
the relationship between organisational culture and human resources management is mutual. It is
related to the fact that their primary task is essentially the same: to create conditions for so called
positive behaviour of employees in compliance with strategic intentions and goals of an organisation.

Key words: Organisational culture, analysis of organisational culture, organisations operating in
Slovakia.

1. Introduction

With regard to the fact that the bearers of a change, respectively the bearers of an
appropriate organisational culture should include all company employees, who are expected
to share and develop strategically necessary ideas, approaches and values, it is necessary to
focus on organisational culture and human resources simultaneously. The possibility of such
a simultaneous focus is given by the interconnection of organisational culture and human
resources management.

Organisational culture reflects human dispositions of thinking as well as behaving, and
has impact on human consciousness as well as unconsciousness. It enhances the relationship
of a person to work, regulates relationships among employees, and has a significant impact on
the activity of employees (Kachanikova, 2010, p. 25). Generally stated and declared
organisational culture features are fundamental beliefs, values and norms which are showed
by symbols and artefacts elaborated, discovered or developed in an organisation as a result of
successful solving of problems; and a common feature is also a group of people, the
organisational culture bearers, within which this culture is shared (Cambél, Hoghova, 2008,
p. 191).

Today the success of organisations depends on efficient management which is
determined by the suitability of organisational culture as it encourages the co-operation of all
employees, effective mutual communication across the organisation and work coordination.
Organisational culture may be perceived as a common and shared set of ideas, opinions,
views, attitudes, norms and values. Organisational culture is so strongly “engraved” in some
of the organisation’s employees that it becomes natural for them. Employees’ behaviour as
influenced by organisational culture projects in their creations of both a material and non-
material nature (Lukasova, Novy, 2004, p. 42). Precisely set organisational culture becomes
an increasingly important added value of services and products off erred by the given
organisation on the market, a determinant of relationships with business partners and in
particular a distinctive feature of the organisation that distinguishes the organisation in the
eyes of current and potential employees and a management tool and a source of motivation of
employees in organisations (Stachova, Stacho, 2013, p. 80).

2. Research

Researches were conducted over 2010, 2011 and 2012 always from February to May.
239 organisations participated in the 1% phase, and 340 organisations participated in the 2™ as
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well as the 3" phase of the research. Collection, classification and subsequent summarisation
of information obtained from researches were carried out every year from June to September.
Mathematical and statistical methods were used upon processing, analysis and comparison of
information, and qualitative methods were subsequently used upon the identification and
evaluation of information.

Table 1: Size structure of analysed organisations (own study)

The number of employees in an

o 50 - 249 250-1,000 |1,001-5,000| more than 5,000
organisation

Share of organisations in % in 2010 60 27 12 1
Share of organisations in % in 2011 68 23
Share of organisations in % in 2012 69 23

Within the research, we were primarily interested in whether managements of the
interviewed organisations realised the importance and justness of dealing with the creation
and maintaining of an appropriate organisational culture (Table 2).

Table 2: Creation and maintenance of a suitable organisational culture (own study)

Do you consider dealing with the creation and maintenance of a suitable .

. . Yes, in [%0]
organisational culture to be important?
Share of organisations in % in 2010 95
Share of organisations in % in 2011 91
Share of organisations in % in 2012 91

Answers to the first question sounded very positive, however when we were finding out
whether the companies had defined an organisational culture strategy within their business
strategy in writing, only 21% — 33% of organisations answered affirmatively.

Table 3: Spheres covered by elaborated documentation in analysed organisations (own study)

Elabo!’ate_d documents by Yes, a Wr_itten Yes, a non—\_/vritten No in [%]
organization document in [%6] document in [%6]
2010 2011 | 2012 | 2010 | 2011 | 2012 | 2010 | 2011 2012

Mission of the organisation 73 71 65 16 13 14 11 15 21
Strategy of the organisation 76 68 64 17 18 14 7 14 22
HR strategy 54 53 51 24 26 22 22 21 27
Code of ethics 58 53 49 16 18 18 26 29 33
Code of social responsibility 31 23 23 19 20 18 50 57 59
Innovation strategy 39 23 26 23 26 23 38 51 51
Organisational culture strategy 25 33 29 32 26 21 43 41 50

Within the research, we were further interested in whether questioned organisations had
implemented an individual project to change organisational culture (Table 4), and whether
they executed organisational culture analysis (Table 5).
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Table 4: Individual project of organisational culture change (own study)

Have your organisation carried out an individual project to change organisational .

. Yes, in [%0]
culture over the last five years?
Share of organisations in % in 2010 35
Share of organisations in % in 2011 27
Share of organisations in % in 2012 20

Table 5: Organisational culture analysis (own study)

Is organisational culture analysis carried out in your organisation? Yes, in [%]
Share of organisations in % in 2010 34
Share of organisations in % in 2011 33
Share of organisations in % in 2012 20

We first of all summarised the results of organisations declaring that they carry out
organisational culture analysis. These organisations have recently carried out a change

resulting from organisational culture in the spheres of organisational structure,

processes and

systems in 52% — 76%, and in the spheres of personnel and human resources management

department in 47% — 59% (Table 6).

Table 6: Spheres of organisational culture changes (organisations carrying out organisational culture

analysis), (own study)

Which spheres of the organisational culture of your Share of organisations in %
organisation have recently undergone changes? 2010 2011 2012
A) symbols 22 17 10
B) personnel and human resources management department 59 47 51
C) organisational structure, processes and systems 52 76 70
D) top management 52 30 35

Analysing the positive relationship of individual functional spheres of human resources
management and organisational culture, organisations carrying out the analysis find the most
significant impact in relation to facilitating communication in an organisation as well as upon

hiring and evaluating employees (Table 7).

Table 7: Impact of organisational culture on human resources management (organisations carrying

out organisational culture analysis), (own study)

In which functional spheres does organisational culture facilitate
human resources management in your organisation? [%6]:

2010 | 2011 2012

Personnel planning 51 40 48
Work analysis 42 34 33
Hiring of employees 48 37 36
Selection of employees 52 43 46
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Adaptation of employees 41 29 30
Outplacement 7 3 3
Education of employees 52 37 51
Evaluation of employees 54 50 48
Remuneration of employees 52 39 45
Labour relations 52 37 49
Communication of employees 58 51 44
Labour conditions 48 34 29

Subsequently, we summarised the results of organisations not carrying out
organisational culture analysis.

Responding to question: “Which spheres of the organisational culture of your company
have recently undergone changes?”, organisations not carrying out the analysis responded like
organisations carrying out the analysis, declaring that recent changes have been carried out in
the sphere of organisational structure, processes and systems in 42% — 49% of organisations,
and in the sphere of personnel and human resources management department in 24% — 41%
of organisations (Table 8).

Table 8: Spheres of organisational culture change (organisations not carrying out organisational
culture analysis), (own study)

Which spheres of the organisational culture of your organisation have Share of
recently undergone changes? organisations in %
2010 | 2011 | 2012
A) symbols 26 7 9
B) personnel and human resources management department 41 30 24
C) organisational structure, processes and systems 42 49 44
D) top management 34 29 20

Analysing positive relationship of individual functional spheres of human resources
management and organisational culture, the most significant impact of the given relationship
upon the establishment of labour relations, facilitation of formal communication and
employee evaluation is reflected in organisations not carrying out organisational culture
analysis (Table 9).

Table 9 Impact of organisational culture on human resources management (organisations not
carrying out organisational culture analysis), (own study)

In which functional spheres does organisational culture facilitate 2010 2011 2012
human resources management in your organisation? [%6]:

Personnel planning 35 27 25
Work analysis 29 23 13
Hiring of employees 32 25 21
Selection of employees 42 36 28
Adaptation of employees 32 24 17

Outplacement 2 1 2
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Education of employees 38 27 26
Evaluation of employees 40 39 31
Remuneration of employees 40 40 30
Labour relations 41 37 38
Communication of employees 39 34 37
Labour conditions 32 28 20

3. Evaluation

On the basis of executed research in organisations operating in Slovakia, focused on
finding out whether the organisations realize the importance of organisational culture, and
whether they deal with its creation and maintaining in practice we can formulate the following
summary. In spite of the fact that up to 91 % — 95% of organisations stated that they realized
the need to deal with creation and maintaining of appropriate culture:

a) only 21% — 33% of them have an organisational culture strategy within their business
strategy in writing,

b)  only 20% — 35% of them have individual project of organisational culture change

c) only 20% — 34% of them have executed, respectively execute regularly, organisational
culture analysis,

However, the most significant difference was identified upon comparing the views of
individual groups of organisations of whether organisational culture facilitates their human
resources management in individual functional spheres. Organisations dealing with culture
marked all of the twelve given spheres in greater extents, which unequivocally confirms the
statement that “the activities of human resources management serve as a tool of creation and
enforcement of organisational culture, which on the other hand supports individual activities
of human resources management by means of its elements,” (Kachanakova, 2010, p. 56).

4. Conclusion

We can therefore state that although awareness of organisations is at a quite high level,
its practical implementation in organisations operating in Slovakia “hobbles”. For this reason,
the need of organisations to actually focus on appropriate culture building is getting forward.
It is therefore important in the organisation to execute priority complex culture analysis, and
on the basis of found facts to work further and systematically with it, since appropriate
organisational culture is one of the main tools ensuring long-term prosperity of the company.

Here can be seen the validity of the given research for practice, when organisational
managements have an opportunity to compare current status of their organisational culture
with the status declared by questioned organisations, and on this basis to think about
possibilities of its improvement. We assume that it is important to continue in this research, so
that individual organisational culture theories can be developed on the basis of new
information gathered from questioned organisations. With regard to continuous advancement
of social as well as natural sciences, it is necessary to assume that values, norms and artefacts
in organisations will gradually change, and thus will change also the way and impact of
culture’s content and power on their performance. It is therefore crucial, also from the
theoretical point of view, to analyse continuously status, level and content of organisational
culture in organisations.
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SUCASNY STAV ZAMERANIA SA ORGANIZACII POSOBIACICH
NA SLOVENSKU NA PRACOVNE PODMIENKY

ANNA KACHANAKOVA — KATARINA STACHOVA — ZDENKO STACHO

Abstract

Working conditions have a significant impact on efficient, safe and satisfying work of employees.
Within this function, the department of human resources management deals with time-related working
conditions, i.e. working time and time for rest and working environment, in terms of which it focuses
on the arrangement and equipment of a workplace and on safety and health protection during work.
Our three researches were focused on individual components of working conditions, analysing time-
related working conditions and the way of focus of organisations operating in Slovakia on ensuring
working and organisational system from the viewpoint of ergonomics. The researches were conducted
over 2010, 2011 and 2012, from February to May each year, at School of Economics and Management
in Public Administration in Bratislava.

Key words: working conditions, time-related conditions, ergonomics, human resources management.

1. Uvod — pracovné podmienky

Kvalitou pracovného Zivota rozumieme komplex podmienok, ktoré pdsobia na cloveka
V pracovnom procese a vplyvaju na jeho efektivny priebeh. Uréujici vplyv méa najma
charakter vykonavanej prace, technologické postupy a technicka vybavenost, personalna
politika, uroven delby prace a kooperacie, ucinné systémy motivacie a stimulacie
zamestnancov, §tyl vedenia l'udi, fyzikdlne a socidlno-psychologické faktory pracovného
prostredia, bezpecnost' prace, pracovny rezim. Naro¢nost formovania Sirokého komplexu
pracovnych podmienok determinujucich kvalitu pracovného zivota vyzaduje uplatnenie
adekvatnych metodickych, organizaénych a penaznych nastrojov. Iba koncepény pristup
rieSenia uvedenych problémov a uvedomenie si dolezitosti pracovnych podmienok pre kvalitu
pracovného zivota z nich mdze urobit’ pre organizaciu prioritou (Kachanakova, 2011, s. 201).

V ramci pracovnych podmienok sme sa v prieskumoch zamerali na ¢asové pracovné
podmienky a ergonémiu.

Casové podmienky prace uréuju dizku a §truktiru pracovného &asu, ucelné striedanie
prace a oddychu v rdmci zmeny pracovného tyzdia a roka. Na problematiku pracovného casu,
jeho organizéciu a efektivne vyuZivanie sa v poslednom obdobi ststred’uje vécsia pozornost’
U nas aj vo svete. Vo vyspelych krajinach dochadza k zasadnym zmenam v dizke a sposobe
rozvrhovania pracovného ¢asu. PovaZzuje sa to za vyznamny prostriedok humanizacie prace,
to znamend zvysenie bezpe¢nosti a ochrany zdravia pri praci, ako aj obsaznosti pracovnych
¢innosti. Podstatou zmien je snaha maximalne prisposobit’ ¢asové podmienky prace potrebam
a poziadavkam cloveka. Flexibilné formy pracovného ¢asu vyrazne prispievaju k humanizacii
pracovného procesu, k znizovaniu miery absencii a fluktuacie avkone¢nom désledku
k zvySeniu produktivity prace. Ak ma zamestnanec moznost' vybrat si pracovny rezim,
zvySuje to jeho motivaciu k praci arychlejSie a ochotnejsSie pristupuje aj k inym zmendm
(Kachanakova, 2011, s. 203).

Ergonémia je v najSirSom zmysle slova vedou o ¢loveku pri praci. Medzinarodna
ergonomicka asocidcia definuje ergondmiu ako vednt disciplinu zaloZenu na porozumeniach
interakcii ¢loveka a d’alSich zloziek systému. Aplikacia vhodnych metdéd modernej ergondmie
zlepSuje I'udské zdravie pohodu i vykonnost’. Prispieva k rieseniu dizajnu a hodnotenia prace,
uloh, produktov, prostredia a systémov, aby boli kompatibilné s potrebami, schopnost’ami
a vykonnostnym obmedzenim [l'udi. Ergondémia je teda systémovo orientovand disciplina,
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ktora prakticky pokryva vSetky aspekty l'udskej ¢innosti. Napliiou ergondémie je hodnotit
skiimat’ a navrhovat’ optiméalne podmienky pre Cinnost’ Cloveka. Je dolezitym nastrojom na
zvySovanie produktivity prace, pre vytvaranie podmienok na rozvoj osobnosti Cloveka.
Ergondmia Cerpa poznatky z mnohych vednych disciplin, ktoré sa zaoberaji ¢lovekom a jeho
pracovnou ¢innost'ou (Hatiar, 2010, s. 34).

Zuveden¢ho je zrejmé, ze modernd ergondomia je ddlezitym nastrojom riadenia
podnikatel'skych subjektov, ktory je prepojeny s kIicovymi oblastami riadenia organizacii
(strategicky manazment, krizovy manazment, organizacna kulttra...). Pri vyuziti synergického
efektu z interakcie uvedenych (a d’al$ich) oblasti riadenia organizacii je mozné zabezpecit
vyznamné prinosy tak pre organizacie: zvysenie pracovného vykonu, znizenie chybovosti,
znizenie praceneschopnosti zamestnancov a chorob s povolania, ako aj pre zamestnancov:
zlepSenie psychického a fyzického stavu, minimalizaciu prejavov psychickej a fyzickej
unavy, zlepsSenie sebarealizacie s pozitivnym dopadom na ekonomicku situaciu jednotlivca
a jeho rodiny. Nezanedbatel'nou skuto¢nost'ou st nasledne aj prinosy pre celii spolo¢nost’
Vv zlepSeni celkového zdravotného stavu a zvySeni zivotnej urovne obyvatel'stva (Hatiar, 2010,
s. 34).

Ergonomiu je potrebné chapat’ ako vednu disciplinu, ktord integruje vsetky poznatky,
ktoré poméhaji zvySovat’ efektivnost’ I'udskej prace cez znizovanie negativnych dopadov na
zdravie a zaroven zvySovanie ekonomickych prinosov z vynalozenych nakladov. Zakladnym
predpokladom ergondmie je, ze efektivny a plnohodnotny pracovny vykon mozno ocakavat
len od zdravého, odpocinutého a spokojného zamestnanca. Preto ergonomické riesenie nie je
mozné zabezpeCit pomocou jednotlivych nesystémovych opatreni, ale v celom rozsahu
subsystémoVv pracovno-organizacného systému (Clovek — stroj, ¢lovek — organizécia prace,
Clovek — Zivotné a pracovné prostredie) (Hatiar, 2010, s. 35).

2. Charakteristika prieskumov

Prieskumy prebiehali v rokoch 2010, 2011 a 2012 vzdy v obdobi od februara do maja.
Dotaznik bol distribuovany do organizécii ktoré mali 50 a viac zamestnancov. Pri stanoveni
cielovej skupiny, danej vel'kost'ou organizicie z hl'adiska minimalneho poc¢tu zamestnancov,
sme vychadzali z predpokladu, Ze organizacie s poctom zamestnancov niz§im ako 50 nemaju
Standardizované a formalne stanovené pristupy k riadeniu l'udskych zdrojov a teda ani k jeho
jednotlivym funkcidm. Zber, zatriedenie a néasledné zosumarizovanie ziskanych informadcii
Z prieskumov prebiehalo kaZzdorocne v obdobi od juna do septembra. Pri spracovani
informécii, ich analyze a komparacii boli pouZité matematicko-Statistické metddy a nasledne
pri ich identifikacii a vyhodnoteni, kvalitativne metody.

V ramci 1. etapy prieskumu sa z(castnilo 239 respondentov, 2. a 3. etapy sa zhodne
zucastnilo 340 respondentov. Suhrnna velkostna Struktira dopytovanych organizacii je
uvedena v tab. 1, z ktorej vyplyva, Zze najvicSie zastupenie v prieskume mali kazdoroc¢ne
organizécie s poctom zamestnancov od 50 do 300.

Tab. 1: Velkostna Struktura analyzovanych organizacii (viastny vyskum)

Pocet zamestnancov v org. 50 - 300 301-1000 1001 -5 000 nad 5 000
Podiel organizacii v % 2010 62 25 12

Podiel organizacii v % 2011 70 21

Podiel organizacii v % 2012 72 20
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2. Analyza sticasného stavu zamerania sa organizacii na ¢asové pracovné

podmienky a ergonémiu

Pracovné podmienky maju na vykonnl, bezpecnil a spokojni pracu zamestnancov
vyznamny vplyv. V ramci tejto funkcie sa utvar riadenia 'udskych zdrojov zaobera ¢asovymi
podmienkami prace ato pracovnym casom a dobou odpocinku a pracovnym prostredim,
v ramci ktorého sa zameriava na Upravu a vybavenie pracoviska a na bezpe¢nost’ a ochranu
zdravia pri praci. Na jednotlivé zlozky pracovnych podmienok sme sa zamerali aj vV naSom
prieskume v ramci ktorého sme analyzovali ¢asové podmienky prace a spdsob zamerania sa
organizécii poOsobiacich na Slovensku na zabezpecenie pracovno-organizacného systému
Z hl'adiska ergondmie.

V ramci analyzy pracovnych c¢asovych podmienok sme sledovali frekventovanost
vyuzivania neStandardnych pracovnych rezimov Vv dopytovanych organizaciach a podiel
zamestnancov pracujucich v tychto rezimoch. Z prieskumu vyplynulo, Ze organizacie
V najviacsej miere vyuzivaju dlhodobo zauzivané pracovné rezimy, ako nadcasovu pracu,
pracu cez vikend a pracu na zmeny (tab. 2). Len v malej miere su vyuzivané rezimy ako
zdiel'anie pracovného miesta, praca doma a teleworking, pricom vSetky tri st vhodné
napriklad pre zamestnancov na materskej, ¢i rodiCovskej dovolenke, pretoze zamestnancom
umoznuju lepsie zladit’ starostlivost’ o diet’a a plnenie pracovnych uloh a taktiez zabezpecuju,
7e zamestnanec nepride pocas tejto doby o pracovné ndvyky a taktieZ o socidlne a pracovné
kontakty.

Tab. 2: Podiel zamestnancov pracujucich v nestandardnych pracovnych rezimoch (viastny vyskum)

Podiel zamestnancov [%6] 2010 [%6] 2011 [%6] 2012

pracujucich v

neStandardnych Nie |0-5%| Ano | Nie |0-5%| Ano | Nie [0-5%]| Ano

pracovnych rezimoch
Praca cez vikend 24 26 50 29 27 44 30 26 44
Praca na zmeny 27 12 61 36 14 50 31 12 57
Nadc¢asova praca 13 24 63 23 28 49 22 32 46
Hodinové pracovné zmluvy 62 21 17 67 26 7 69 23 8
Ciasto&né pracovné Givizky 32 47 21 43 48 9 46 44 10
Zdiel'anie pracovného miesta 81 9 10 83 10 7 86 9 5
Flexi-time 54 11 35 58 11 31 62 11 26
Docasna/prilezitostna praca 52 31 17 56 35 9 59 30 11
Fixed-term kontrakt 32 31 37 42 33 25 47 27 26
Praca doma 85 11 4 87 9 4 92
Teleworking 80 14 6 87 9 4 90 8 2

Pri zamerani sa na pracovné prostredie a bezpecnost’ a ochranu zdravia pri praci sme
vramci pracovnych podmienok zamestnancov v dopytovanych organizaciach prioritne
zistovali, €1 si vedlci zamestnanci uvedomuji opodstatnenost’ ergonomie, a taktiez sme sa
zamerali na zistenie, akym spOosobom ana akej urovni ju zabezpecujli. Z prieskumu ndm
vyplynulo, Ze hoci viac ako 70 % veducich zamestnancov si dolezitost' ergondmie
uvedomuje, len menej ako 10 % organizacii ma zavedeny ergonomicky program, v ramci
ktorého zavadzaju opatrenia (tab. 3 a 4).
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: % |

Tab. 3: Opodstatnenost ergonomie (viastny vyskum)

N . Podiel org. v %
Je doleZité zamerat’ sa na ergonémiu?
2011 2012
Ano v [%] 71 76
Nie v [%0] 29 24

Vysvetlivky: Analyzu sucasného stavu zamerania sa organizdacii na ergonémiu sme uskutocnili len v rokoch 2011
a 2012.

Tab. 4: Spésob zabezpecenia pracovno-organizacného systému z hladiska ergonomie (viastny vyskum)

R .. oL, i o o Podiel org. v %

Sposob zabezpecenia pracovno-organizacného systému z hPadiska ergonémie
2011 2012

Méame zapracované a uplatiiované predpisy stanovené legislativou, 71 72
Prevenciu tirazov a ochrany zdravia pri praci, nad zdkonom stanovent troven 6 12
Prevenciu chorob suvisiacich s pracou a podmienkami prostredia, nad zdkonom 3 2
stanovenu uroven
Prevenciu tirazov a ochrany zdravia pri praci a prevenciu chorob suvisiacich s pracou 13 9
a podmienkami
Méme zavedeny ergonomicky program, v ramci ktorého nepravidelne zavadzame 3 2
opatrenia,
Mame zavedeny ergonomicky program, v ramci ktorého pravidelne (kazdorocne) 5 2
zavadzame opatrenia,
Mame ergonomicky program, v ramci ktorého pravidelne (kazdoro¢ne) zavadzame 5 1
opatrenia spolu so zameranim

Vysvetlivky: Analyzu sucasného stavu zamerania sa organizdcii na ergonémiu sme uskutocnili len v rokoch 2011
a 2012.

3. Zhodnotenie su¢asného stavu zamerania sa organizacii na pracovné

podmienky

Rozhodnutie organizacii o vyuZzivani, resp. nevyuzivani jednotlivych pracovnych
reZimov ma vyznamny vplyv na motivaciu zamestnancov, pretoZe z prieskumov zameranych
na podnety, ktoré pdsobia na zamestnancov motivujuco vyplynulo, Ze zamestnanci pozitivne
vnimaja, ak svoj pracovny ¢as mozu sami ovplyviiovat’, z coho automaticky vyplyva, ze za
najpreferovanejSie pracovné rezimy boli zamestnancami oznaované pruzny pracovny cas
(flexi-time), teleworking apraca doma. Z vysledkov nami vyhodnotenych prieskumov
Vv organizaciach vyplynulo, Ze typy pracovnych reZimov ako teleworking a praca doma sa
vyuzivaji len v malej miere a ak aj st vyuzivané, tak prevazne len u5 % zamestnancov
organizacie, ostatni pracuji v Standardnych rezimoch. Pozitivne mozno hodnotit’" postupné
nabichanie organizacii na zavadzanie pruzného pracovného (tab. 3).

V ramci ergonomickych vysledkov, ziskanych z nami uskuto¢neného prieskumu,
musime konstatovat’, 7e tvrdenie ktoré uviedli M. Cambal s K. Hatiarom e$te v roku 2008, je
aj nadalej vysoko aktudlne: ,Napriek uvedenym zrejmym prinosom vyplyvajicim
Z vyuzivania principov modernej ergondémie v riadeni organizacii, nie je mozné v Ziadnom
pripade povazovat’ jej prakticka aplikdciu v organizaciach podsobiacich na Slovensku za
uspokojivi. Na Slovensku sa zatial’ I'udia viac prisposobuju praci ako praca im. Zahranicni
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investori Casto prichadzaju na Slovensko s vyrobou, ktora naplno vyuziva predovsetkym
lacnt pracovnu silu. Su organizécie, ktoré sa o svojich zamestnancov staraju, ale su aj také
(treba konstatovat’, ze prevazuju nad ,,tymi prvymi), ktorych zrejmym prioritnym cielom je
maximalizdcia zisku bez reSpektovania dopadov na zdravie zamestnancov. Nasledky su
alarmujuce: zdravotné problémy zamestnancov, Casto krat prerastaju do chronickej podoby,*
(Cambal, 2008).

Hoci si veduci zamestnanci vo viac ako 70 % organizacii uvedomuju doélezitost’
a opodstatnenost’” ergondmie, v praxi sa jej nevenuju. Viac ako 70 % organizicii ma
zapracované a uplatiiované len predpisy stanovené legislativou, pricom ako uvadza K. Hatiar:
,Legislativa pre oblast ergondémie na Slovensku prakticky neexistuje. V § 4 zidkona
¢.124/2006, ,,opatrenia na zaistenie bezpecnosti a ochrany zdravia pri praci v predvyrobe* sa
uvadzaju povinnosti projektantov, konstruktérov a tvorcov pracovnych postupov z hladiska
BOZP, ktoré su vlastne aj ergonomickymi poziadavkami a suvisia s makroergonomiou.
Konkrétna zmienka o ergondmii je vSak az v § 26, kde sa charakterizuji povinnosti pracovne;j
zdravotnej sluzby (PZS), ktoré stvisia s oblastou mikroergonomie. Aj v novej legislative,
prijatej v roku 2006 a 2007 su vo vztahu k ergonomii len naznaky,* (Hatiar, 2010, s. 33).
Z uveden¢ho jasne vyplyva, Ze viac ako 70% organizacii pdsobiacich na Slovensku sa na
ergonodmiu nezameriava. Len 7 % dotazovanych organizacii uviedlo, Ze maju zavedeny
ergonomicky program, v ramci ktorého, ¢i uz viac, alebo menej pravidelne zavadzaju
ergonomické opatrenia.

V sucasnosti sa objavuju snahy viacerych statov cez lokalne agendy hl'adat’ moznosti,
ako zabezpecit’ pre l'udstvo trvalo udrzateny rozvoj . Tento proces sa nemdze zaobist’ bez
zamerania sa na problematiku efektivnosti T'udskej prace, ktora patri do kompetencie
ergondmie. Vo vyspelych Stitoch sa efektivnost [l'udskej prace dosahuje vdaka
ergonomickym programom, ktoré umoznuju rieSenie problémov systematicky a st zamerané
sucasne na zdravie zamestnancov a prinosy z vynalozenych ndkladov. Takéto programy st
zvycajne regularnou sucastou programov zameranych na bezpecnost’ a ochranu zdravia pri
praci a su typické pre mikroergondmiu (oblast’” ergondémia, ktord sa zameriava na rieSenie
»kazdodennych problémov* organizacie). Vo vSeobecnosti tu 1de o zvySovanie
konkurencieschopnosti organizacii a rieSenie proti krizovych opatreni (Hatiar, 2010, s. 40). Je
zrejmé, Ze pri rieSeni takto zdvazného problému nie je moZné ndjst’ okamzité jednoduché
rieSenie, ale vzhl'adom na politiku, ktort slovenska vlada deklaruje tak navonok, ako aj
dovnutra Slovenskej republiky, vidime cestu a moznost’ uskuto¢nenia prvého kroku prave na
jej strane a to v zmene legislativy pre oblast’ ergonomie.
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HUMAN CENTRED SPATIAL DESIGN AS TOOL FOR INCREASING
WELL-BEING AND WORK EFFICIENCY

VERONIKA KOTRADYOVA

Abstract

Spatial design affects/influences human behaviour, well-being and health in long term and, in the
working environment, also efficiency. There is deeper and wider interdisciplinary research behind this
postulate. The paper presents human factors belonging to spatial design that influence it.
Individualisation is the key principle that concerns all the other factors and it appears in a certain form
in every issue discussed in the paper. Space dimensioning, territoriality and layout, together with the
possibility to switch between privacy and socialisation according to work task and mental setting, are
powerful tools for managing and motivating human resources. Another important factor is the
possibility to choose between activity and passivity and to freely choose body position and working
area in the space. The same importance informs choice of materials for built-in elements like floors,
walls or ceilings, as well as furnishings — including more natural materials with authentic surfaces in
the working environment is crucial for creating a healthy microclimate. All of this contributes to a
lowering of environmental stress. We can also refer to this as creating a healthy microclimate with
measurable and immeasurable parameters in the working environment.

Key words: spatial design, stress, well-being, comfort, physical environment, psychology, materials,
privacy, socialisation, active sitting, body position, individualisation.

1. Introduction

Space and humans are in eternal and mutual interaction. For a better understanding of
this interaction it is necessary to implement the applied knowledge of social sciences such as
psychology and sociology in combination with neurosciences.

It has a significant importance for designers, thus the way the nervous system and
human mind works is one way to understand human behaviour, preferences and decision
making. In the relation of the human and his environment we can speak about two levels of
interaction. Thus, we first interact with the whole environmental setting like a complex
picture, and only after this do we enter into interaction with objects. In Fig.1 is shown
a diagram that represents the interaction of human beings with their environment and with
objects. It depicts the reciprocal relation between environmental perception/spatial
recognition in the momentary environmental setting, social background/context and direct
physical interaction with objects.

“Attractiveness” and a feeling of well-being are not always identical characteristics.
Some really strong external stimuli are positive in short term interaction and can contribute to
the remembering of such a setting and thus contribute to strengthening of status and corporate
identity, but at the same time it can be source of permanent environmental stress. While
a client is meant to be impressed by spatial design as a part of a company’s corporate identity,
for a receptionist working in such a space eight hours a day the strong motifs on the walls or
objects placed in the foyer can on the other hand be a reason for feeling under permanent
environmental stress.

Within environmental psychology which is defined as study of transactions between
individuals and their physical setting, where individuals change the environment and their
behaviour and experiences are changed by the environment; there is a lot of research done in
field of influence of physical environmental setting to performance or productivity, health or
stress. According to Canadian environmental psychologist Robert Gifford (1996, p. 279),
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most work outcomes fall into one of four major categories: performance (productivity itself,
but also such indicators as resignation rate, time spent in the office and attendance).

Feelings (satisfactions, evaluations, attitudes, emotion and perceptions), health and
stress (negative changes in body or mind) and social behaviour (space, interaction, privacy
and status). What affects these four kinds of work activity? Five major aspects of the physical
setting that can affect employees include: sound (noise, music), temperature (heat, cold), air
(pollution, freshness), light and colour (sunlight, incandescent, fluorescent, windows, view)
and space amount of it, arrangement of work stations), (Gifford, 1996).

Environmental
perception/spatial cognition in
the momentary environmental

setting

Original and
contemporary
culture

/

Personal history and
past experiences also
from environment

Social
background/context

Attachement
to place

Emotional relation
to objects

COMFORT vs. STRESS

\ /

Gustatory
interaction

Direct physical
interaction with
objects

Visual
interaction

Olphactory
interaction

Tactile
interaction

Acoustic
interaction

Behavioural
interaction

Somatic
interaction

Figure 1: Diagram presenting interaction of human with his environment and objects in it (own study)

Performance or effectiveness depends on many factors, whose scheme we can see in
Figure 2 which is also a model for workplace environmental psychology.

There are many studies showing that being under permanent stress and permanent
deprivation of well-being creates not only health risks, but also lowers work efficiency, work
motivation and thus loyalty to the employer. Many studies have investigated the influence of
light, noise and temperature on work performance. The well-known Hawthorne studies made
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at the Western Electric company near Chicago are still discussed also after several decades
(McCarney et al., 2007).

A pioneering program focused on reducing and preventing stress was executed in the
early nineteen nineties in Belgium. In the 1994 Belgian company Janssen Pharamceutica NV
in the time of organisational restructuring when organisational stress was reaching alarming
level, company decided to manage stress in a more explicit way and make a specific survey,
focused on stress. In Poelmans at al., in Kompier, Cooper, (1999, p.131) according to overall
results there was implemented stress management program — actions to improve working
conditions. It consisted of sensitising of senior management, management training, individual
“coping” training sessions, task force on work-family interface and ergonomic interventions
and renovation of the office environment.

Stress is connected also with psychosomatic complaints. In the survey made by Janssen
there were pointed out these health problems among employees: head ache (19%), backache
(18%), neck and shoulder ache (18%), sleeping disturbances (16%), lack of energy (11%),
stomach ache (10%), oppressed feelings (10%) etc. (Poelmans et al., 1999).

In a study by other Canadian environmental psychologists Veitch, Charles, Kelly,
Newsham (2007), there is described a factor structure of an office environmental satisfaction
measure and develops a model linking environmental and job satisfaction. Exploratory and
confirmatory factor analyses revealed that the 18-item environmental satisfaction measure
formed a three-factor structure reflecting satisfaction with: privacy/acoustics, lighting, and
ventilation/temperature. Structural equation modelling indicated that open-plan office
occupants who were more satisfied with their environments were also more satisfied with
their jobs, suggesting a role for the physical environment in organisational well-being and
effectiveness.

Worker Characteristics
For example
e Experience, training
e Job level
e Personality N\
o Ability N\ :
o Motivation Y| Worker-Environment Psychological Outcomes
] Interaction Processes For example
For example For example o Stress
o Congruence | @ Arousal ] @ Health
o Meaning | e Personal control | e Performance
o Adaptation affect o Satisfaction
e Overload e Interpersonal
Physical Work Setting o Affect relations
For example V4 &
o Fixed or shifting 4 |
e Quality of materials -
» Noise, temperature, Work Policies
light, density, privacy For example
o Rules
- o Incentives

e Management style

Figure 2: A model for workplace environmental psychology (Gifford, 1996, p. 279)

Their results, therefore, suggest that satisfaction with the physical environment may
indirectly contribute to wider organisational outcomes, a hypothesis that warrants further
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attention in future work. Although industrial/organisational psychology has paid scant
attention to workplace design in the 40 years since Herzberg (1966) dismissed it as
a dissatisfier, these findings and others reveal that a satisfactory physical environment is one
component of a satisfied workforce and an effective organization (Veitch et al., 2007).

In this paper we are not dealing with the industrial environment, which is itself a very
wide and complex topic, but with the factors concerning the office environment. After
analysing the issue of the space —human interaction, a number of important factors that
significantly contribute to the feeling of well- being or stress at office work place have been
summarized: and these include:

a)  Individualisation.

b)  Space dimensioning,
territoriality, layout and the

passivity and to freely A
choose body position and
working area in the space.

d)  Lowering of environmental
stress by creating a healthy
microclimate with its
measurable and
immeasurable parameters -
choice of materials —
including more natural
materials with authentic
surfaces into the working
environment.

. ) Intimate Al
possibility to switch Space
between privacy and g .
socialisation according to . \  soclal | Public ®
the work task and mental U ® | space | Space ;
setting. Lo

c)  The possibility to choose 4scmi | /i " e |
between activity and 20 '

Figure 3: Proxemics theories about the spatial distances
between individuals and their impacts in some real
situations (Hall, 1990)

2. Individualisation

In the working environment it is hard to find such a level of individualisation as in
a private residential environment. Individualisation within a workspace is a transversal
principle which reaches from:

a)  Adapting space size and “openness” through the setting of territory limits and privacy
according to subjective mental setting — character and type of work (e.g. noise
management).
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b)  Possibility to achieve contact with the exterior environment and fresh air through
windows and the setting of indoor temperature and humidity.

c) Individual setting of ergonomics of the workplace according to individual
anthropometric measures.

d)  Having the possibility to personalize the workplace through personal artefacts — private
photos or statements, utensils, accessories, souvenirs etc., which has the significant
positive effect of identification with the workplace.

We will return to almost all these topics in every further chapter, but we have also
mentioned them separately to emphasise their importance.

3. Space dimensioning, territoriality, layout and the possibility to switch
between privacy and socialisation

Arrangement of the workspace is a tool for managing any kind of organisation. It does
not matter if in a hierarchical structure or a flat structure. Choosing the right size for
a workplace and defining the territory for different working groups and individuals by setting
dividing walls and their transparency, and the placement of furnishing elements are very
strategic decisions which influence the flowing/ movement of humans, information and
materials, and consequently also productivity in the organisation.

Setting the limits and thus also the size of the space, its openness or privacy is
a powerful tool for managing or manipulating the behaviour of its occupants. This affects all
their performances during the time spent at workplace. Overly high density of occupation in
the space, or conversely too great distances between co-workers, creates tension and stress.
Just a single respecting of proxemics, which is the study of the cultural, behavioural, and
sociological aspects of spatial distances between individuals theories can contribute to well-
beint. Personal space in particular can significantly contribute to overall well-being. The
notion of proxemics and personal space was introduced in 1966 by the anthropologist Edward
T. Hall, in his book, The Hidden Dimension, where he describes the subjective dimensions
that surround each person and the physical distances they try to keep from other people,
according to subtle cultural rules. A person's personal space (and the corresponding physical
comfort zone) is highly variable and difficult to measure. Estimates for an average Westerner,
for example, place it at about 60 cm on either side, 70 cm in front and 40 cm behind. Personal
space is highly variable, and can result from cultural differences and personal experiences.
For example, those living in densely populated places tend to have a lower expectation of
personal space. Residents of India or Japan tend to require a smaller personal space than those
in the Mongolian steppe. Difficulties can be created by failures of intercultural
communication due to different expectations of personal space (Hall, 1990). In proxemics
there are defined also other zones of intimate space (45 cm), personal space (1.2 m) , social
space (3,6m) public space (7.6m) (Figure 3).This concept also has a direct influence on non-
verbal communication — body language.

Quantity (or volume) of space is in our culture a sign or symbol of status. Spacious and
generously furnished offices and representative spaces for executive management is a must in
materialistic cultures. Nowadays one can see a trend of democratisation, which means the
diminishing of differences in the comfort of a physical environment. This concept can be seen
for example in BMW plant in Leipzig, where the work desks of mangers and team leaders are
included directly into the group of subordinated co-workers (Figure 3). This has occurred also
thanks to significant changes in human resources management, namely the entry of project
management.
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Luxury and comfort of layout is also an issue of hierarchy in any organisation. In
Scandinavia it is normal that even ordinary workers deserve to have the same seating comfort
as management employees. This naturally brings forth the question whether, if everybody has
the same level of comfort as regards furnishing, the motivation to work hard and to progress
in one’s career will disappear.

Senior accountants managers in a certain auditing company in Bratislava in a pilot
survey carried out by this author in
2011 regarding their satisfaction
with  the  physical  working
environment pointed to one fact
concerning territoriality. After the
restructuring of workplaces they
lost their own offices (even just
divided by partial glass walls
within an open-plan space) and
they were placed in completely
open plan with their own desks
and separating screens between
tables. They considered it as a loss
of their status and at the same time
it also meant the loss of a certain
degree of their loyalty and
motivation as regards the
company.

Open lay-out or cellular
office is a strategic decision for the
total performance of an
organisation. Open plan spaces are
a 20" century solution which
brought higher efficiency in the
constructing of buildings,
particularly administrative and
multifunctional buildings, but at
the same time they brought about
general and “open space” air and

noise pollution, closer control over Figure 4: Steelcase WorkLab 2.0 near Rosenheim,
subordinates and increased experimental workplace with desk sharing system and
external stimuli for the nervous silent rooms (own study)

system overall. De Croona,

Sluitera, Kuijera and Frings-Dresena (2005) did deep literature study about the effect of office
concepts on worker health and performance. Out of 1091 hits 49 relevant studies were
identified. Results provide strong evidence that working in open workplaces reduces privacy
and job satisfaction. Limited evidence is available that working in open workplaces intensifies
cognitive workload and worsens interpersonal relations; close distance between workstations
intensifies cognitive workload and reduces privacy; and desk-sharing improves
communication.

On the one hand, the feeling of overall space is bigger and flow of persons and
information more fluent, but at the same time the stress coming from all the external stimuli is
higher.
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The possibility to switch between privacy and socialisation is here very much
diminished (De Croona et al., 2005).

In the study of Users’ privacy preferences in open plan offices by researcher Suining
Ding, there were set 3 hypothesis — the first hypothesis was supported by the research data
that employees have strong desire to control and change the modular and panel system
furniture in order to increase the degree of privacy. The second hypothesis was supported that
managers and employees have the same opinion regarding acoustical privacy. Another finding
of this study is that there is a different opinion regarding visual privacy lbetween managers
and employees. The research data rejects the third hypothesis. Managers and general office
employees have different opinions on having visual privacy. This can be explained by
managers’ wanting to have visual control of the entire office. The recommended solution that
comes out of this study is to provide movable and adjustable modular system furniture, in
addition to all the technical solutions, such as using sound absorbing and visual blocking
products, in open plan settings. Office occupants can have the flexibility to change the
heights, materials and configurations when more privacy is needed. On the other hand, user
participation in office design will increase office environmental satisfaction. Involving office
occupants in designing changeable modular system furniture becomes more necessary to
create more satisfied office environments and make employees more productive (Ding, 2007).

The possibility to switch between privacy and socialisation according to individual
needs and work tasks is an essential issue for the performance of workers as well as for their
health in long term interactions. In general, people need limits and barriers in order to feel
secure and to feel control over their territory. There is always a time of day when we do not
want to be seen by the others.

Adapting the space “openness” through the setting limits of territory and privacy
according to subjective mental setting — character and type of work. This depends very much
on original culture and individual character — introverts need the protection of limits much
more than extroverts, who require more opened spaces. We can say that certain working
positions are in the final analysis more suitable for extroverts, and vice versa. Holding
a position that does not match one’s individual mental setting is the cause of permanent social
stress. But at the same time, if somebody has not already been clearly profiled to be in
a certain working position connected with a certain environmental setting, this can be
a challenge and a reason to grow into the another evolutionary phase in one’s professional and
private life.

Another great dilemma is the decision between fixed versus shared workplaces.

A fixed workplace is the cultural stereotype verified over decades, but shared workplace
or desk sharing system is a quite new development. In many companies this concept has been
implemented with great success (e.g. Dell, PWC, Steelcase). For highly mobile professional
or solution workers (new types of white-collar workers who co-ordinate themselves, take
input from others, and have totally different talents and abilities in order to come up with new
and innovative solutions) it seems to be a good choice, but it is not valid as a general
principle. It brings with it a lack of identification with the workplace, diminished privacy,
subjective control over own territory, and the lack of the possibility to personalize personal
work space.

The innovative Austrian producer of office furniture, Bene, divides the office into We-
Places for communication and cooperation, Me-Places for focused solo work or recreation,
and Workplaces for classic workstations. Smart Working is an answer to the increasing
importance of knowledge work (Neubert, 2012).

In the German company Steelcase, also producing office furniture, at their experimental
workplace called WorkLab 2.0 near Rosenheim has been implemented the concept of desk-
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sharing by stand-working desks and also by standard tables but also sharable and bookable
silent rooms with no electronic devices (Figure 4).

A high level of individualisation has been achieved through the concepts of the Bene
company for the already mentioned Solution workers. Around 50% of Europe’s workforce is
classified as solution workers: computer technologists, software designers, analysts, marketers
and consultants fall into this category. The nature of this ‘knowledge work’ demands a much
more flexible, collaborative way of working, and the workers in this economy require more
choice and control over their working conditions. The key to any workspace catering to
knowledge workers is adjustability. Company Bene commissioned a research project at the
Helen Hamlyn Research Centre at the Royal College of Art in London, and the results
illuminate the different typologies of the knowledge workers. Solution Workers can be
divided into four types depending on their degree of mobility. The each place different
requirements on their work locations: Anchors, Connectors, Gatherers, Navigators.

Anchors are typically office clerks, bookkeepers, controllers and desktop researchers.

Anchors spend almost 90% of their time at their workplace and use their own desk.
They are not hubs of communication; rather they are processors of information. This is why
communication flows in their direction. Acoustic shielding is essential for them.

Comfort is particularly important for Anchors because they spend a lot of time at their
workplace. The desk needs to be adaptable, working perfectly for activities based on the
computer as well as brief meetings with customers and colleagues. They are typically
production mangers, desktop researchers, accountants, and those responsible for R&D, etc.

\\ as = gl o " A -
sadian folon <l

{_‘1_)]( ¥ {,:)i(i} 0

= (o)
- L&)

) a| [ 3 a| [ 2
i .l( T ,|( 4 A

(‘t,’!( } (’?‘*li';j- ‘« 0y .
80! Pi‘ 5 g:_ri(;} (;_»|

Figure 5: Spatial arrangement for Anchor, Connector, Gatherer and Navigator by BENE
(www.bene.com)

Connector work at their desks for around 50% of their working hours, the other 50% is
spent around the office building / meeting colleagues, on their way to a meeting room, to the
cafeteria or to a stand-up meeting, they manage the flow of information, gathering and
distributing it as required. Connectors are in-house wanderers, their spatial needs are flexible,
using all of the zones and areas within the office. The workspaces and furnishings must
support the diversity of their activities.

Connectors are typically researchers, planners, attorneys or software developers.

Gatherer spends a lot of time outside the office building (40% at the workplace, 20%
out and about the office landscape, and 40% outside the office). Their workdays are defined
by meeting clients and colleagues, however when they are in the office, they need a place to
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concentrate. Think Tanks, Touchdown areas, recreation zones and areas where they are not
disturbed — these are the environments required by Gatherers, not forgetting key areas for
communication and interaction. They are “knowledge hubs”, choosing the areas where they
work accordingly to their current needs. Gatherers are typically junior consultants, designers,
marketing managers etc.

Navigators are constantly out and about and rarely in the office (18% at the workplace,
4% out and about in the office landscape, 78% outside the office). They move between clients
offices and partners firms in various districts or cities. They work in hotels, cafés or at home,
and sometimes don’t appear in the office for several weeks, however when they return they
don’t want to feel like outsiders and need a sense that they belong. When in office, they want
to be able to concentrate on specific tasks without being disturbed. Their job consists
primarily of communication and the processing of information and knowledge. The Navigator
considers flexible space utilisation and the open choice of work environment. Navigators are
typically key accountant, mangers, coachers, senior consultants etc.

This is a concept developed for “solution workers™ but in general, through knowing and
respecting the spatial needs of employees arising from work tasks of any kind, it is possible to
achieve higher efficiency and lower the levels of social and environmental stress, to increase
the well-being and thus also the motivation and loyalty of employees to the company or
organization (www.bene.com).

4. Possibility to choose between activity and passivity and to freely choose
body position and work area in the space

Movement is the most natural
way of expression of the individual.
A lack of movement is connected to
most civilisation diseases, such as
the entire range of degenerative
illnesses, cardio-vascular problems,
metabolic and mental disorders etc.

Due to the contemporary
prevalence of sedentary work,
movement possibilities are restricted.
According to Grandjean (1980)
sitting in work has many advantages,
such as:

a)  Taking the weight off the legs

A

b)  ability to avoid unnatural body ) Chair-sitting
postures. A e

c)  Reduced energy consumption. ;

d)  Fewer demands on the blood . g
system. | :

These advantages must be set

against certain drawbacks. Prolonged
sitting leads to a slackening of the  Figure 6: Study of American sociologist Galen Cranz of

workplace that can accommodate all kinds of body

abdominal muscles (“sedentary e all
positions within one space (Cranz, 2000)

tummy”) and curvature of the spine,
which in turn is bad for the organs of
digestion and breathing (Grandjean,
1980).
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Another advantage of sedentary work is more easy control over the performances of
subordinates.

Somatic comfort is significantly improved when one has the possibility to freely change
body position, or at least to change position while staying at one place by active sitting during
a working day.

Here we can set the
hypothesis that by having the

possibility to change body -_—
position and to switch between ‘
different body postures, the - )
individual can make use of the

intelligence of the whole body
and so improve its overall
performance. Not all sitting
furniture has the possibility to
reset a basic concept — from
rectangular sitting to perching
or kneeling. Then it is easier to
create within one working place
more options in different areas
of the space. The ideal is to
have the option of completely
changing the  environment
during the working day and to
switch between active working
and passive relaxation in a
silent room or outdoors, which
is after all the best psycho-
hygiene. These are also the

. " Figure 7: Concept of forward-leaning sitting position , Stokke
main Scopes 0 our Balance and Pendula in the middle from the Stokke

contemporary research project company[25], and below is chair Tip Ton from Vitra
“Interior design as a tool for the (Wwww.vitra.com)

prevention and treatment of
civilisation diseases” in the Body Conscious Design Lab of the Faculty of Architecture, STU
in Bratislava.

According to Grandjean (1987) the main aim of healthy sitting is to keep the
intervertebral discs well-nourished and in good condition; they need to be subjected to
frequent changes of pressure, like a kind of pump mechanism. From the medical point of
view, therefore, all occasional changes of posture, from bent to erect and vice versa, must be
beneficial.

We can conclude these recommendations on how to bring more natural movement and
body postures into the workplace:

- Moving and changing of body positions within a space;

- Activation/dynamisation of body within sitting or other body position (active sitting,

rocking, springing etc.) while remaining in one place;

- Optimization of body posture — saddle sitting, kneeling, perching, etc.

In Figure 7 is shown the concept of the US sociologist Galen Cranz dealing with the
topic of sitting from a social and somatic point of view, which shows the working space
accommodating all kind of body postures (Cranz, 2000). This is the right direction for
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progress in spatial design. A positive example is the already mentioned German company,
Steelcase, where in an experimental workplace they have really implemented many kinds of
possibilities to change body positions within the space (Figure 4).

When the type of work or
working task doesn’t allow
freedom of movement around
the space, there are more
possibilities ~ for  achieving
activation of the muscles. There
are different physiotherapeutic
or orthopedic accessories, like
the PC-pillow from the Slovak
company Prokinesis, available in
specialised health care shops and
recommended by
physiotherapists and
orthopedists. The Fit ball is also
a good solution, but only for the
short term wusage; after 20
minutes we should switch to
more passive sitting since too

Figure 8: Capisco chair is considered to be one of the most

much  micro-movement  can comfortable office chairs worldwide, it can accommodate
increase the overall tiredness of  many body postures, design, Peter Opsvik, production: HAG
organism and negatively (www.hag.no)

influence the work performance.

Scandinavian designers, furniture producers, ergonomists and doctors have made
significant contributions for improvement of rectangular sitting and the introduction of active
or dynamic sitting. The first invention was the famous “Ackerblom knick” in Sweden in the
1940s (Akerblom, 1948) , then in Denmark in the sixties and seventies — Dr. Mandal began to
experiment with perching type sitting for school environments, in combination with higher
adjustable tables. It is still in use today in Danish grammar schools (Mandal 1981). In the
1970s in Norway the strongest innovation was begun by introducing the kneeling concept,
replacing traditional rectangular sitting. Kneeling chairs, even without the possibility of
leaning on a backrest (without backrests the back muscles are strengthened after certain
period of training) are suitable for working place. His inventions, also with others from the
working group, were first presented in 1979 at the Furniture Fair in Copenhagen (Opsvik,
2008). The concepts of Peter Opvik were then produced by the Norwegian company
STOKKE (now Varier design) in the form of kneeling chairs models called Balance, which
have meant a revolution in the philosophy of sitting. The important thing here is that it is
possible, by a simple click of a switch, to return to normal sitting, thanks to the shape of the
frame. This system was then used in many other products, like Pendula, Gravity etc. The
concept was also recently reinvented in Switzerland, based on a study done by Baumgartner,
List, Stoop, Naxera, Elsing, Lorenzetti (2012) at ETH Zurich where were investigated the
health benefits of a forward-leaning sitting position ([3] Baumgartner et al., 2012). Vitra
company has developed Tip Ton chair (Figure 8). The results of the study confirm increased
muscle activity in the abdominal and back areas, which boosts the supply of oxygen to the
body. This can lead to better performance of workers even during sedentary work in a
stationary location.
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To Peter Opsvik also belongs the idea of “work” with legs during sitting. Many of his
products incorporate this idea; the Centro table is a good example, enabling the person to
work with and exercise legs under the table desk. His office chair, called Capisco, produced
by the Norwegian company HAG since
1986, also has in its frame construction the
possibility to support the legs in a higher
position and to freely move with them. It
also enables changing body positions
significantly, including saddle sitting and
backward sitting (Fig.8). This chair is up
to now considered to be one of the most
comfortable working chairs, even though
the design is almost 30 years old. He also
experimented a lot with perching and
perch chairs. At present, destined for
offices is the Locus project from a US
designer, produced by the Uprightfurniture
company (Figure 7).

A lot of research was done on saddle
sitting in the Finnish company, Sally,  Figure 9: High — adjustable workstation Focal

which has developed a seat divided into from US company Uprightfurniture, perch
two parts which contributes to proper  sitting, sloped working desk and possibility to
spine and whole body posture. It also it has work with legs

positive effects for fertility, prevents (www.focaluprightfurniture.com)

gynecological and urological problems,
and other positive effects. They based this concept on serious scientific medical research
(Koskelo, 2008).

Perching is a middle way between sitting and standing, which maintains the spine in its
natural S-shape. This is why it is strongly supported in concepts for offices and educational
environments (Figure 9) and is a concept that is nowadays widely innovated (e.g. the Irish
school furniture project “Perch”, under Simon Dennehy’s leadership).

5. Lowering of stress and increase of well-being in the workplace choice
of materials — implementing more natural materials with authentic
surfaces in the working environment

Well-being and overall comfort, which are the opposites to stress, form a very complex
topic consisting of many interactions — visual, tactile, behavioural, somatic, acoustic,
olfactory, including indoor air quality and especially socio-cultural comfort.

Reducing environmental stress and avoiding unhealthy microclimates is a strong tool
for increasing productivity and subjective satisfaction with a job. It is a very complex
interdisciplinary topic, belonging primarily to construction physics and biology. We only
mention it to emphasize its importance, but in this paper we will not go deeper into it. Many
studies have been done on noise and air pollution at workplaces, also in relation to Sick
Building Syndrome (Koskelo, 2008). In general, microclimates can be very effectively
improved by the using of natural porous materials with fewer additives, by using acoustic
panels, especially in open plan spaces, and natural materials with authentic surfaces that
contribute to visual and tactile comfort.

The choice of materials and surfaces for built-in elements and furnishings play a crucial
role for well-being — comfort. In our contemporary office culture, which we can call global
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main-stream, belong materials like laminated particleboards, metals, glass and plastics; they
are durable and it is easy to maintain them. But are they the right choice if we want to create
really healthy microclimates? When we leave aside the impact for indoor air quality, there are
many other factors, such as tactile comfort.

First of all, through our visual interaction with materials of natural colour and
texture/structure, there are responses supportive of well-being. This is caused by the fact that
they are already very well
known to our nervous system
from evolution as well as from
cultural archetypes.

There is trend to use vivid
or intensive colours and
especially colour accents, but
the most important factor here
is not the colour. The responses
to textures and structures are
more appealing, especially for
our reptilian brain, which is the
evolutionary oldest part and is
responsible for life function and
emotions.

Natural wood, natural
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fibres and weaves, clay plasters,  Figure 10: Using of wood like a construction material has
natural fabrics, leather, cork etc. significant contribution to healthy microclimate, Typico,
used in furnishings and built-in Lochau, Vorarlberg (www.holzbaukunst.at)

elements like floors (Figure 10),

or at least in the form of accessories make a large contribution to the lowering of
environmental stress in the workplace. Unfortunately, they are not traditional materials for the
office environment. Nowadays when a digital print can create any kind of imitation of natural
material, it is possible to create fake natural settings. But is our nervous system so blind? No,
it isn’t. Imitating materials and surfaces create completely different tactile, olfactory and
acoustic microclimates. It is significant that visual interaction is more connected and
interactive with culture, while the other human senses are more connected with our inner
instincts.

Wood is a domestic and economically strategic growth material for Central Europe and
in the same time it is a phenomena for humanizing the built-environment, so we have focused
on in our past research studies. It has a strong potential for complex comfort in
microenvironments. Visual contact with wood stimulates in our brains a feeling of pleasure
wich was also clinically confirmed by Japan-Corean research done by Jin-Hun Sohn (2005).
Swedish researchers have also done a number of studies about the aesthetic performance of
wood, especially about user preferences (Broman, 2000).

Still, one of the underestimated senses is touch. During the research project, Interaction
of Man and Wood at IHF, BOKU in Vienna, we investigated in depth tactile interaction, and
we used the term ‘contact comfort’ to express the state of body and mind during the
interaction. When touching some object, feeling contact comfort is a basic condition for being
relaxed and avoiding irritation and stress.

There is a direct linkage to tactile authenticity. From our past experience, we have
certain expectations/ predictions about the tactile properties of materials and shapes. So when
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the contact is about to happen, we approach the material with certain expectations, and our
nervous system is then irritated and stressed when the interaction is completely different.

We also did our own pilot measurements that have shown that the more soft, porous and
additive-free materials are used, the better tactile/contact, acoustic and olfactory comfort is
achieved. Concerning wood, from our study we can state that preferences of the pure
generated wood colour are remarkably lower than the natural appearance of a wood surface
combining colour and texture. Wood texture in greyscale appearance is appealing to
respondents in a positive way. We can conclude therefore, that the aesthetic performance of
wood is significantly influenced by texture.

One main disadvantage of using wood in high performance areas is the more
demanding maintenance to keep the surfaces clean and in a good physical state (plus the
initial costs are usually higher). To prevent these problems, highly resistant chemical
/artificial finishing is needed. Although with chemical finishing many of the positive effects
of wood and other natural materials for a healthy microclimate are lost, there do exist
solutions on how to avoid it. These are the topics of our future research.

6. Conclusion

Human resources management should be aware of all the environmental impacts to
employees and to the overall organisation. By recognizing and respecting the spatial needs of
employees resulting from their work tasks and their personal mental setting and abilities, it is
possible to achieve higher efficiency and to lower the levels of social and environmental
stress. This can increase the well-being and thus also the motivation and loyalty to the
organisation of employees.

Dimensioning and setting limits that determine privacy and control over territory and
influence interpersonal communication /socializing in working spaces have strong impacts on
human behaviour and the subjective feeling of well-being. Also freedom of movement and
changing of body position within a working space creates better somatic comfort, which in
turn contributes to workers’ better performances. We can bring more natural movement and
body postures into the workplace by moving and changing of body positions within a space,
activation/dynamisation of body within sitting or other body position (active sitting, rocking,
springing etc.) while remaining in one place and by optimization of body posture — saddle
sitting, kneeling, perching, etc.

The choice of materials is very influential for the creating of a healthy microclimate and
the lowering of environmental stress. The more soft, porous and additive-free materials are
used, the better tactile/ contact, acoustic and olfactory comfort is achieved. Here traditional
natural materials that are very much appealing to our nervous system play the main role.
Aaesthetic performance of natural materials is significantly influenced by texture.

Caring about the quality and human-friendliness of are used physical environment in
any kind of organisation has not only a major impact on employees and management-
employee-relationships and their mutual well-being and health, it also generates a lot of
positive PR; thus the organisation’s image plays a significant role in attracting well qualified
employees and eliciting spontaneous applications for jobs.
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PRACTICAL REQUIREMENTS FOR QUALITY EDUCATION IN
CONDITIONS THE KNOWLEDGE SOCIETY

ZUZANA KOZUBIKOVA

Abstract:

This article focuses on practical requirements and quality of training of human resources in the
knowledge-based society. The paper presents multi-level analysis of the current state of analysing
labour market requirements and the solutions proposed by the OECD and the EU. In view of human
resources development the knowledge and skills are a major factor in propelling the flow of new
technologies, encourage innovation, increasing labour productivity and competitiveness. Prerequisite
for quality preparing human resources on consuming profession are amenities of young generation to
an excellent level of the competences that will enable individuals to actively participate in social and
professional life. Therefore, the work presented education as an element of the development of human
potential and as an instrument to increase employment.

Key words: knowledge society, education, skills, labour market, Human Resources, EU, OECD.

1. Introduction

The global world we live in is increasingly based on knowledge. In the knowledge
society, education provides for a greater flexibility of workforce, and is also one of the key
factors of increasing the productivity and competitiveness, as well as the breeding ground for
innovation. Education facilitates the personal fulfilment and development of an individual, his
or her social inclusion and employment.

Today, the knowledge society is inseparably linked with our existence. Its foundations
were laid as long ago as in the 1960s, when a new sector of industry — the information
industry — was established. Thirty years later, the development of new concepts of approach
to human capital was commenced, laying emphasis on human resources and their
qualifications. ,,Human Capital is a relatively young factor of production, which closely
related to and in some respects has similar features as labour. This caused many times that
economic analysis and research didn’t distinguish between them explicitly didn’t mention
them,* (Tokarc¢ikova, 2013, p. 6). “In the knowledge society, which we are entering, there is a
shift from the hegemony of producers to the permanent hegemony of customers and
consumers. In this environment, knowledge becomes the most important form of capital of a
business,” (Trune¢ek, 2004, p. 15). In other words, the source of competitive advantage of
businesses is no longer just their assets; it is their employees’ knowledge that enables them to
continue to go forward and to succeed in the tough global competition. These changes
resulted from major structural shifts in the economies of developed countries. And thus the
change in preferences towards human capital led to a gradual switch to the knowledge society
and, in the economic life, to a switch to the knowledge economy. “Knowledge economy is
based on the creation of added value by taking advantage of knowledge, owing to more than
just manual production, and the importance of education and use of scientific knowledge in
terms of the country’s overall competitiveness grows in that economy,” (Bures, 2007 p. 15).

Quality of human resources, in relation to the above-mentioned competitiveness and
economic growth, is currently a highly relevant topic, which interests numerous
economists/analysts. A generally known fact is that the path of a country’s economic growth
is critically influenced by the size, quality and use of human resources. In the most recent
years, the link between human resources and economic growth has gained further attention in
most industrialised countries due to the accelerated pace at which the workforce is ageing and
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declining. This is taking place in an increasingly competitive global economic environment
which necessitates ever-faster structural adjustments across economic sectors and the labour
force (Pescher, Fotakis, 2013 p. 6).

2. Labour market and requirements from the working world

In previous years — during the recession — the labour market conditions were really
adverse, with significant job losses in the conventional and most dynamically developing
sectors, such as construction, manufacturing and trade. Even as of today, the number of jobs
has declined to such an extent that, even if the economy strongly recovers in the years to
come, it is impossible to employ such a large number of the unemployed. The main reasons
are the different requirements for skills, which differ from those required in the past for the
most dynamically developing sectors of the economy. Hence there are still 2 million unfilled
vacancies in the EU in spite of high unemployment in the individual Member States. Another
problem is the impact of growing demographic pressure on labour supply, with such pressure
already being evident in some of the best performing economies of the EU, notably Germany,
Austria, the Netherlands and Finland.

A serious risk to the labour market is already posed by the high youth unemployment,
which is really high in numerous EU Member States, even among university graduates. To
reduce that risk, countries need to make active efforts to reduce the dissonance between the
achieved skills, and to do so among more people than just the young. It is hard to quantify
how the labour productivity would improve if workforce qualification were aligned with
supply in the labour market, but the financial effect would be certainly significant. This is
why countries have to focus on efficient investment in education and vocational training,
prefer an active labour market policy and promote the creation of high-qualified jobs in
information and communication technologies, research and, where appropriate, in healthcare.

In the last decade, we also encountered the phenomenon of over-qualification, notably
among young people. A model example is Spain, where, according to OECD (2010), up to
44% of Spanish university graduates between 25 and 29 years old are employed in jobs that
require lower skill levels than they possess, in contrast with the 23% average of OECD
countries. In the last 30 years, the Spanish market was unable to supply a sufficient number of
high-qualified jobs. Even so, it should be added that youth unemployment primarily stems
from the global economic crisis, which affected more countries than just those of the EU.

It should be no surprise that the youth unemployment rate is higher and fluctuates more
with the business cycle than the adult unemployment rate. First, it is higher because youths
are at the start of their careers, a period in which they are typically searching for an adequate
job match. This search process induces high job turnover, possibly with intervening spells of
unemployment. Second, in a downturn, employers will be reluctant to lose more experienced
workers, since these have more firm-specific skills and greater redundancy costs (Cockx,
2013, p. 7).

The recent economic recovery has not yet had any great impact on the creation of new
jobs, and the social situation in the EU has not noticeably improved so far either. Moreover,
an increase in the poverty level and a moderate improvement in the efficiency of social
protection expenditure are expected, a European Commission analysis (2013) shows.
,January 2014 show that unemployment is still at record high levels, with around 26 million
people (10.8 % of the economically active population) in the EU looking for work. In several
Member States, unemployment remains close to the historically-high levels first seen in the
current crisis. The Review also shows increasing use of temporary and part-time work,” (EK,
2014).
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In 2011, the UK Commission for Employment and Skills conducted an interesting
survey, entitled “UK Employer Skills Survey 2011”. The survey was focused on the working
world needs, and is one of the largest surveys of its kind in the world. This employer survey
involved 87,000 respondents/employers. The survey was focused on (UKCES, 2011):

- Workforce training and development;

- Vacancies unfilled because of skills shortages;

- Workforce skills gaps;

- Training of education leavers;

- Plenty of other measures that provide a comprehensive picture of the required skills

and investment in training in the United Kingdom.

The results provide a comprehensive source of data for:

- Employers, whom the survey results enable to compare the situation identified in
their sector to their own experience in the provision of training or to skill deficiency
among their workforce and to identify key challenges and opportunities for their
sector;

- Individuals and career advisers, who can identify sectors and occupations
experiencing particular shortages, based on the data released:;

- Providers of training can use the survey results to help improve their curricula.

In addition, selected survey results focused on employer-preferred skills are presented,
namely in the following category:
1. Vacancies unfilled because of skills shortages.
2. Number and density of skill-shortage vacancies by sector.

2.1. Vacancies unfilled because of skills shortages

,,As has been found in the previous skills surveys conducted in the individual countries
of the UK, by occupation the market struggles most in terms of meeting demand for Skilled
Trade occupations: this occupational group accounts for 8% of all vacancies but 15% of hard-
to-fill vacancies; and 41% of vacancies for Skilled Trade occupations are hard-to-fill
(Figure 1),“ (UKCES 1. 2011).

21% 26% 23% 16% 41% 25% 17% 22% 19%
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=100 - M Hard-to-fill vacancies (000s)
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= 60 -
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Figure 1: Hard-to-fill vacancies by occupation (UKCES 1. 2011)
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2.2. Number and density of skill-shortage vacancies by sector

In volume terms, skill-shortage vacancies are concentrated in the Business Services
sector (26% of all skill-shortage vacancies were in this sector). To some extent this reflects
size of the sector, although its share of all skill-shortage vacancies is higher than its share of
all vacancies (which stands at 22%) illustrating a higher propensity for vacancies to be skill-
shortage vacancies. Agriculture, Manufacturing, and Community, Social and Personal
Services stand out as other sectors where employers tend to have more difficulties finding
people with the right skills when they are seeking to recruit, as seen in Figure 2.

Community, Social and Personal.. 4 10200
Health and Social Work i1 6700
Education | 3 700
Public Administartion jJesssssd 3 200

Business Services | d 26 900
Finance Services |Jusssd 4 300
Transport and Communications | i 9100
Hotels and Restaurants | 4 8800
Wholesale and retail Jd 11800

Construction e 5400
Electricity, Gas and Water @ 500
Nanufacturing 4 9500
Mining and Quarrying jd 700
Agriculturre  jusd 2 600 @ Number. .

Figure 2: Number and density of skill-shortage vacancies by sector (UKCES 1.2011)

Percentages are based on all vacancies, rather than all establishments with vacancies;
proportions therefore show the percentage of vacancies which are due to skill shortages
(UKCES 1. 2011).

3. Education — an important element in the development of human
potential
Europe’s future welfare will crucially depend on the education and skill development of
human capital. In the conditions of knowledge economy, knowledge is defined from various
perspectives:

1.  “Knowledge is the ability (based on previous experience, mental models, values and
relationships) to use information, i.e. to apply it to a particular activity, ” (Bartak, 2008,

p. 32).
2. “Knowledge is a result of active learning, ” (Vodacek, Rosicky, 1997, p. 65).
3. In terms of information and data, Drucker sees knowledge as follows: “Information is

data, endowed with relevance and purpose; Converting data into information thus

requires knowledge, ” (Drucker, 1995, p. 191).

Prior to entry into the labour market, a young person should possess key competences
that will form the basis for his or her professional life and further higher education. According
to Recommendation (EC, 2006), these include eight key competences:

- Communication in the mother tongue;

- Communication in foreign languages;
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- Mathematical competence and basic competences in science and technology;
- Digital competence;

- Learning to learn;

- Social and civic competences;

- Sense of initiative and entrepreneurship;

- Cultural awareness and expression.

Knowledge and skills are an integral part of professional career. The term ‘professional
career’ is related to success and growth in prestige. Bélohlavek (1994, p. 11) defines career as
the life path, notably professional, where a person gains new experience and realises his or her
personal potential. Pursuing a career, going forward, it means gaining new higher
qualifications, which require ever deeper studies and greater efforts (Bauman, 1967, p. 111).
“A great role is played by personal characteristics, which can perhaps influence an
individual’s career path to the same extent as the acquired professional qualifications,”
(Kozubikova, 2013, p. 190). “The area of these capacities is referred to as career skills or
skills to manage one’s own educational and professional paths. The career management skills
are a group of competences that enable an individual to gather, analyse, and synthesise and
arrange, in a structured manner, the information about himself or herself, educational paths,
occupations and jobs, as well as to plan the skills and implement life decisions and changes.
Competences or capacities comprehensively encompass the necessary knowledge, skills and
value attitudes required for the performance of an activity,” (Detko, 2012, p. 1).

At the beginning of their careers, young people analyse their abilities and individually
decide which education level they prefer. In doing so, they also take account of the relating
costs, i.e. the costs of higher education, which would also secure higher lifetime income. The
skills improvement does not apply to higher education only; skills can also be acquired
through lifelong education and vocational training. “Lifelong education is defined as
continued education or learning, which takes place after a certain education level is achieved,
i.e. after the first entry of the person educated into the labour market. The lifelong education
defined in this way, i.e. “lifelong learning”, is supposed to enable an individual to improve his
or her positions in the labour market, and thus to contribute to improving the productivity and
competitiveness of the whole country,” (Kozubikova, 2013, p. 188)

The EU education concept is based on lifelong education. The reason is the current
unsatisfactory situation, when the youth unemployment rate is nearly 24% in the EU, with
certain countries affected by the youth unemployment of more than 50%. The purpose of
lifelong education in the knowledge society is to allow for various transitions between
education and employment at various levels throughout the life. This means taking advantage
of the most essential human ability acquired in the education process (in the early childhood)
to learn how to learn and to have a positive attitude to learning. According to (Bruges
Communiqué, 2011-2020), the European vocational education and training systems should be
more career-oriented, i.e. more innovative, accessible and flexible than they are. In addition,
high demands have been put on the quality of the education system in the long term, notably
in higher education. “Competition, which is the driving force of as well as the reason for the
extinction of numerous production enterprises, is also unavoidably influencing university
conditions. This is a natural phenomenon, which universities have to face. They have to be
dynamic, progressive and show initiative,” (Blaskova, Blasko, 2012, p. 43).

4. Education —an instrument to increase employment

With the aim of promoting education in various countries across the globe, measures
that are often ineffective are taken. This is why an OECD Strategy identified the most
important measures in the education direction and quality for the future. The OECD Skills
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Strategy states: “Skills have become the global currency of the 21% century. But this

“currency” depreciates as the requirements of labour markets evolve and individuals lose the
skills they do not use,” (OECD, 2012).

According to OECD, efforts in the following areas need to be made to encourage skills
development:

- Development of transversal skills, particularly entrepreneurial skills;

- Vocational training and education;

- Science, technology, engineering and mathematics.

The current developments require the use of the whole array of knowledge and skills at
a certain level, which need to be dynamically developed, and this puts high demands on the
quality of the education system. “This is why the European Commission decided to support
young people in EU Member States by € 6 billion for 2014 — 2020 to ensure that young
people receive an offer of employment, continued education or re-learning within four months
of leaving school.”

The OECD believes that education and vocational training cannot be entirely based on
public funding. It is stressed that a balance between public and private financing of education
needs to be achieved. OECD statistics include the public costs of active labour market policy
as a percentage of GDP. The highest costs go to active labour market policies in: Denmark
(2.3%), Belgium (1.6%), the Netherlands (1.1%), Sweden (1.1%), Finland (1.0%), Spain
(0.9%) and Germany (0.8%). The lowest costs go to active labour market policies in countries
such as Estonia (0.2%), the Czech Republic (0.3%), Slovakia (0.3%) and Slovenia (0.4%). In
global comparison, the costs of active labour market policies are only 0.1% in the United
States, 0.3% in Japan, and the OECD average is 0.6%.

The OECD also helps economies formulate their employment increase policies in such a
way as to fit their local conditions, through labour market reforms and proposing policies that
foster economic growth and development. The key to tackling the youth unemployment is
structural reform in the labour markets concerned. Hence individual EU countries have to
adopt and carry out fundamental labour market reforms, i.e. the services of employment
offices need to be more professional and predominantly more customer-oriented. ,,However,
the effects of such reforms will be reaped too late for the currently affected young people.
Although this should not lessen the importance of such reforms, suitable measures must also
be developed for them. Even though these measures entail significant costs, these costs have
to be compared with the long-term costs of a lost generation. The overall balance will be
positive for measures that create employment in the private sector and increase mobility
across Europe,“ (Eichhorst, Hinte, Rinne, 2013).

The EU (28) spends decent amounts of money to promote employment. The EaSI
(Employment and Social Innovation programme) alone annually provides € 10 — 14 million to
promote employment, social policy and job mobility (EaSI, 2013).

5. Conclusion

Approximately 7 million young people plus millions of others are unemployed in EU
countries. ,,To rely on short-term job-creating measures or even early retirement schemes is
economically absurd. Temporary wage subsidies to employers that hire young people is
a common practice and should be extended, because such policies are most likely to create
positive effects at short notice. They are even more valuable if combined with effective
training requirements that can eventually constitute a nucleus for more systematic employer
involvement in vocational training. This is also true for the promotion of start-ups among
young qualified individuals,* (Eichhorst, Hinte, Rinne, 2013).
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Now that EU economies are recovering, young people still have an insecure position in
the labour market, with this primarily due to their lacking skills and experience. “Skills do not
automatically convert into jobs and economic growth. The OECD Strategy highlights the
importance of fostering equal opportunities in education, and sees education and vocational
training as a way to tackle the deepening inequality in certain areas of life. This has also been
confirmed by a long-term survey, which indicates that equality in education and its quality do
not rule each other out; on the contrary, the best-performing education systems in OECD
countries are those which combine quality and equality,” (Kozubikova, 2013, p. 187).

The OECD Strategy points out that countries with highly developed education systems,
including apprenticeships, perform better in youth employment. The actual situation is
unsatisfactory: In more than a half of OECD member countries, fewer than 50% of students
are engaged in vocational training and education.

Education-related priorities include: Promoting the free movement of knowledge (what
is known as the ‘fifth freedom’ — in addition to the freedoms of movement of goods, services,
capital and people), education support and reform, focus on lifelong education, and better
links between the education system and the working world. As long ago as in 2008,
representatives of EU Member States adopted the common Vision for the European Research
Area until 2020, in which they declared their efforts to promote the free movement of
researchers, knowledge and technology, to provide attractive conditions for doing research
and investing in R&D, thus creating attractive conditions for the development and
competitiveness in Europe (Kuchar¢ikova, 2010, p. 107).

The future lies in innovation and business activity, and this requires improving the
dialogue in the education sector and the labour market in the years to come. In the end, only
extensive reforms in education (including vocational training) and in the labour market can
provide young people with better prospects.
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RIZIKA RIADIACICH CINNOSTI V PODNIKU
MARIA LUSKOVA

Abstract

Risk is an event that can meet a man almost in each situation. Risk includes uncertainty of future event
and it is important to stress not only negative but also positive side of the risk. This paper deals with
risks related to the enterprise management activities that have their sources in an external and internal
enterprise environment and also in the personality of manager and his specific acting. It presents the
basis of management activities and specifies the risk factors of an enterprise managing activities.
Through the opinions survey of the Slovak managers it presents results about their relation to risks and
risk factors of their managing activities Solution of these risks is dependent not only on the specific
risk but also on related environments and specific acting of manager.

Key words: risk, management, uncertainty, risk factor, environment.

1. Uvod

LCudia uskuto¢iiuju svoje ¢innosti len vel'mi zriedkavo v podmienkach istoty. Zndmy je
vyrok, ktory vyslovil vel’ky matematik a filozof C. J. Keyser (Rausand, 2004): ,,Absoltatna
istota je vysadou nevzdelancov a fanatikov. VicSina l'udskych aktivit prebieha v
podmienkach neistoty. Zdrojmi neistoty su jednak samotné prostredie, jednak javy alebo deje
v fiom prebichajuce ako i samotné konanie ¢loveka. Z toho vyplyva skuto¢nost, ze riziko sa
vzdy viaze nielen na sledovany jav a prostredie, v ktorom jav pdsobi, ale aj na Specifické
konanie nositel'a vykonnej alebo riadiacej ¢innosti,* (Mikolaj, 2001).

Podobne ako vécSina ludskych aktivit i riadiace cinnosti v podniku prebiehaju
v podmienkach neistoty. V st¢asnom obdobi vyraznej dynamiky spolocenskych
a ekonomickych zmien sa manazéri podnikov Coraz CastejSie stretavajii s velkym mnoZstvom
roznych problémov, ktoré im brania byt GspeSnymi v plnej miere. Takmer permanentne sa
nachadzaju v podmienkach neistoty, kedy je vzdy potrebné pocitat’ s rizikom tzko spojenym
s ich radiacou pracou. Kazdé riadenie, ¢i uz je zaloZzené na skusenostiach alebo sa opiera
0 pravdepodobnost’ vyskytu javu je spojené s rizikom, nakol’ko sa tyka usmeriiovania javu
v neznamej 1 ked’ predpokladanej budiicnosti.

2. Podstata riadiacej ¢innosti v podniku

Riadiace ¢innosti v podniku st cielavedomé a mnohostranné aktivne cinnosti, pri
ktorych manazér stanovuje ciele a ovplyviluje metddy, nastroje a formy riadenia tak, aby
stanovené ciele podniku boli dosiahnuté ¢o najefektivnejSie v danom case a kvalite (Hittmar,
2006). Peter Drucker kladie doraz v riadiacej ¢innosti na dosiahnutie produktivnej prace l'udi,
vykonnosti a kvality. Peters a Waterman zasa kladi do popredia skuto¢nost, aby manazéri
vykonavali svoju riadiacu pracu so skutoénym zaujmom, mali radi tGto pracu atiez
vyzdvihuju dolezitost’ prace s l'ud’'mi (Tureckiova, 2004).

Ako uvadza Becker (1978), vysledok riadiacej Cinnosti zavisi od réznych Cinitel'ov,
ktoré sa rozliSuju na objektivne (O) a subjektivne (S) a tiez od rozsahu (R), v ktorom ¢lovek
tieto Cinitele riadi, ovlada, kontroluje a usmerniuje. Dosiahnutie ciel'a riadiacej ¢innosti mozno
teda vyjadrit’ pomocou nasledovného vzt'ahu:

Ciel' = £ (S,O,R)

Objektivne Cinitele su tie, ktoré nestvisia s osobou riadiaceho pracovnika. Zahtiiaju
Cinitele prostredia, v ktorom riadiaci pracovnik posobi atieZ cCinitele v okoli riadeného
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systému. Subjektivne Cinitele sa tykaju osoby riadiaceho pracovnika, st to jeho psychické
a fyziologické predpoklady a kvalifika¢na pripravenost’. Rozsah Cinitel'ov, ktoré st riadené sa
tyka nielen ich poctu, ale aj miery ich riadenia a ovlddania a zahfia nielen Cinitele, ktoré st
aktualne poznané, ale aj Cinitele, ktoré su ocCakavané v buducnosti. Toto oCakavanie sa
vyjadruje vo forme pravdepodobnosti objektivnej alebo subjektivne;.

3.  Cinitele rizik riadiacich ¢innosti v podniku

Ciel'om riadiacej ¢innosti, ako imyselnej a uvedomovanej ¢innosti cloveka, je uspesné
dosiahnutie stanoveného ciel'a resp. splnenie zadanej ulohy. Dosiahnutie ciela je casto
spojené s prekondvanim prekazok a s tym suvisiacim rozhodovanim, nachadzajicim sa medzi
stanovenim ciel'a a jeho uskuto¢nenim, o tom, ako tito ¢innost’ vykonavat, pripadne ¢i ju
nerobit’ vobec. Prekazky maju z pohladu ¢loveka bud’ vnutorny charakter (inava, nedostatok
vedomosti) alebo vonkajSi charakter (okolit¢ prostredie). Tieto prekdzky st zdrojom
rizikovych Cinitel'ov, ktoré st sucastou objektivnych a subjektivnych c¢initel'ov riadenia.
Rizikové cinitele aznich vyplyvajice riziko riadenia tak suvisia s objektivnou realitou
a subjektivnym konanim riadiaceho pracovnika. Riadiaci pracovnik reaguje na tieto prekazky
r6znym spdsobom. Bud’ sa ich snazi zdolavat’ alebo rezignuje alebo si najde nédhradny ciel,
ktory viak moZe aj nemusi spifiat’ potreby podniku. Zdroje rizik resp. &initele rizik riadiacich
¢innosti je mozné rozdelit’ do dvoch zakladnych skupin.

Prva skupinu tvoria Ccinitele rizika, ktoré su neovplyvnitelné zo strany manazeéra
a tykaju sa predovSetkym okolia podniku. St to procesy prebiehajuce vo vnutri narodnej
ekonomiky a mimo nej. | ked’ manazéri nemoézu posobit’ na tieto zdroje rizik, maji moznost’
prijat’ opatrenia, ktoré znizujii mozny krizovy jav (napr. poistenie).

Druhti skupinu tvoria cinitele rizika, ktoré su ovplyvnitelné manazérom atykaju sa
hlavne vnutorného prostredia podniku a samotnej osobnosti riadiaceho pracovnika. Na tieto
ovplyvnitelné zdroje rizik modze manazér poOsobit’ a ovplyviiovat ich vyvoj tak, aby
Vv buducnosti nenastali krizové javy (napr. prostrednictvom kvality vyrobkov posobit’ na
vysku predajov, rozvijat’ svoju osobnost,, vedomosti a zru¢nosti).

Sucastou Cinitelov rizika su i Cinitele, o ktorych riadiaci pracovnik pri vykonavani
svojej prace nema poznatky, neuvazuje o nich, vyplyvaja z nedokonalosti jeho myslenia.
Ocakavanie budtcich rizikovych Ccinitelov sa vyjadruje vo forme objektivnej alebo
subjektivnej pravdepodobnosti.

V pripade, Ze je objektom riadiacej Cinnosti Clovek, vznikd riziko nezhody medzi
podnetmi, ktoré vystupuji na strane riadiaceho pracovnika a odozvou, teda spravanim
a konanim riadeného pracovnika. Prvé nebezpeCenstvo deformécie tychto podnetov vznika
v dosledku zmyslovej schopnosti pracovnika vnimat’ tieto podnety podla predstdv manaZéra.
Podnet dalej postupuje do vedomia cloveka, kde je wurCitym spdsobom prijimany
a spracovavany. Medzi vedomim c¢loveka ajeho zmyslovymi a vykonnymi orgdnmi sa
uskutocnujii spiatné vizby, ktoré moézu priniest dalSiu deformaciu riadiacich podnetov.
Manazér by mal s tymto rizikom pocitat’ a snazit’ sa ho minimalizovat'.

Riziko svojou rozmanitost'ou a ¢asto nedostato¢nou interpretaciou vyvolava neistotu,
ktora spOsobuju u riadiaceho pracovnika urcité pochybnosti najmd v jeho rozhodovacej
¢innosti.

Rizika riadiacich ¢innosti su uzko spété s rozhodovanim o postupnosti rieSenia dané¢ho
problému (Mikolaj, 2001). Su to v podstate dosledky rozhodnuti riadiacich pracovnikov, ktoré
sa tykaju rieSenia daného javu resp. situdcie. Ked’ manazér urobi urcité rozhodnutie, zaroven
akceptuje riziko a prebera osobnu zodpovednost’ za svoju volbu a jej dosledky. Nositel'om
rizika, ktoré sa viaze na objekt rozhodovania je osoba manazZéra.
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Riziko riadiacej ¢innosti je mozné charakterizovat’ pomocou Styroch prvkov a zapisat’
ho v tvare:

R = {ai, s, p(sj). wii},
kde:
R = riziko riadiacej ¢innosti,
aj = varianty rieSenia rozhodovacieho problému pre dosiahnutie ciel’a riadiacej ¢innosti
navrhnuté riadiacim pracovnikom,

S; = situacie vyvoja rozhodovacieho problému, resp. stavy prostredia vznikajuce
v dosledku pdsobenia objektivnych a subjektivnych rizikovych ¢initel'ov,

p(s;) = pravdepodobnosti vzniku jednotlivych situdcii resp. stavov prostredia,

uij = ekonomicky dopad na podnik spojeny S i-tym variantom riesenia pri j-tej situcii
vyvoja rozhodovacieho problému.

V zévislosti od subjektivneho rieSenia manazéra daného rozhodovacieho problému,
kvality resp. uplatnenia miery racionality pri jeho rozhodnuti pre vyber niektorého z variantov
a skutocne dosiahnutého vysledku riadiacej ¢innosti je mozné kvantifikovat’ riziko, ktoré sa
viaze na tuto riadiacu Cinnost. Skuto¢ne dosiahnuty vysledok vSak vopred nie je znamy,
a preto riziko riadiacej ¢innosti tu vystupuje ako pravdepodobnost’, Ze skutocne dosiahnuté
vysledky sa budu odliSovat’ od vysledkov predpokladanych. Tieto odchylky mézu byt pre
podnik nepriaznivé, ale i priaznivé. Z toho vyplyva, Ze riziko riadiacich ¢innosti patri do
skupiny podnikatel'skych rizik, ktoré maji dve stranky. Pozitivna stranka predstavuje
prilezitost’ (up-side risk), negativna stranka hrozbu (down-side risk). Riadiace cinnosti
manazéra moézu priniest podniku mimoriadne dobré hospodarske vysledky, ale moézu
sposobit’ 1 stratu.

Kvantitativnym rozsahom rizik riadiacich ¢innosti, ak sa berie do uvahy ich negativna
stranku, je vel'kost’ Skody, resp. nepriaznivého ekonomického dopadu na podnik, ktoru toto
riziko viazuce sa na dant riadiacu ¢innost’ manazéra sposobilo.

Riadiaca ¢innost’ manaZéra by vSak v prvom rade mala prindsat’ pozitivny ekonomicky
dopad na podnik. Preto v d’alSom texte pod pojmom riziko riadiacej ¢innosti sa bude rozumiet’
len jeho negativna stranku.

Riziko riadiacich ¢innosti mozno znizit’ cielavedomym raciondlnym konanim, avsak nie
je mozné ho vylucit' Uplne. Cielavedomé raciondlne konanie riadiaceho pracovnika je
teoreticky rozpracované v tedrii riadenia, najmé v metédach rozhodovania (Mikolaj, 2001).

4. Rizikovost riadiacich ¢innosti z pohPadu slovenskych manazérov

Riziké riadiacich ¢innosti boli predmetom dotaznikového prieskumu uskutoéneného
autorkou ¢lanku v rdmci svojej dizertacnej prace s ndzvom ,,Analyza rizik riadiacich ¢innosti
Vv podniku®, ktorého cielom bolo zistit, aku mieru vyznamnosti prisudzuji manazZéri
Vv oslovenych slovenskych podnikoch jednotlivym rizikovym &initelom a rizikdm, ktoré st
sucastou ich riadiacich Cinnosti. Prieskumu sa zucastnili manaZzéri zo 61 slovenskych
podnikov, z toho 48 tvorili malé a stredné podniky a 13 vel'ké podniky.

K vybranym riadiacim ¢innostiam bolo identifikovanych spolu 192 rizik a rizikovych
¢initel'ov, od ktorych mozno ocakavat, Ze maji najvacsi dopad na riadenie v ramci roznych
sektorov hospodarstva.

Medzi skiimané riadiace ¢innosti boli zaradené:

- tvorba podnikatel'ského planu,

- riadenie zadsobovania: nakup materidlu, preprava nakupovaného materidlu,

skladovanie materialu,
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- riadenie vyroby: projektovanie vyrobného systému, riadenie vyroby, kontroly
a skusania vyrobku,

- riadenie odbytovych c¢innosti: marketingové, cenové, pozicné a predajné Cinitele,

predpovedanie dopytu,

- riadenie l'udskych zdrojov: vyber a prijimanie novych zamestnancov, stabilizacia

zamestnancov, motivacia zamestnancov,

- riadenie finan¢énych procesov v podniku,

- riadenie vyskumnych a vyvojovych procesov v podniku,

- riadenie investi¢nej ¢innosti podniku.

Otazky mali uzavrety charakter. Pontkali vol'bu medzi piatimi moznostami odpovede:
vel'mi vysokd, vysoka, mierna, nizka vyznamnost’ a neviem posudit’.

Z hladiska hodnotenia podielu jednotlivych stupiiov vyznamnosti rizik a rizikovych
Cinitelov ramci kazdej riadiacej Cinnosti, z vyskumu vyplynulo, Ze najviac rizikovych
¢initel'ov hodnotenych ako ,,ve'mi vysoko vyznamnych* alebo ,,vysoko vyznamnych* bolo
pri tvorbe podnikatel'ského planu (47 %), pozri obr. 1. Z toho vyplyva, Ze tvorbu
podnikatel'ského planu je moZzné podla vyskumu povaZovat za najrizikovejSiu riadiacu
¢innost’. Tesne za sebou nasleduju riadenie investi¢nej ¢innosti (43 %) a riadenie odbytovych
¢innosti (42 %). Tieto Cinnosti st takmer rovnako rizikové. Riadenie I'udskych zdrojov
(39 %), riadenie vyroby (38 %) a riadenie a finanénych procesov (38 %) boli vyhodnotené
takmer na rovnakej urovni rizikovosti. Riadenia vyskumu avyvoja (35 %) a riadenie
zasobovania (33 %) boli vyhodnotené ako najmene;j rizikové riadiace ¢innosti.

Tvorba podnikatel'ského planu resp. planovanie su urcované presnostou informacii
a neistotou buducnosti. Neistd budicnost’ a s fiou spojené prakticky vSetky druhy rizik boli
pravdepodobne hlavnou pri¢inou, preco takmer polovica respondentov povazuji planovanie
za najrizikovejSiu riadiacu cinnost. Potvrdila sa skutocnost, Ze planovanie je pravom
povazované medzi odbornikmi za vychodiskovu a najdolezitejSiu funkciu riadenia. Vyzaduje
si dokladné znalosti z r6znych vednych odborov a sprevadza ho mnoZzstvo rizik, ktoré st
dosledkom neustale prebiehajicich zmien v okolitom prostredi podniku ako iv podniku
samotnom. Mnohé z tychto rizik st zo strany riadiaceho pracovnika neovplyvnitelné, ale
napriek tomu by mal s nimi pocitat’ i ked’ nie je mozné pripravit’ sa na kazdu situaciu.

Investicie uzko suvisia s dostupnostou financnych zdrojov. Ich nedostatok modze
sposobit’, Ze podnikatel' je nuteny zruSit' svoj podnikatel'sky projekt. V sucasnosti je
dostupnost’ uverov ovplyvitovana pomerne vysokou mierou neistoty a zvySenou opatrnost'ou
bank. Odbytové cCinnosti st rizikové najmid z hl'adiska narastu konkurencie a presytenosti
trhov.

V ramci hodnotenia rizikovosti ¢innosti spojenych s riadenim l'udskych zdrojov sa
pozornost sustredila na rizikd spojené s vyberom a prijimanim novych zamestnancov,
stabilizaciou zamestnancov a motivaciou zamestnancov.

Pri vybere a prijimani novych zamestnancov najvyssiu vyznamnost’ ziskali rizika ako
nepresné stanovenie poziadaviek - ocakavanych pracovnych vysledkov a osobnych narokov
na pracovné miesto (44,3 %), tendencia manazéra lepSie hodnotit’ uchadzacov, ktori sa mu
podobaju napr. vzdelanim, sksenostami, miestom povodu, tzv. efekt zrkadla a osobnej
chémie (41,0 %), prili§ vysoké a nerealistické poziadavky (39,3 %) a dlhotrvajuce vybery
novych zamestnancov (39,3 %). Nezretelné stanovenie poziadaviek na pracovné miesto
znemoznuje spravny vyber nového zamestnanca a spomal’uje proces vyberu, nakol’ko sa mozu
0 miesto uchadzat’ zaujemcovia, ktori nespiiajii dané poziadavky. Hodnotenie uchadza¢a na
zéklade tzv. ,,efektu zrkadla a osobnej chémie* zabuda na postdenie jeho vhodnosti pre danu
pracovnu poziciu. Prili§ vysoké a nerealistické poziadavky mdézu mat za nésledok stratu ¢asu
a skuto¢nost’, ze sa miesto nepodari obsadit’. Dlhotrvajuce vybery novych zamestnancov
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moézu viest' k strate trpezlivosti zo strany najlepSich uchadzacov. I ked’ tato Cinnost’ nie je
skimanymi podnikmi povazovani za prili§ rizikovli, méze jej nesprdvne vykonavanie
spdsobit’ podniku vela problémov. Situacia po prijati nevhodného zamestnanca je Casto eSte
horsia ako pred jeho prichodom a podnik straca eSte aj tym, Ze mu vyplaca mzdu.

Stabilizacia zamestnancov suvisi stakymi d&initelmi ako spokojnost’ s pracou,
s podnikovou kultirou a pracovnymi podmienkami, s perspektivou kariérneho rastu, so
systtmom odmenovania, socidlnym programom. Opatrenia zamerané na zniZovanie
neziaducej fluktuécie si urcuje kazdy podnik sam.

|
Tvorba podnikatel'ského planu —-15—[4-'
Zols

Riadenie investinej &innosti *ﬁ—-\
Riadenie odbytovych &innosti *ﬁ— 2 (s )
Riadenie I'udskych zdrojov % 24 bl

20 [ 11 )

Riadenie vyroby

Riadenie finan¢nych procesov u’

Riadenie vyskumu a vyvoja 19 ()
Riadenie zasobovania 7 24, (11 J
0% 20% 40% 60% 80% 100%

Podiel odpovedi respondentov

Hvel'mi vysoka M vysoka & mierna Lnizka Lineviem posudit’

Obr. 1: Poradie riadiacich cinnosti z hladiska stupna ich rizikovosti (Luskova, 2009)

Za najvyznamnejsi rizikovy Cinitel' v ramci stabilizacie zamestnancov bol oznaceny
vySka platu, zamestnanecké vyhody (54,1 %). Ostatné boli hodnotené z hl'adiska odpovedi
vel'mi vysokd a vysokd vyznamnost’ pod hranicou 50 %. Stres na pracovisku ziskal 44,3 %,
potlacovanie iniciativy a tvorivosti (37,7 %), nizka podpora zamestnancov zo strany
manazéra, ked’ nie su zabezpeCené Skolenia, tréningy, zdroje, pravomoci (37,7 %) a zlé
pracovné prostredie charakterizované osobnymi nepriatel'stvami, bojmi medzi oddeleniami,
zadrziavanim informadcii, zbyto¢nou pracou navyse, byrokraciou (37,7 %).

V rdmci motivacie za najvyznamnejsie rizikové ¢initele boli vyhodnotené nespravodlivé
hodnotenie (57,4 %), manipulécia pracovnikov prostrednictvom komunikécie a ,,politickych*
taktik (napr. filtrovanie, zdrzovanie a skreslovanie informacii, skryté dohody, izolovanie
nepohodInych pracovnikov, zvalovanie chyb) (52,5 %), hodnotenie zamestnancov zamerané
hlavne len na kritizovanie ich netispechov (52,5 %), zanedbavanie spétnej viazby (50,8 %),
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uvadzanie nepravdivych informacii a zatajovanie dolezitych skuto¢nosti (50,8 %)
a neschopnost’ manazéra nadchnut’, motivovat a inSpirovat’ zamestnancov (50,8 %).

Co sa tyka hodnotenia zavaZnosti jednotlivych rizik a rizikovych &initelov, ako
najvyznamnejsie riziko v ramci uvedené¢ho vyskumu bolo vyhodnotené kvalita I'udského
Cinitel'a. Tento vysledok potvrdil skuto¢nost’, ze pri¢inou vaznych problémov podnikov je
v prvom rade l'udsky cCinitel’ a to nielen pracovnici, ale vo vel'kej miere i manazéri. Cudsky
Cinitel’ vnasa do riadenia zna¢ni mieru nepredvidatel’nosti a neistoty a je v podstate ustrednou
postavou rizikovych situacii. Pri skimani miery jeho kvality je vhodné posudzovat’ uroven
jeho vzdelania, praktické schopnosti a sktisenosti, pristup k praci, zmysel pre zodpovednost’,
osobnu aktivitu, motivaciu, disciplinu a rad dalSich charakteristik, ktoré su relevantné pre
jeho pracovné aktivity. Zaroven vyskum potvrdil, ze v dneSnej dobe je zakladnou jednotkou
podniku kvalifikovany pracovnik a l'udsky kapital ma v podniku kI"ai¢ové postavenie.

5. Zaver

V riadiacich ¢innostiach manazérov podnikov sa ststred’'uje mnozstvo javov a prostredi,
na ktoré¢ sa viazu rizika a i samotna riadiaca praca je vel'mi rizikova. Schopnost’ manazérov
podnikov rozumiet’ rizikdm a vediet’ s nimi pracovat’, minimalizovat’ ich neZiaduce dosledky
asucasne vyuzivat prilezitosti, znamena v sucasnosti nielen konkurenénu vyhodu, ale
nevyhnutni poziadavku tuspesnej riadiacej prace. Riziko, ako jeden z hlavnych aspektov
riadiacej prace manazéra, vSak len malokto vie spravne riadit. Stale pretrvava predsudok, ze
analyza a riadenie rizik je doménou hlavne velkych podnikov, ktoré si mézu dovolit’ zaplatit’
odbornikov. Riziko sa vSak ale dotyka kazdého a najmi malé a stredné podniky, vzhl'adom
k slabsej kapitalovej vybavenosti, mézu zanedbané Einitele rizika pocitovat’ bolestnejsie ako
vel'ké spolocnosti.
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OUTSOURCING OF RECRUITMENT SERVICES. POLISH
EMPLOYMENT AGENCY AS A SERVICE PROVIDER TOWARDS
THE GERMAN TEMPORARY EMPLOYMENT AGENCY

DOMINIK MATCZAK

Abstract

Due to the freedom of provision of services, the cross-border outsourcing of recruitment to other
Member State has become a common issue on the European market. More and more often it refers to
qualified employees, still fairly available in some countries, while clearly missing in others. The
atypical form of outsourcing occurs when a foreign temporary employment agency commissions the
Polish employment agency to acquire personnel, i.e. de facto commissions tasks which are core of its
activities. It is a comprehensive process requiring good knowledge of the specific character of
temporary employment. Therefore, the parties should ensure that the agreement on cooperation
precisely defines their obligations. The aim of the article is to present some legal and business aspects
in the scope of provision of services by Polish recruitment agencies towards German temporary
employment agencies. Nevertheless, many observations and conclusions will be valid in relation to
similar services provided by employment agencies from other Member States from the Central and
Eastern European region.

Key words: job matching, temporary employment agency, outsourcing of recruitment.

1. Introduction

As of the beginning of May 2011, i.e. since the full opening of the German labour and
service market, the growing interest of German temporary employment agencies in
acquisition and employment of employees coming from Poland and other European Union
Member States from the region of Central and Eastern Europe, has been noted (Meier, 2011,
online). Similar phenomenon was noted soon after accession of Poland to the European
Union structures. At that time, the main direction of employment emigration was, among
others Great Britain, Ireland and the Netherlands.

However, the subject of this article covers only the problems of recruitment of Polish
employees by German temporary employment agencies. From the legal point of view, due to
the freedom to provide services, the German temporary employment agency is not bound to
establish its branch on the territory of Poland in order to recruit employees (Doring, 2009,
p. 67). It is sufficient that such agency, prior to undertaking any activities, informs the
Marshal of the province competent for the site of provision of services by electronic mail. On
the other hand, from the organisational point of view, the acquisition of employees is
a process of significant level of complexity. The factors influencing this situation include, in
particular, the difficulties in communication arising from language and cultural differences,
lack of knowledge of the Polish labour market, diversity in terms of the level of education and
professional qualifications, occasionally, the long distance hampering the arrangement of
a personal meeting with a selected candidate in order to conduct the interview. In addition, it
often turns out in practice that the business model based on the cross border direct recruitment
of the Polish citizens is inefficient and does not sufficiently fulfil its functions. The
employers-users, being the clients of a German temporary employment agency, expect very
fast provision of the workforce of specific qualifications. Without a good marketing network
in Poland, it is not easy to fulfil their needs.

Above mentioned circumstances give a space for the cooperation between the German
temporary employment agencies and the Polish recruitment agencies. The reason is that the
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Polish entrepreneurs realised that they could neutralise the weaknesses of the cross-border
direct recruitment and created the service of personnel acquisition for the German temporary
employment agencies. By the way, entrepreneurs from other countries of Central and Eastern
Europe raised a similar idea, in particular, those from Slovakia, Czech Republic and Hungary.
The objective of this article is to present the legal and business aspects of the outsourcing of
recruitment services in the aforementioned context, with special attention to indicating of the
existing general legal problems.

2. The Polish recruitment agency as a service provider

Conducting of recruitment is one of the characteristic tasks of each temporary
employment agency, irrespective of its operations in the Polish, British, Spanish, Slovak, or
Romanian market.

2.1. The general obligations of the agency

The German temporary employment agencies also recruit employees usually relying on
own resources and capacity. Unquestionably, on the one hand, outsourcing of such services
makes a specific exception and, on the other hand, it is the necessity. In this scope there is a
possibility to use services of the Polish entrepreneurs. The circle of service providers in the
private sector is however limited exclusively to employment agencies. They include
exclusively entities entered to the register of entities operating employment agencies,
providing services in the scope of job matching, job matching related to work abroad for
foreign employers, vocational guidance, personal guidance or temporary employment (art. 6
item 4 of the Act of 20 April 2004 on promotion of employment and labour market
institutions, Journal of Laws no 99 item 1001, hereinafter referred to as the ,,u.p.z.”). It should
be explained that, in general terms, the main task of an employment agency is the
intermediation between supply and demand for labour, through matching of job offers with
applications for employment so that the agency does not become a party to the employment
relationship (Hajn, 2001, p. 52). The Supreme Court, in its resolution of 3 October 1995 (lII
CZP 131/95, OSNC, 1996, no 2, item 19), legitimately claims that the intermediation shall not
necessarily consist in simultaneous assistance to the unemployed and persons searching for
ajob and undertakings, since the intermediation involves both offering assistance to
undertakings in finding the appropriate employees, and providing such assistance without
simultaneous assistance in obtaining of the relevant employment to the unemployed and
persons searching for a job. In other words, depending on who is the principal of the
employment agency, the agency shall either supply an employee meeting the specific
expectations of the employer or help the employee to obtain the appropriate employment
(Paluszkiewicz, 2011, p. 234). Incidentally, one should thus agree with the opinion that
private employment agencies may constitute an effective tool for combating the
unemployment and understaffing (Goral, 1991, p. 75).

Nevertheless, in accordance with the law applicable in Poland, provision of services in
the scope of cross-border job matching is associated with the requirement to fulfil a number of
obligations arising from the Act on promotion of employment and labour market institutions.
In other case, it may be detrimental. Since it is a regulated activity, within the meaning of art.
64 et seq. of the Act of 2 July 2004 on freedom of economic activity (consolidated text:
Journal of Laws 2013 item 672), in order to perform it, it is necessary to obtain prior entry to
the register of entities operating employment agencies. Only agencies entered to the National
Register of Employment Agencies, may assign individuals to work abroad for foreign
employers. The issuance of the certificate confirming the entry is subject to the fee of
PLN 200. The failure to fulfil the obligation carries a penalty of at least PLN 3000.
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Moreover, the entity intending to perform the job matching services may not be in
arrears due to taxes, contributions for social and health insurance and contributions for the
Labour Fund and the Guaranteed Employment Benefit Fund. In addition, it may not be
sanctioned for certain crime and offences. The employment agency should fulfil the
requirements concerning the premises allocated for an office. The premises should first of all
ensure the confidentiality of any conversations held and — which is rather obvious in legal
terms — be furnished with basic equipment allowing for performance of the activities. On the
other hand, employees of the employment agency should include persons with at least
secondary school education. This requirement should be rather treated as a relict of the past,
arising from a very stereotyped (formal) approach to education. What is more, the
employment agency is also bound to submit information on its activities to the marshal of the
relevant province until 31 January each year for the preceding year, including, in particular,
the number of persons assigned to work for foreign employers.

The provisions presented above represent some, presumably most important, general
obligations binding the Polish employment agencies.

2.2. Obligations of the recruitment agency in the scope of recruitment

An individual intending to undertake employment abroad usually faces many obstacles.
They are usually associated with insufficient knowledge of the language of the country in
which a person is searching for a job. In such circumstances it is difficult to find the
appropriate job offer in press or on Internet, to arrange accommaodation, and to understand and
define the employment terms and conditions arising from the legal ins and outs. For example,
in the German law, six tax classes exist (§38 Einkommensteuergesetz), which strictly
determine the level of the net remuneration. From this point of view, the Polish tax law seems
to be less complicated, in terms of personal income tax. In practice, considerable
disappointment, sometimes even a feeling of being cheated, appears among employees from
Poland classified to the sixth tax class, as a result of which their net earning makes only about
50% of gross amount provided in the employment contract, whereas, in case of classification
to the third tax class — which may be requested by some employees by submitting the
application to the competent German tax office — the net salary would constitute about 75%
gross remuneration, thus, it would be higher. In addition, it should be noticed that the majority
of the candidates for a job has an unprofessionally prepared CV which is sometimes
incorrectly translated into German, which discriminates them at the very early stage of
recruitment and delays obtaining of the result in the form of employment (compare:
Swierzynski, 2000, p. 16). Accordingly, many persons decide to use the assistance of Polish
employment agencies specialising in the comprehensive provision of services of cross-border
job matching.

The key factor determining the economic position of a labour agency is the number and
quality of job offers held. The better the job offer is, the higher probability of identifying of
the appropriate candidate for the specific position. It is worth mentioning that at the stage of
recruitment the agency has many obligations to be fulfilled. In particular, this entity is bound
to process the personal data held, in accordance with the legal regulations. Moreover, it may
not discriminate anyone due to gender, age, disability, race, religion, ethnic origin, nationality,
sexual orientation, political beliefs and faith, or due to membership in trade unions of persons
for which the agency is searching for a job or other gainful employment. Importantly, the
employment agency may not charge any fees from persons for whom it is searching for a job
or other gainful employment. Only charging the compensation due to the actually incurred
costs associated with the assignment to work abroad is permitted. This refers exclusively to
costs of travel and return of a person assigned to work abroad, costs of visa issuance, medical
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tests, translation of the required documents for persons travelling abroad. In documents,

announcements and offers the employment agency should include the number of entry to the

register and the job offers concerning temporary employment should be labelled as

“temporary employment offers”. However, a temptation to use distortions in offers exists,

especially in case of cross-border job matching. A person who has decided to go abroad, will

be reluctant to resign even if the remuneration paid turned out to be lower in reality than
agreed, after the job has been undertaken. In such a case, the main reason to continue the
employment will be the intention to work off the travel costs incurred, or the lack of
perspectives to find employment in Poland quickly. Considering the existence of such and
other risks, the provisions of the Polish law bind agencies to conclude an agreement with
persons assigned to work for a foreign employer, defining, in particular the terms and
conditions of employment and remuneration (Matczak, 2014, pp. 31-32). Such agreement is

known as the ,,agreement on assignment to work for a foreign employer” (Drabek, 2011,

online). Its provisions are defined in art. 85 item 2 of the u. p. z., which stipulates that such an

agreement should, in particular, specify:

a)  The foreign employer;

b) A period of employment or other gainful employment;

c) Type and terms and conditions of employment and remuneration, as well as social
benefits applicable to the person assigned,;

d) Terms and conditions of social security and accident insurance, and insurance against
effects of tropical diseases;

e)  Obligations and rights of a person assigned and the employment agency;

f)  Scope of civil liability of the parties in case on non-performance or undue performance
of the agreement concluded between the employment agency and the person assigned,
including to party to cover costs of onbound trip of the person assigned to work in case
of failure of the foreign employer to fulfil the provisions of the agreement and the
associated claim procedure;

g) Compensation payable to the agency due to the actual costs associated with the
assignment to work abroad, incurred on:

- onbound trip of the person assigned,
- issuance of a visa,

- medical tests,

- translation of documents,

h)  Information on the procedure and conditions of foreigners’ access to the labour market
in the state of work performance;

i)  Other obligations of the parties;

j) Information whether the documented periods of employment by the foreign employer
shall be included in the employment periods in the Republic of Poland in terms of
employee rights and benefits.

However, in practice, many difficulties may arise while defining of mutual obligations
of the parties to the agreement on assignment. From practical point of view, it is interesting
what are the consequences to the parties of the said agreement in case of its non-performance
or undue performance.

2.3. Liability for damages of the parties to the agreement on assignment

The agreement on assignment to work for a foreign employer, within the meaning of art.
85 item 2, 3 and 4 of the Act of 20 April 2004 u.p.z. is the sub-category of the agreement for
provision of services, to which the appropriate provisions on commissioning apply (art. 750 of
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the Civil Code). In addition, it should be classified as the mutual agreement within the
meaning of art. 487 of the Civil Code, since both parties undertake the commitments so that
the provision of services by one of the parties shall correspond to the provision of services by
the other party.

To simplify, it can be stated that on the one hand, the employment agency undertakes
against the specific candidate for a job that its client (foreign employer — temporary
employment agency) will employ such candidate, based on the conditions stipulated in art. 85
item 2, 3 and 4 of the u. p. z., whereas, on the other hand, the same candidate undertakes
against the agency to start the work for the indicated employer under the conditions agreed. It
IS unquestionable that the basic obligation of the debtor is to provide the benefit which shall
lead to the fulfilment of the creditor's interest, accordingly, the obligation shall cease.
However, it happens that the debtor avoids the fulfilment of the benefit or provides the benefit
in non-compliance with the provisions of the obligation. As a consequence, the adverse
effects of such a situation may be diverse, and the so-called contractual liability, within the
meaning of art. 471 of the Civil Code, are treated as a priority (Zagrobelny, 2011, pp. 862—
864). The contractual liability is based on the assumption that the debtor shall be obliged to
remedy the damages in the assets or interests of the debtor arising from the non-performance
or undue performance of the obligation, unless such non-performance or undue performance
is a consequence of circumstances for which the debtor is not liable. Art. 85 item 2 p. 1-9 of
the u. p. z. defines only the necessary elements of the agreement on assignment without
stating explicitly which of the parties should fulfil the individual obligations arising from the
provisions of the agreement.

Considering the foregoing, while drafting the agreement on assignment, precise
allocation of obligations of the parties should be ensured. Furthermore, it should be resolved
when the non-performance or undue performance of the obligation by the employment agency
or a person assigned to work occurs. It should clearly arise from the agreement what is the
foreign employer the candidate is assigned to by the agency. In practice, from the candidate’s
perspective, the assignment to foreign employers represented by the temporary employment
agencies is problematic. In such circumstances the Polish employment agency is not obliged
to inform that the candidate will perform work for clients of the German temporary
employment agency acting, in accordance with the terminology used in the Polish law, as the
so-called employers-users. Accordingly, de lege ferenda, it should be postulated that the
Polish employment agency should be obliged to inform the candidate that the work will be
performed with the intermediation of the temporary employment agency for its clients (the so-
called employers-users).

The obligation of a person assigned to work is the actual undertaking of the work for the
foreign employer specified in the agreement. A situation may occur when the employee,
irrespective of the agreement on assignment having been concluded, has not undertaken work
for the foreign employer. In such a case, the employment agency shall probably incur
damages in terms of lost profits, since it will not receive the remuneration from the foreign
employer due to provision of the job matching service. It also cannot be excluded that the
damage will have a form of loss if the employer has reserved a possibility to impose
liquidated damages in case of failure of the candidate proposed by the employment agency to
undertake work.

Going further, however, simultaneously, without limiting to the problematic issues only,
the agreement on assignment should indicate the period of employment or other gainful
employment. It is unclear whether the employment agency should undertake towards the
candidate what period shall the employment contract or the civil law agreement be concluded
for, whether its obligation should refer to the real duration of employment. However, it seems
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that the period for which the agreement shall be concluded, in accordance with the warranties
of the foreign employer, should be authoritative. De lege ferenda, the Act on promotion of
employment should use the term of expected employment period.

Moreover, in case of temporary employment, defining of the type and terms and
conditions of employment may be quite problematic. The reason is that it cannot be excluded
that the employment conditions (particularly, the type of work) shall be subject to changes
when submitting them to the subsequent employer-user.

3. The agreement for cross-border job matching

The employment agency is obliged to conclude a written agreement with the foreign
employer where it intends to assign persons to work abroad.

3.1. Obligatory text of the agreement

It should specify, in particular: the number of jobs, the period of employment or other
gainful employment, the type and conditions of employment, the rules of employment, as well
as social benefits applicable to persons undertaking work and the scope of civil liability of the
parties in case of non-performance or undue performance of the agreement concluded
between the employer and the employee, including the party to cover costs of onbound trip of
the person assigned to work in case of failure of the foreign employer to fulfil the terms and
conditions of the agreement, including the procedure concerning asserting the related claims.

The provisions of the agreement imposed by the legislator take into account a typical
situation, i.e. when the employer is the entity directly employing a given candidate, whereas it
completely ignores the fact that the foreign temporary employment agency may also act as the
employer. In practice, the parties to the agreement for provision of services of cross-border
job matching are interested in setting the conditions comprising totally other issues.

3.2. Recommended contractual provisions

For the German temporary employment agency it is mainly important that the
recruitment carried out by the Polish employment agency is professional. For this purpose,
one of the significant requirements would be that the interviews with candidates should be
performed personally, not only via the remote communication means.

The method of verification of the language competence in German by consultants of the
Polish recruitment agency will also play a significant role. The knowledge of German is often
one of the key competences determining the possibility to undertake work on the territory of
Germany. The Polish recruitment agency must ensure that persons checking the level of
language preparation of candidates for work have the necessary skills in this area. Evaluation
is based on the Common European Framework of Reference for Languages (CEFR).

Checking of the professional qualifications and real skills which are not confirmed by
any certificates or other formal documents is also significant. In such a case, it is
recommended to use appropriate forms, both in Polish and in Germans, in which the person
interested in undertaking a job abroad confirms the level of knowledge in individual areas.
From the point of view of interests of the parties to the agreement on job matching, it is also
recommended to define the obligation of a representative of the German temporary
employment agency to carry out an interview by phone or using computer programmes
designed for remote communication, including the visualisation method. The purpose of this
approach is, on the one hand, to pass a part of the responsibility for recruitment to the German
agency and, on the other hand, to check the real suitability of the candidate for the job and
confirm the reliability of the potential employer's interest in the specific candidate.
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Another essential issue is the manner of defining the remuneration for the recruitment
service. In practice, the parties usually agree on commission remuneration based on the
specific percentage to be received by the Polish agency for each hour really worked by the
employee it has recruited. In this scope the parties may agree that the Polish agency will gain
profits only for the specified period (e.g. 3 months, half a year or a year) or throughout the
entire employment period in the temporary employment agency — which happens definitely
less frequently in practice. Another model of settlements is a one-off fee for recruitment —
after the selected candidate has worked for the specific period of time. It is also recommended
that the parties define the remuneration in case the employee is taken over by the employer-
user. The German temporary employment agencies are usually prepared for such a possibility
and ensure that the right of indemnity if contractually guaranteed. In the agreement it should
be defined whether the recruitment agency is bound to submit the application of candidates in
German and, whether diplomas, certificates or other documents must be translated into
German and, if so, whether a sworn translation is necessary and who shall cover the resulting
costs.

The interest of the German temporary employment agency is that the biggest possible
number of applications is received for a given vacancy, with the highest quality and within
a shortest time. This issue should be regulated in the agreement. However, it should be taken
into account that the recruitment process for such a specific client as the temporary
employment agency, is very dynamic. Most commonly, readiness of the candidate to travel
within only a few days is expected. The reason is that the role of the temporary employment
agency is usually the ad hoc assistance in case of transitional deficits of labour force.

Another problematic area which should be considered by the Polish employment
agencies is the selection of a relevant strategy in case of cooperation with many temporary
employment agencies from Germany. They should reserve in the agreement the right to
present the same candidate simultaneously to several employers, excluding the responsibility
in case of conflict between such employers — temporary employment agencies.

Going further, it seems essential to agree on coordination of employees' stay on the
territory of Germany, in particular, depending on which party is responsible for the
arrangement and payment for the accommodation. Besides, it is also important to define if the
employee who has undertaken work in the German temporary employment agency may
contact the recruitment agency in Poland on some issues connected with the employment. In
practice it is the issue of significant importance since the intermediary companies are
perceived as a warrant of safe travel abroad and in cases when problems arise, e.g. in
settlements, persons who used their services require that such agencies clear the arising
doubts. Besides, due to the emerging difficulties with communication, resulting most
commonly from the insufficient knowledge of German among candidates, the Polish
recruitment agencies are expected to provide translation services. The problems indicated are
also worth considering during the negotiations with the candidate concerning the agreement
on job matching and the agreement on assignment.

3.3. Liability for damages — general issues

The issue of considerable practical importance is the liability for damages due to non-
performance or undue performance of the job matching service. At first, it should be noted
that the foreign employer may sue the employment agency due to failure to fulfil the
obligation consisting in timely provision of the employee. It happens that the temporary
employment agency, waiting for the candidate who made the commitment to undertake work,
refuses to grant the job to other interested candidates. When it turns out that the candidate
does not show up in order to undertake work, it cannot be excluded that the foreign employer
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shall incur losses. In such situation the foreign employer will be entitled to receive
compensation towards the employment agency whereas the employment agency will be
entitled to receive compensation against the candidate who has not undertaken work.

In practice, there are also situations when the German temporary employment agency
does not fulfil its contractual obligations when the candidate who received a binding job offer
may not undertake work since the employer-user has cancelled the order. In such
circumstances the German agency will be bound towards the Polish agency to pay
compensation due to the losses incurred or profits lost. The losses incurred may involve
expenditure incurred by the Polish employment agency. They may include costs of telephone
conversations, preparation of document translations, potential foreign trip if associated
directly with making the employment possible to such candidate. Lost profits may be referred
to if the employment agency proves that it could have assigned the candidate to other foreign
employer (other temporary employment agency) and it could have received the relevant
remuneration.

Due to the dynamics of the temporary employment and the relatively low predictability
of decisions to be taken by employers-users and the candidates themselves (a human factor) it
is worth ensuring that the mutual liability is restricted in the agreement for job matching. An
opinion should be expressed that otherwise the fruitful development of a long-term
cooperation under the agreement for job matching would be rather unlikely.

4. Conclusions

Outsourcing of services of the cross-border job matching is unquestionably one of the
factors which had impact on over ten-fold growth in the number of employment agencies in
Poland in the years 2003-2012 (Polish HR Forum, 2012, p. 3; Bak, 2009, p. 64). Outsourcing
in the relations between the German temporary employment agency and the Polish
recruitment agency is the phenomenon per se quite non typical. A person searching for a job
abroad may have the impression of participating in double job matching, which is not totally
wrong.

However, taking into account the organisational conditions, in particular, a very
dynamic nature of recruitment typical for temporary jobs, the subcontracting of recruitment
tasks to specialised foreign entities is the solution which positively affects the effectiveness of
the entire process.

The parties to the agreement for cross-border job matching, during the negotiations of
its terms and conditions, should precisely define standards for conducting the recruitment and
the mutual civil law liability, in particular, in case of inappropriate selection of the candidate
and sudden cancellation of the order by the employer-user. It is recommended that the above
agreement should have a form of the framework agreement.

The German temporary employment agency subcontracting the recruitment to the Polish
entity should pay special attention to the valid entry of such entity to the National Register of
Entities Operating Employment Agencies (KRAZ). It is essential that the Polish intermediary
fairly informs persons deciding to undertake work abroad on the conditions of employment
offered by the foreign employer.

It seems that due to the demographic situation in the European Union and the resulting
deficit of qualified employees in the most developed Member States, as well as the freedom
of their flow, the outsourcing market of job matching services will continue to develop
dynamically over the forthcoming years.
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HUMAN RESOURCES MANAGEMENT INNOVATION

EWA MATUSKA

Abstract

HRM innovation is the form of innovation — a combination of organizational and social kinds of
innovation. It is considered new research field focuses on the intentional introduction and employment
of novel ideas, activities, services, and processes that aim to meet simultaneously the social needs of
employees, and to maximize return of investment from company’s human potential capital to reach
company’s business goals. Hence, HRH innovation can be seen as a primary source for company’s
innovation, as alternative to well anchored consideration that innovation is first connected with R&D
investment. This article places HRM company function as kind of over function which should be
integrated with innovation. Currently HRM function faces new challenges of XXI cent, hence is
during evolution, and also demands innovation. One of the ways is minimize unnecessary
bureaucracy by digitizing, automating and part outsourcing, second — integration with core
business innovation strategy to reach company’s business goals.

Key words: HRM innovation, HRM as source for innovation, social innovation, workplace
innovation.

1. Introduction

“The purpose of an organization is to enable common men to do uncommon things,’
Peter Drucker. Over the last century, since the classic definition of Schumpeter’s triad:
innovation- invention — imitation (Schumpeter 1934), innovation is seen as a key driver for
macro-economic progress, but first — as a strategic tool to reach company’s competiveness
through improved performance impacts. Today innovation practical relevance at enterprise
level, as well as at regional level, is constantly valid, and last global downturn and other
socio-economic changes brigs new challenges for it. There are different kinds of innovation,
and till now, the most investigated field was technological innovation and focus on research
and development (R&D) impact on innovation. However, recently innovation has turned into
completely new forms - and not only ‘hard innovation’ type, like technical inventions for
example, but also new kinds of ‘soft’ innovation: ‘open innovation’ and ‘social innovation’
has been appeared. They all create new challenges for companies oriented on competitiveness
and have the common platform — organizational human behavior, hence should be taken
seriously into consideration by HRM function at company.

Although the connection between internal organization issues and innovativeness (as a
source for innovation) never has been neglected in the innovation and evolutionary economics
literature, the increasing bureaucratization of the R&D function, have caused that attention at
company directed into innovation was mainly focused on technology, not at new
(complementary) HRM practices and on how they influence innovation performance®. Still,
there isn’t clear exactly where innovation in company comes from (Damanpour et al., 1989)
and only rare studies deliver empirical examination of the link between innovation
performance and complementary new HRM practices (e.i. Laursen & Foss, 2000; Zou et al.,
2011, Eriksson et al., 2014).

1

! The exception is Japanese input to economic organization and how this connects to innovativeness. Thus,
Freeman (1988: 335) explicitly notes how in “Japanese management, engineers and workers grew accustomed
to thinking of the entire production process as a system and of thinking in an integrated way about product
design and process design,” and he makes systematic reference to quality management, horizontal information
flows, and other features of new HRM practices.
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Nowadays, in practical approaches has appeared the term ‘HRM innovation’ — which
we consider a combination of social and organizational innovation. First one — social
innovation is currently seen as a politically favorable research item on the European, national,
regional and organizational level. This policy is directly expressed in a new development
strategy Europe 2020, which strives for better economic and social cohesion after long lasting
global downturn, and looks for the solutions which are satisfied both for slowly refreshing
economy, as well as — for deeply frustrated social needs. The second one - organizational
innovation continuous the input of business models as special form of technical innovation at
company directed for more effective use at company’s resources — including human assets.
Organizational innovations are perceived managerial tools useful especially in times
enterprises are faced with the post-crisis reality of XXI cent.

This paper aims to put some light on the background of the concept ‘HRM innovation’,
which till now have not congruent theoretical interpretation, but slowly is collected the
evidence for it. ‘HRM innovation’ seems to be important issue for companies competing in
XXI century. The common questions which can be placed by companies at the moment are
following:

How to gain more innovativeness and rebuild competitiveness after crisis? What is the
best platform to nutrate innovation at company to reach better productivity of human capital?
Is innovation at enterprise still mainly the field of internal R&D, or maybe there other paths
to get innovativeness? How to cooperate and compete at the same time in condition of
globalization, not losing own intellectual properties, but gaining from business alliances and
networks? Those kinds of questions represent truly vital strategic management dilemmas.
Hence, the ‘HRM innovation’ is also business strategic issue, not only HRM practice. What
are the practical implications for modern companies flying from such conclusion?

2. Research and theory in field of HRM Innovation
2.1. Research evidence
A.  Traditional R&D approach concerned

In research area the relationship between HRM and firm performance has received
considerable attention, both from side of HRM, behavioral economics and innovation
researchers (see overview done by Bloom, Van Reenen, 2011). During second half of XX
century a vast amount of investigation has proved the positive relationship between HRM and
a given firm performance (e.g. Huselid, 1995; Ichniowski et al., 1997). Research has been
done on the relationship between technological innovation and firm performance, also in
respect to new technologies and alliance challenges (Rothaermel & Boeker, 2007).

However, there is still not enough studies researched the way in which the particular
factors in human resource management indeed affect firms’ performance in case of
technological or process innovation, and almost completely terra incognita is the topic of the
impact of social innovation on company’s performance and the possibilities covered in the
new form of open innovation.

Summing up — the innovation research at company was and is still mostly focused on
such parameters like: firm size, product market competition, knowledge spillovers and R&D
collaboration. Surprisingly small amount of publications refers directly to HRM practices and
innovation (beyond case studies). This conclusion we illustrate below by some examples.

B.  HR practices approach concerned

The first two papers aimed to examine at possible relationships between HRM practices
and innovation was study done on sample of British firms’ use of so-called high- and low-
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road HRM practices and how these were related to firms> R&D expenditures (Michie &
Sheehan, 1999) and to process and product innovations during a three year period (Michie &
Sheehan, 2003) — respectively. Authors conclude that extensive use of modern (that is high-
road) practices are positively correlated with investments in R&D and with process (but not
product) innovations. The parallel study examined Danish enterprises’ sample has proved a
positive relationship between bundles of work practices and the degree of novelty in product
innovation (Laursen & Foss, 2003). This paper was continuation of authors’ former
investigation which was dedicated to check potential influence of different HR practices on
innovation (Laursen & Foss, 2000). We present below the main results from this research
considering it a heuristic European regional study, worth to reflect by EU catching — up
countries.

Danish case study — regional evidence of the link: HRM practices — innovation

The research was conducted at Aalborg University in 1996 on the representative poll of
Danish private enterprises (684 manufacturing and 1216 non-manufacturing) from different
sectors, employing at least ten full-time workers. The econometric correlation of possible
links between “new HRM practices” (used as the overall label for contemporary changes in
the organization of the employment relations like: team-based organization, continuous
learning, and decentralization of decision, employees’ incentives, emphasis on internal
knowledge dissemination, etc.) and company’s innovation was discovered and authors have
identified two kinds of HRM systems that are both conducive to innovation:

a)  HRM system consisted from nine variables including: interdisciplinary workgroups,
quality circles, systems for collection of employee proposals, planned job rotation,
delegation of responsibility, integration of functions, performance related pay, firm-
internal training, and external training;

b)  HRM system dominated by performance related pay and to some extent by firm-internal
training.

Authors also conclude that the application of HRM practices indeed do matter for the
likelihood of a firm being an innovator. The other important conclusion was that no special
sector’s regularities plays role in the effect of HRM practices complementarities on
innovation performance (Laursen & Foss, 2000, p. 12-15). This result undermines the value
of benchmarking studies concerned on company sizes or sectors in respect to innovation.

Furthermore, since the two identified HRM systems were strongly mathematically
significant in explaining innovation performance, the hypothesis of the importance of
complementarities between certain HRM practices within each of the two HRM systems was
formulated, followed by suggestion of clustering HRM practices in focus on innovation. The
latter one seems to be very important in light of predictions that in a close future HRM
function in a company will be divided: partly outsourced (administrative issues) and partly
included into central management processes (strategic HR issues).

The study confirmed that HRM practices of Danish enterprises well correlate with
innovation. Hence it isn’t a surprise Denmark, similarly to other Scandinavian countries,
regularly appears in group of innovation leaders in annual European Union benchmarking
reports — so called Innovation Union Scoreboard (IUS 2013).

Recent studies

The more recent study done on Canadian longitudinal data analysis shows the evidence
that workplace organization is positively correlated with the adoption of process and product
innovations (Zoghi et al., 2010). The recognized HR practices which are associated with more
innovations include:
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- Decentralized decision-making;

- Information sharing programs;

- Individual incentive pay;

- High vacancy rate (which is a sign of high employee turnover).

Another study (Zhou et al., 2011), comparing long — term data collected from surveying
Netherlands companies finds that: functional flexibility (measured by the rate at which people
change their function or department within the firm) has a positive effect on the percentage of
sales due to new products. Hence, the repeated evidence occurred that internal labor mobility
(i.e. functional flexibility, job rotation) is important for delivering innovation.

Since innovation is not exclusively the topic of developed countries, and the new
‘innovation hubs’ in Asia are exploding (especially in India and China), also appeared field of
research dedicated both to dissemination of R&D and factors underlying so called: ‘frugal
innovation’ (Bhatti et al., 2013) in developing countries®.

One fresh represents the study examining empirical relationships between HRM
practices, R&D efforts and innovation performance using Chinese firm-level survey data from
five high-tech industries (Eriksson et al., 2014). Unlike earlier studies, the results analysis
distinguishes between company decisions whether, or not to innovate, and decisions of how
intensively to innovate. Innovation was here measured both by the number of ongoing
projects and new commercialized products. Total results show that higher R&D employee
turnover is really associated with a higher probability of being innovative, but decreases the
intensity of innovation activities in innovating firms. Innovating firms are more likely to have
adopted high performance HRM practices, and the impact of employee turnover varies with
the number of HRM practices implemented by the firm. The main findings addressed to
reference of particular HRM practices to innovation include:

1.  For high performance HRM practices, it was found they contribute both higher R&D
effort and innovation performance.
2. The identified successful HRM practices were:

- Training programs in firms that are already innovating — give rise to a higher R&D

and innovation intensity;

- Using job rotation schemes more likely produces at least one new commercial;
product — job rotation facilitates communication and exchange of ideas which in
turn activate innovation;

- Job description manuals are strongly and positively associated with the number of
new commercial products;

- A higher share of performance pay (that is, a lower base salary share) increases the
probability of having at least one new commercial new product in a given year
(Eriksson et al., 2014, p. 15-19).

2.2. Theory behind HRM and innovation

HRM innovation can be based on many classic and emerging theoretical concepts, the
domain builds on and applies interdisciplinary research, drawing on such perspectives as at
least: reviewed contingency theory (Morgan, 2007), HR strategy implementation (Armstrong,

2 “Frugal innovation” is a newest type of technological innovation describing simply functional solutions
delivered through few resources for the many people who have very little means (cheap laptops, cars, etc.). It
started to disseminate in first decade of XXI century in some fast developing countries (India, China and
Brazil) The notion introduced in 2010 in article of the Economist, also substituted by the term “fiugal
engineering”, “inclusive innovation”, “catalytic innovation”, “reverse innovation” or “BOP innovation”.
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2008), and socio-psychological perspective for intellectual capital (Crook et al., 2011), or
economic impact of theory of employees’ well-being (Diener & Seligman, 2004).

Current broad theoretical models and practical approaches in area of HRM innovation
cover real variety of research topics including:

- Transfer of innovative HRM models;

- Culture of innovation in the organization;

- Wide approaches to talent management;

- Age management and diversity management;

- Value management;

- Strategic workforce planning in regions;

- Innovative governance approaches addressed to labor market skills disparities;

- Competencies of managers for commercialization of innovations;

- Competencies of employees in public administration;

- Open innovation in human resources management strategies;

- Social innovations in human potential development and regional development.

The majority of over mentioned issues dedicated to HRM innovation is theoretically
explained in learning or creative organization paradigm, sustainable organization concept
(Grudzewski et al., 2010), elastic organization notion (Vitalari & Shaughnessy, 2012), or
agile concept of organization (Dyer & Ericsen, 2009). Usefulness of creative or sustainable
concepts in explaining possible links between: employees/teams creativity — innovativeness
seen as organizational culture feature — and innovation — already had been frequently
indicated (i.e. Matuska, 2011). Also the concept of agile organization well fits to the main
assumptions of the contingency theory which states that:

a)  Organizations are open systems that need careful management to satisfy and balance
internal needs and to adapt to environmental circumstances;

b)  There is no one best way of organizing, the appropriate form depends on the kind of
task or environment one is dealing with;

c) Variable types or species of organizations are needed in different types of environments

(Morgan, 2007).

All over mentioned remarks suggest company should on time adequately react on
environmental changes, and then internally assimilate them. It also implies the need of
adaptation in fields of HRM and innovation. Moreover organizational innovativeness (guiding
to probable innovation) can be considered the new kind of company’s brand (Matuska, 2013).
Both organizational functions: HRM and innovation have to be combined to face new
environmental challenges: globalization, technology pressure, social networks with open
space for free floating creative ideas and innovative solutions.

Demands addressed to agile organization refer also to the concept of ‘open innovation’
(OI) which is considered entirely new approach to innovation. The main Ol postulate is
following: “Open innovation is a paradigm that assumes that firms can and should use
external ideas as well as internal ideas, and internal and external paths to market, as the
firms look to advance their technology, ” (Levine & Prietula, 2013).

The OI assumptions are that labor mobility eases the tacit knowledge flow between
organizations and induces networking between companies and knowledge spillovers.
Therefore, total productivity of a skilled workforce is determined by the quality of the skills
(competencies), as well as the mobility of the workforce. A fast and broad flow of ideas
generates more value than ideas that are locked into the boundaries of a single company.

It is also necessary to note the key role of social networks in free idea dissemination.
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“The distribution of knowledge has shifted away from the tall towers of central R&D
facilities, toward variegated pools of knowledge distributed across the landscape. Companies
can find vital knowledge in customers, suppliers, universities, national labs, consortia,
consultants and even start-up firms. Companies must structure themselves to leverage these
distributed pools, ” (Chesborough 2003, p. 3).

Open dimension of innovation calls for cooperation instead fierce competition,
recommends business alliances in place of focus on hiding internal intellectual properties. All
of it — gives completely new perspective for the model of company’s innovation.

Theory generally holds that enterprise innovation (without rarely occurred specification
the innovation form) can help firms seize opportunities in uncertain environments, acquire
competitive advantages over rivals, and provide firms a strategic orientation to overcome the
problems they encounter while striving to achieve sustainable competitive advantage (e.g.
Drucker, 1985; Hitt et al., 2001).

The need of integrative approach to innovation issue in frame of HRM models was
postulated already in 2005 by Leede and Looise, who have drawn up the whole list of topics
concerning the role of aspects of HRM in connection with innovation:

- Appropriate organizational structure;

- The staffing of innovative organizations;

- Key roles of individuals;

- Individual development and careers;

- Effective team working and leadership;

- Extensive communication and participation;

- Performance, its measurement, and reward;

- Creating a creative culture (Leede & Looise, 2005, p. 111-112).

However, as authors have noticed - the way the innovation side looks at HRM issues,
shows still fragmented and instrumental approach to innovation. HRM is not seen in an
integrative way, but as a toolkit of specific practices. Authors propose own integrative model
including innovation into HRM strategy.

An interesting part of theoretical HR innovation models can be interpreted from the
research conducted by organizational psychologists adopting the conception of positive
psychology and subjective well — being (SWB) on workforce performance, including
innovativeness. The good example is HRM integrative model elaborated recently by group of
Slovenian researches which brings theoretical explanation of work innovation perceived as a
kind of social innovation (Sarotar et al., 2012). Although this model doesn’t refer directly to
innovation, only to the “higher quality of work™ (seen as the result HR strategy directed into
teamwork and creativity), however its non-doubt value is to propose integrative perspective of
HRM in a holistic view all business processes and to stress the need for interdisciplinary
approach in explaining innovation at company.

Summing up, the future ‘HRM - innovation’ research should look for following
answers:

- What types of organization control and management incentive in HRM are best

advantageous for innovation?

- What kind of organizational paradigm best serves to innovation?

- What is the most prospective organizational form of company to gain innovation?

Since HRM innovation represents both kind of organizational and social innovation,
hence necessary is shortly to characterize the specificity of those two kinds of innovations.
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3. HRM innovation as social innovation

Innovation — technological or any other type always forming the new social context:
introduces new product which changing patterns of social relations, new methods for alliance
creation, joint venturing, flexible work hours, new customer’s expectations, etc. It means kind
of social added value. Hence, innovation is not only the technical issue, but also social and
even psychological.

‘Social innovations’ are defined as new ideas, products, services or models that
simultaneously meet different social needs and create new social kinds of relationships or
platforms for collaboration (Murray & Mulgan, 2010). The basis for social innovation is
indeed free information dissemination in different networks and forms of cooperation and
because of it SI is close related to ‘open innovation’. As authors promoting open innovation
are explaining: “The large, vertically integrated R&D laboratory systems of the end of XX
century opened the way to more vertically disintegrated networks of innovation that connect
numerous companies into ecosystems, and this trend is intensified in a new XXI century,”
(Chesborough & Vanhaverbeke, 2011, p. 3). The new solutions are both social in their ends,
and in their means.

In company’s surroundings the term “social innovation” refers to so called ‘workplace
innovation’. Workplace innovation covers different aspects of organizational live including
innovation in the way company:

- Shapes its organizational structure and operational processes;

- Managing own human resources;

- Executing effective internal decision-making;

- Creates innovative organizational culture;

- Builds mutually fruitful relationships with clients or suppliers;

- Delivers healthy and safe work environment.

Actually, work innovation represents a kind of reflexive process, grounded in
continuing discussion, learning and improvements, and involving employees and managers at
all levels. From the enterprise perspective, innovation is closely connected with corporate
social responsibility and represents business tool for creating company’s social brand mark
exemplified as employer’ brand (Matuska, 2013, p. 64).

The newest EU initiative in field of work relations — European Workplace Innovation
Network?, launched in 201, is aimed to support priority of social innovation in area of work.
This network (called EUWIN) has the mission to inspire all subjects with an interest in the
workplace improvement: managers, practitioners, social partners, policymakers,
representatives of intermediary organizations, etc. In this sense EUWIN represents workplace
innovation broadly promoting workplace innovation as broad social idea. As an open internet
learning platform, EUWIN disseminates good practices for companies — the evidence at the
European level that modernizing the workplace and leads to both better working conditions
and increased organizational performance in terms of productivity, innovativeness and
competitiveness. As the first EUWIN concern is good workplace it can be interpreted the
main group of beneficiaries are there employees and the primary goal is their health and
satisfaction at work as basic conditions for their productivity.

Also the activity directed on dissemination innovation through inspiring creative people
in emerging markets is a kind of social innovation seen. The results are ‘frugal innovations’
which are available for people with very low income, and improving their level of life.
Consequently, intensive people’s activity in social networks, blogs and Internet webinars
dedicated to innovation also has to be seen as kind of social innovation. From global

® http://ec.europa.eu/enterprise/policies/innovation/files/workplace-innovation/euwin-flyer_en.pdf.
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perspective, innovation affects and changes whole societies by disrupting or creating new
jobs, modifying industry structures and shifting profits from old to new businesses. In context
of permanent change, also the innovation process is changing itself and needs new way of
interpretation — from perspective of organization too.

4.  HRM innovation as organizational innovation

According to Oslo Manual, an organizational innovation is the implementation of a new
organizational method in the firm’s business practices, workplace organization or external
relations (OECD Oslo Manual, 2005). It can occur as a singular innovation, or can consists
the whole business model innovation which in a broad sense involves systemic changes to the
value proposition offered by a product or service, and to the cost structure incurred by the
firm offering it. In every case organizational innovations have a tendency to increase firm
performance by reducing administrative and transaction costs, improving workplace
satisfaction (and thus labor productivity), gaining access to non-tradable assets (such as non-
codified external knowledge) or reducing costs of supplies.

As innovation category, organizational innovation includes HRM innovation, but also
innovation in other business functions (in marketing, finance operations, etc.). An important
part of organizational innovation is innovation of managing processes by influencing
leadership.

As an example we can describe necessary HRM innovation activities identified recently
by IBM global company (IBM, 2013):

- Help reduce the cost, overhead and risk of managing paper employee records;

- Efficiently manage complex employee lifecycle processes and interactions;

- Reduce the proliferation of paper forms that impede accurate information gathering
and inhibit efficient processing;

- Make employee information easily and securely accessible to authorized personnel;

- Minimize administrative overhead, allowing HR specialists to focus on value-added
activities;

- Exploit information contained in employment applications, résumés and surveys to
help guide planning, recruiting and staffing;

- Retain critical HR information to remain compliant with evolving regulations.

As we see, over mentioned innovative postulates first want to copy with extreme paper
documentation overloading HR function, second — aim to improve necessary information
turnover within organization. It is not surprise that IBM proposes to digitize and classify
personal paper documents in company. With own IT solutions all company’s key HR
processes can be easily automated, and hence will increase overall HRM function efficiency
and costs will be reduced. Digitization and automating seems to be obvious HRM innovative
solutions dedicated for big companies, which employ big amount of people.

However, the similar trend was found for sector of SMEs (small and medium
enterprises).

In late 2010, one of global consulting group — ADP Employer Services International
(2010) conducted a survey into the current challenges to HR executives in small- and
medium-sized enterprises (N = 2 642) from eight European countries (including: Switzerland,
Poland, Germany, France, Italy, United Kingdom, Spain, Netherlands) plus China and
Australia, on the first position of ranking possible HR solutions which could help overtake the
challenges in managing HR issues was : “Automate one or more existing HR processes” (See
Figure 1):
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Automate one more existing HR precesses bad  40%
Delegate more HR tasts to managers and/or employees huad 33%
Engage external consultants Rl 30%
Hire more HR people permanently Bl 29%
Outsource one or more existing precesses  hud 25%
Hire more people temporary b 23%

1 % of HR executives considering the activity as a solution to their challenges
Sample: All companies (n=2.642)

Figure 1: Proposed ways of overcoming HR challenges (ADP Employer Services International — HR
Challenges and Solutions for SMEs. Winning the War for Talent through Automation and
Outsourcing, 2010 p. 25)

As another seriously considered way (especially in case of China and UK) to make
useful innovation in HR practice — was indicated outsourcing (Figure 2):

China & d 38%
United Kingdom & d 33%
Italy & d 26%
Spain & d 26%
Germany k d 25%
Average & d 25%
Australia & d 24%
France & d 23%
Poland & d 22%
The Netherlands & d 17%
Switzerland Ee——d 10%
1 % of HR executives considering the activity as a solution to their challenges
Sample: All companies (n=2.642)

Figure 2: Outsourcing HR function as considered solution for HR challenges
Source: ADP Employer Services International — HR Challenges and Solutions for SMEs.
Winning the War for Talent through Automation and Outsourcing, 2010 p. 35)

All over mentioned implies that in practice HRM function stands at a crossroads: to
develop new, more sophisticated practices (and to increase unnecessary bureaucracy), or to
simplify processes and lean function — by use digitizing, automation or outsourcing some
amount of HR tasks. In theory still needs integration with other business functions — mainly
with the general company’s development strategy. And it is very close to innovation.

5. Conclusions

HRM innovation, as a combination of organizational and social kinds of innovation
needs to be more intensively researched as a primary source for company’s innovation and
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put into integrative theory. It has to be seen not as an alternative to R&D investment, but
rather as non-separable part of whole business strategy directed into innovation. There are
many similarities between innovation and HR strategy — both are oriented on higher
productivity and better competitiveness, and both are based on engagement of creative and
dedicated employees, including managers. Hence rational seems to think about joining them
into one strategic function. Currently HRM function in company facing new challenges of
XXI cent, including: deep leaning in employment structure caused by global downturn,
workforce mobility and connected with talent shortages, the new forms of technical
innovations like ‘open innovation’ or ‘frugal innovation’, the phenomenon of fast developing
social networks and their risk for intellectual property, etc. The HRM innovation seems to be
good proposal confronting with them. Generally, HRM function in a company seems to be
during evolution and demands for itself innovation. One of the proposed ways is to minimize
unnecessary bureaucracy by digitizing, automating and partly outsourcing, second -
integration with core business innovation strategy.
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ROZV0OJ MANAZERSKYCH SPOSOBILOSTI AKO JEDNA
Z ROZHODUJUCICH FUNKCII MANAZMENTU ELUDSKYCH
ZDROJOV V OZBROJENYCH SILACH SLOVENSKEJ REPUBLIKY

MARIA PETRUFOVA — JAROSLAV NEKORANEC

Abstract

Education and enhancement within organizations must be an integral part of the strategy and policy.
Education within the Armed Forces of Slovak Republic is a permanent investment which is offered to
professional soldiers and employees. There are rather convenient conditions for the enhancement of
human potential, which the Armed Forces undoubtedly dispose of. A significant element within the
lifelong learning of the members of the Armed Forces is also the Armed Forces Academy of gen. M.
R. Stefanik in Liptovsky Mikulas.

Key words: education and development, human potential, human resources management.

1. Uvod

V podmienkach Ozbrojenych sil Slovenskej republiky (OS SR) su jednotlivé funkcie
manazmentu l'udskych zdrojov vyjadrené zdkonom. Ide o ,, Zdkon €. 346/2005 Z. z. o Statnej
sluzbe profesionalnych vojakov ozbrojenych sil Slovenskej republiky a o zmene a doplneni
niektorych zdakonov*, ktory nadobudol platnost dna 1. septembra 2005. Jednotlivé
ustanovenia tohto zékona boli rozpracované v podobe rdéznych nariadeni pre jednotlivé
veliteI'ské stupne manazmentu OS SR. Obsahom manazmentu l'udskych zdrojov v OS SR je
cely rad vSeobecne platnych, logicky na seba nadvizujucich personalnych ¢innosti, ako
napriklad: planovanie, ziskavanie, vyber a prijimania novych profesiondlnych vojakov,
hodnotenie, rozmiestiovanie, vzdelavanie a rozvoja, ukoncovanie sluzobného pomeru
a pod. Procesy persondlneho manazmentu su centralizované a Standardizované. To sa tyka
najmi nasledujucich persondlnych procesov ako napriklad:

- regrutdcie a udrziavania personalu,

- systému zarad’ovania personalu na funkcie,

- systému sluZobného hodnotenia personalu,

- systému povySovania a konkurencného vyberu personalu,

- systému evidencie personalu,

- systému manazmentu poctov,

- systému vzdelavania a kariérneho rozvoja l'udského kapitalu a pod.

Stale pravdiveji je nasledujici vyrok: ,, Zijeme v dobe, ked' jedind istota je td, Ze vieme,
Ze zajtra to bude inak.” Podobne, ako iné organizacie aj OS SR musia zabezpecovat’ neustale
skvalithovanie schopnosti a zru¢nosti I'udskych zdrojov, ktoré predstavujii profesiondlni
vojaci posobiaci v Struktire muzstva, poddostojnikov, praporcikov, dostojnikov, generdlov.
Nejde pritom len 0 neustile zvySovanie vedomostnej urovne, technickej spdsobilosti, ¢i
fyzickej pripravenosti, ale tak isto o skvalitiovanie psychickej odolnosti, moralnej tirovne
a discipliny. Uvedené ako aj iné aspekty tvoria zarovenn zdklad manaZérskych kompetencii
velitel'ského zboru OS SR.

Je potrebné podotknut, ze s OS SR st dnes plne profesionalizované. Zaroven je
potrebné uviest, ze Vojenské povolanie nie je v terajsej dobe celozivotnym povolanim.

V sucasnom obdobi prebiecha pripomienkovy proces anasledne bude vykonané
schvalenie nového zakona o Statnej sluzbe profesiondlnych vojakov OS SR v Néarodnej rade
Slovenskej republiky. Dovod preco sa takto deje je, ze povodny zakon O Statnej sluzbe
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profesiondlnych vojakov (Zakon 346/2005 Z. z.) bol postupnymi nesystémovymi zmenami
zmeneny v NeProspech systému, ktory sa dotyka personalu v ozbrojenych silach.

Realizaciu persondlnej stratégie a politiky, ako aj celého systému manazmentu
ludskych zdrojov v OS SR determinuji financné limity. Vyrazne ovplyviiuji moznosti
naplnenosti vytvorenych $truktir ozbrojenych sil, preto prebieha permanentny a vel'mi zlozity
proces transformécie a reorganizacie OS SR, ktory este stale nie je ukonceny a ani ukonceny
nebude.

Ak vychddzame z myslienky, ze bez spravnych ludi na spravmych miestach
aVvspravnom case, by akdkol'vek dobré sformulovand stratégia, bola neuspesnd, tieto
poznatky vedu Coraz naliehavejSie bola k efektivnemu systému prace s 'ud’'mi, ktory spociva
nielen v riadeni prace, ale najma v rozvoji zamestnancov na vsetkych pracovnych poziciach.
Preto aj vnaSom rezorte by mala byt v sGCasnosti venovana vyraznejSia pozornost
kvalifikovanej priprave persondlnej stratégie.

Pretoze persondlne riadenie, resp. manazment I'udskych zdrojov, sa uskutociiuje pod
vplyvom rdéznych faktorov v konkrétnom vonkajSom a vnatornom prostredi kazdej
organizacie. VonkajSie prostredie je urCované tlakom konkurencie a vyvojom podmienok
v ekonomike, je Casto turbulentné, ¢i chaotické a vyvolava zmeny aj vo vnutornom prostredi,
ktoré je skor ur€ované manazérskymi rozhodnutiami pri formulovani cielov a stratégii, pri
vybere technoldgie a volbe organizacnej Struktiry. Vyraznou mierou, ktoré dotvarajii toto
prostredie je aj kultura organizacie. Vplyv vsetkych spomenutych faktorov podmieniuje
Struktira zamestnancov, ich poznatky, zru¢nosti, motivéacia , hodnotové orientacie, zaujmy
a postoje (Antosova, 2012, s. 214)

Medzi strategické ulohy v tejto funkénej oblasti patria najma:

a)  Persondlna politika (zabezpeCenie a formovanie potrebného stavu zamestnancov
Vv pozadovanej profesijnej a kvalifikacnej Struktire v dynamickom stlade s ciel'mi
organizacie — staffing).

b)  Socidlna politika (zamerana na vytvaranie podmienok pre uspe$nu realizaciu
personalnej politiky a pracovné uspokojenie zamestnancov).

C)  Vedenie ludi a motivacia (zostladenie spravania zamestnancov so strategickymi cielmi
a jeho kulttrou).

Ulohou manazmentu Pudskych zdrojov je v 21. storoéi je najmi: personalne planovanie
a tvorba persondlnej stratégie a politiky, vytvaranie a analyza pracovnych miest, ziskavanie,
vyber a prijimanie pracovnikov, mobilita, rozmiestiovanie zamestnancova a ukoncenie
pracovného pomeru, profesijna adaptacia, vzdelavanie a rozvoj zamestnancov, hodnotenie
zamestnancov — ich pracovného vykonu, motivacia a odmenovanie, pracovné vztahy,
starostlivost 0 zamestnancov, personalny informaény systém, prieskum trhu prace,
dodrziavanie zakonov v oblasti prace a zamestnavania a pod. Aj v podmienkach OS SR je
potrebné¢ vychadzat’ z tychto skutocnosti, pricom je potrebné reSpektovat’ dané vojenské
Specifika a zvlastnosti.

V suvislosti s hore uvedenym, je potrebné si uvedomit, ze doposial’ existuju zdkonné
vyhody socidlneho zabezpecenia profesiondlnych vojakov je 0toto povolanie zaujem.
Zikladom je nezaujaty systém vyberu tak, aby sa umoznil postup 'udom s najvacSimi
predpokladmi pre kratkodobt, ako aj dlhodobu sluzbu. Prehlad poctov ziadatel'ov do
pripravnej Statnej sluzby v roku 2013 ukazuje tab.1.

Ziadost' o prijatie do $tatnej sluzby profesionalneho vojaka na funkciu kadet Akadémie
ozbrojenych sil generala M. R. Stefanika si podalo 573 Ziadatelov. Na prvom stupni bolo
vyradenych 87 o0s6b z dovodu zdravotnej nespdsobilosti a 62 0s6b z dévodu nesplnenia
podmienok podla § 13 zakona ¢. 346/2005 Z. z. Najvacsiu skupinu tvorili 19 a 20 ro¢ni
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ziadatelia. Podstatna cast’ uchadzacov o $tidium na AOS mé ukoncené¢ gymndzium.
Ziadatel'ov o profesionalnu sluzbu v OS SR v roku 2013 — absolventov civilnych vysokych
Skol bolo 259 prijatych je 48. Absolventi vysokych §kol su prijimani na dostojnicke
odbornosti ktora sa dotyka financnej sluzby, psychologickej sluzby, Specialistov vojenského
zdravotnictva, duchovnej sluzby, veterinarnej sluzby a im podobnych odbornych profilécii.
Adaptacia tychto absolventov verejnych §kol prislusného odborného zamerania na podmienky
ozbrojenych sil kladie minimalne naroky na ich d’al$iu odbornt profilaciu a viac je zamerana
na zvladnutie vseobecnej vojenskej pripravy.

Tab. 1: Statisticka rocenka persondlu OS SR (Statistickd roc¢enka persondlu OS SR. Persondlny virad
Ozbrojenych sil SR 2013)

Prvy stupeii VK — regrutacné skupiny | Druhy stupeii VK — oddelenie vyberu personalu PU OS
PU OS SR SR
Uchadzadi Nesposobili Uchadzadi Nesposobili Sposobili
Pocet | Zdravotné NeSpI.n M€ 1 bozva- | Zacastne- [Netcast] Sposobili Zafade' Prijati

S ziadosti | dovod podmienok ni ni na VK PPSPFZ na funkciu | V0 do
Y | zékona VK | PSS

Muzi 2474 114 708 1652 1579 73 [329] 56 1194 308 | 301
Zeny 185 14 41 130 115 15 |[13]36 66 15 15
Spolu 2659 128 749 1782 1694 88 [342]92 1260 323 | 316

VK — vyberové konanie , PU OS SR — Persondlny virad Ozbrojenych sil SR

Objektivne treba konstatovat’, ze v pripade uvedenych Specializacii odborna troven
a praktick¢ vykonéavanie funkcie v ozbrojenych silach moézu byt realizované absolventmi
verejnych vysokych $kol, vzhladom k finanénym a dnes aj persondlne limitovanym
moznostiam vojenského Skolstva, na podstatne vysSej kvalitativnej trovni, ako by ju
vykonévali v pripade ich syst¢émového vzdelavania v podmienkach ozbrojenych sil.

Uspesnost tohto projektu, v kumulacii s gradujiicou tendenciou k permanentnému
medzirocnému poklesu vydavkov S$titu na obranu, podnietili vrcholovy manaZzment
ozbrojenych sil aby projekt tzv. regruticie absolventov nevojenskych vysokych §kol
a univerzit bol rozsireny aj o zaujemcov o d’alSie vojenské odbornosti.

Z pochopitelnych doévodov pri rozhodovani, ktorych odbornosti by sa externalizacia
personalnej potreby dostojnikov mohla tykat’, boli z tohto procesu rozhodovania vylucené
odbornosti, ktoré v pripade operacného nasadenia tvoria zaklad bojovej zostavy. Vzhl'adom
k $pecifickému charakteru operacie akym je vedenie bojovej ¢innosti, nie je mozné
vV nevojenskom prostredi ndjst’ vzdeldvaciu inStitliciu, ktord by sa venovala priprave
odbornikov, ani na hierarchicky sekundarnu poziciu vojenskych manazérov zodpovednych za
bojovu podporu.

Stratégia personalistov OS SR je teda zalozend na vyhladavani buducich
profesiondlnych vojakov uz medzi Studentmi strednych ako aj vysokych $kol. Situacia na
narodnom trhu prace ako i pocet absolventov strednych a vysokych §kol umozinuje dopliovat
podty profesionalnych vojakov s pozadovanym vzdelanim. Dalsim dolezitym strategickym
aspektom v suvislosti s vyberom personalu je, aby personalisti venovali permanentni
pozornost’ kvalitativnej stranke vyberu l'udi, ktory neskor prichddzaju do utvarov a zariadeni
OS SR. Tento moment je rozhodujucim faktorom kvality ludského kapitalu v OS SR.

Vzdelanostni urovent vybratych budacich profesiondlnych vojakov zuvedenych
kategorii uchadzacov je potrebné zvySovat nielen po odbornej strane ato z hladiska
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zastavanej Specializacie, ale aj po stranke veliteI'sko — manazérskej zameranej v rozhodujucej
miere na tzv. ,,makké™ faktory riadenia. Priebeh vzdeldavania a rozvoja l'udského kapitalu
v OS SR je nastaveny tak aby bol sucastou celozivotného vzdeldvania pocas celej kariéry
profesionalneho vojaka.

2. PLudsky kapital a rozvoj manazérskych sposobilosti profesionalnych
vojakov

Uspesnost’ dne$nych organizacii zavisi najma na ich schopnostiach previest’ Pudsky
kapitéal do intelektualneho kapitalu tzn. produktov resp. sluzieb. ,, Ludsky kapitdl predstavuje
ludsky faktor v organizacii; je to kombindcia inteligencie, vedomosti a skusenosti, co dava
organizacii jej zvlastny charakter. Ludské zlozky organizacie su tie zlozky, ktoré su schopné
ucenia sa, zmeny, inovdcie a kreativneho usilia, ktoré je riadne motivované a zabezpecuje
dlhodobé prezitie organizacie, ** (Armstrong M, 2007, s. 50).

Uloha OS SR samozrejme nie je zamerana na tvorbu produktov a tym ani zisku, ale je
sluzbou obfanom, ktord zamerand na bezpecnost, Uzemnu celistvost’ a integritu Uzemia.
Pomahaju v krizovych situaciach doma i zahrani¢i a pod. Riesenie naro¢nych uloh pri plneni
uvedenych cinnosti teda vyzaduje rozvijanie intelektualneho kapitalu profesionalnych
vojakova zamestnancov. Ak chceme dnes rozvijat’ intelektualny kapital v podmienkach OS
SR, musime sa zamerat’ na r6zne formy a podoby znalosti. Nevyhnuté je , aby sme dokazali
ul’ah¢it’ interakciu medzi réznymi typmi znalosti vo vnutri organizacie ,ale aj mimo nej. To je
ulohou tak manazérov ako aj personalistov.

Len pre doplnenie je potrebné uviest, Ze okrem intelektudlneho a I'udského kapitdlu
existuju aj dalSie aktiva, ktoré si zalozené na znalostiach a podstatna Cast’ sa dotyka aj
ozbrojenych sil, ide najma o:

- socialny kapitadl, ktory nam uréuje medzil'udské vzt'ahy a ich povahu,

- Strukturalny kapital, zamerany na procesné riadenie a projektové timy — urcuje

spdsob organizovania a organizaciu prace,

- organizacny kapital zamerany na procedary, procesy a riadenie tokov v organizacii,

- sietovy kapitdl, o su znalosti avztahy sinymi subjektmi siete, do ktorej

organizicia patri vratane dodavatel'ov a partnerov,

- kliensky kapital, charakteristicky znalostami a vztahmi s klientmi organizacie
(Styblo, 2008, s. 127).

Pre manazmenty jednotlivych stupiiov riadenia vojenskej organizacie, ako aj manazérov
Tudskych zdrojov vyplyva to, Ze by mali pochopit’ kazd(i z uvedenych foriem kapitalu
a identifikovat’ jednotlivé kroky procesov v organizacii. Skimat zdroje (zvlast' znalosti).,
ktorych je treba k vypracovaniu kazdého kroku v organizécii. Vediet’ spravne kriticky postdit’
prednosti vlastnej organizacie ako aj jej slabiny. Efektivne riadenie I’Z aj v podmienkach OS
SR ulah¢uje tok znalosti pretoze organizacia sa dostato¢ne snazi o rozvoj svojho socialneho
kapitalu a ten stimuluje zdiel'anie znalosti.

Budtcnost’ je vSak ¢im dalej tym viac neista, nevieme odhadnut’, ¢o sa zmeni a aké
zmeny pridu, aké hrozby v oblasti bezpecnosti vzniknu, preto su realizované tréningy pre
zvladanie neocakavaného. Je potrebné viest’ I'udi k tomu, aby sa rychlo udili a bez zavahania
spravne reagovat. Aj vo vojenskej praxi sa na zéklade viacroCnych skusenosti rieSenia
krizovych situacii zvykne pouzivat metoda scenarov, kde sa neponukaji hotové rieSenie
krizovych situacii., ale dochadza k nacvi¢ovaniu adekvatnej reakcii na ich rieSenie. Aj preto
sa rozvoju manazérskych sposobilosti v podmienkach ozbrojenych sil venuje znacna
pozornost' ide totiz o skvalithovanie intelektudlneho kapitdlu najméd prostrednictvom
vzdeldvania, ktory ma znaény dopad na riadenie kariéry profesiondlnych vojakov.
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V budicnosti sa vSak bude potrebné zamysliet nad systémom vzdeldvania jeho ciel'mi,
obsahom a kvalitou aby boli v sulade s potrebami OS SR. Vybudovanie diagnostického
programu — devolopment center — (ide o0 stbor metéd zameranych na identifikaciu
vzdelavacich a rozvojovych potrieb, t.j. na silné a slabé stranky ucastnikov vzdelavania a ich
rozvojovy potencial ) vo vzdelavacich zariadeniach ozbrojenych sil je jednou z moznosti ako
kvalitativne zvysit’ ich l'udsky potencial (Kocianova, 2010, s. 168).

3. Sucasna realizacia rozvoja manaZérskych sposobilosti v ramci
vojenského vzdelavania

Cielom vojenského vzdeldvania a vycviku je pripravovat dostojnikov na vykon
velitel'skych, stabnych a pedagogickych funkcii na konkrétnom stupni riadenia a velenia a ich
neustdle zdokonalovanie v manazérskych, vodcovskych, taktickych a operacnych
zru¢nostiach a Vv technickych (odbornych) vedomostiach. Mozno povedat, Ze realizaciou
kariérneho vzdeldvania profesiondlnych vojakov si napliané celospolodenské ciele
(zamerané na komplexny rozvoj l'udskej spolo¢nosti ako takej) a individudlne ciele (zamerané
na rozvoj osobnosti profesiondlnych vojakov). Snahou je, aby u kazdého profesiondlneho
vojaka boli rozvijané zru¢nosti a kompetencie v sulade so zasadami manazmentu vedomosti,
ktoré boli vyvinuté v ramci vedeckych stadii OECD, a to: ,,vediet’ ¢o*, ,,vediet preco®,
,,vediet’ ako*, a ,,vediet’ kto*.

Dolezitym vzdelavacim prvkom, ktory mé rozhodujuci vplyv na rozvoj Kkariéry
profesionalnych vojakov v ramci celoZivotného vzdelavania je Centrum vzdeldvania na
Akadémii ozbrojenych sil gen. M. R. Stefanika v Liptovskom Mikulasi. Vzdelavanie a vycvik
dostojnikov sa uskutocituje formou kariérnych kurzov zameranych na hodnost a odbornych
kurzov zameranych na funkciu. Pri vzdelavani profesiondlnych vojakov sa uplatiuje
organizovany pristup zaloZeny na planovanych vzdelavacich aktivitach, priCom poziadavky
na kurzy su presne Specifikované podl'a potrieb Ozbrojenych sil SR. V stcasnosti mozno
konstatovat, Ze zaujem profesionalnych vojakov o absolvovanie ur€itého druhu celozivotného
vzdelavania prevySuje kapacitné ako aj persondlne moZnosti rozlinych kurzov
zabezpecovanych vzdelavacimi inStiticiami rezortu obrany.

Len pre ilustrdciu uvddzame niektoré zhlavnych vzdeldvacich aktivit Centra
vzdelavania AOS ide napriklad o:

- Praporcicky kurz (4 tyzdne) je suastou kariérneho vzdeldvania praporcikov
OS SR.

- Zdkladny velitelsko-stabny kurz (3 mesiace) je urCeny pre nadporucikov
s moznost'ou ich povysenia na kapitana a majora.

- Vyssi velitel'sko-Stabny kurz (6 mesiacov) je ureny pre majorov s moznostou ich
povySenia a podplukovnika a plukovnika.

- Dostojnicky kurz pre absolventov vysokych skol (3 mesiace) je urCeny pre
uchadzacov o prijatie do sluZobného pomeru, ktori ukoncili civilné vysoké Skoly,
pricom ide o odbornosti ako st lekari, pravnici, veterinari, ekondémovia, duchovni,
psychologovia a ini, ktori sa v ramci vojenského vysokého Skolstva v sti€asnosti
neskolia.

- Medzinarodny kurz pre stabnych dostojnikov ISOC (11 tyzdiiov) prispieva ku
kvalifikovanej priprave slovenskych a zahrani¢nych profesiondlnych vojakov
V oblasti pldnovania a riadenia operdcii NATO na taktickom stupni velenia a
zaroven prispieva k ich kariérnemu rozvoju. Dalej umoziiuje Slovenskej republike
prispievat’ v ramci vojenského vycviku a vzdelavania na medzinarodnej Grovni a je
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prostriedkom na podporu interoperability v mnohonarodnych operacidach NATO za
ucasti krajin Partnerstva za mier.

Doplnkovou vzdelavacou aktivitou su aj Krdtkodobé odborné kurzy — KOK (1 — 5 dni)
umoznuju ucastnikom kurzov rozSirovanie, prehlbovanie alebo obnovovanie si vedomosti
a zru¢nosti, ziskanie sposobilosti na vykondvanie rozlicnych odbornych ¢innosti. Kurzy st
uréené ako pre profesionalnych vojakov, tak i pre zamestnancov verejnej a Statnej spravy,
pripadne inych zaujemcov a st zamerané na rozlicnu problematiku napr. administrativnu
bezpec¢nost, fyzicki a objektovi bezpecnost, rozvoj kldCovych kompetencii manazérov,
vojensku pedagogiku, Statistiku, problematiku spravodajskej pripravy bojiska a pod. Pocet
frekventantov kratkodobych odbornych kurzov v jednotlivych rokoch je uvedeny v tab. 2.

Tab. 2: Porovnanie poctu kurzov za roky 2008 az 2013 (Vyrocna sprava Akadémie ozbrojenych sil
gen. M. R. Stefanika za rok 2013)

Pocet

Rok Kurzov Ukastnikov kurzov Oni ] ’

Pontkanych Egil)i,/iz_ % Prv Z spolu kurzov Clovekodni
2008 143 147 103 1740 617 2 357 1349 20 035
2009 128 87 68 896 262 1158 518 6 845
2010 74 74 100 686 254 940 459 5803
2011 75 72 96 764 276 1040 414 5685
2012 85 89 105 904 404 1308 417 5735
2013 82 77 94 817 172 989 370 4 826

PrV — profesionalni vojaci, Z — zamestnanci

V kariérnych kurzoch frekventanti ziskaju, pripadne si zlepSia potrebné znalosti
azruénosti pre pracu velitela na jednotlivych stupiioch velenia. Aktualnost’ a kvalita
programov kariérnych kurzov je v ich priebehu posudzovana Studentmi kurzov, internymi
a externymi lektormi a riadiacimi pracovnikmi Centra vzdelavania AOS. Po skonceni kurzov
je spracovavana analyza podkladov ziskanych v spitnej vidzbe, navrhnl sa Gpravy programov
kurzov, ktoré st po ich zhodnoteni jednotlivymi katedrami na AOS zasielané na postidenie
a schvalenie Generalnemu Stabu OS SR. Garanciou zabezpeCovania aktudlnosti prednésanej
problematiky podla sucasnych a buducich potrieb vojskovej praxe je aj vysoka miera Gcasti
prislusnikov OS SR v lektorskej ¢innosti kariérnych kurzov. Tym dochadza k vécSiemu
pribliZzeniu celoZivotného vzdeldvania potrebam praxe, a to cestou pruzného a objektivneho
prehodnocovania a formovania priebehu, obsahu, strukttry a celkového zabezpecenia kurzov.

Okrem uvedenych kurzov je na Akadémii ozbrojenych sil gen. M. R. Stefanika v ramci
kariérneho vzdelavania profesiondlnych vojakov organizovany ,, Kurz narodnej bezpecnosti*.
Paralelnou vzdelavacou aktivitou je Kurz ndrodnej bezpecnosti pre zamestnancov verejnej
spravy, ktori tvori spoloény modul s Kurzom narodnej bezpecnosti aje akreditovany
Ministerstvom Skolstva SR v ramci celozivotného vzdelavania. Uvedeny kurz ma nadrezortny
charakter, je ureny pre odbornikov (poradcov, asistentov, expertov) pdsobiacich na tseku
bezpecnosti, obrany a krizového manazmentu, d’alej pracovnikov ustrednych organov Statnej
spravy, pracovnikov regiondlnych organov S$tatnej spravy asamospravy, predstavitelov
obranného priemyslu, aktivistom mimovladnych organizacii pdsobiacich v oblasti bezpecnosti
a pracovnikov médii.

222



ROZWOJ POTENCJALU LUDZKIEGO

HUMAN POTENTIAL DEVELOPMENT
Stupsk, 25 — 26 June, 2014

A ) Kurz narodnej
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kurz
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Zakladny wicvik ADS Martin
“ojensky program

Obr. 1: Schéma systému dalSieho vzdelavania v OS SR (viastny vyskum)

4. Kratkodobé odborné kurzy zabezpecované katedrou manaZzmentu

Katedra manazmentu je pracoviskom, ktoré zabezpecuje vysokoskolské vzdelavanie
azarovenn sa aktivne spolupodiela na organizovani a zabezpeCovani nasledovnych
kratkodobych odbornych kurzov:

- Rozvoj klicovych kompetencii manazéra — 6 modulov (zdklady manazmentu,
komunika¢né zru¢nosti manazéra, timova praca, manazment ludskych zdrojov,
etiketa manazéra, vodcovstvo).

- Kurz $pecidlnej komunikacie pre potreby VOS.

- Ekonomické minimum velitel'a jednotky.

- Manazment ochrany zivotného prostredia v OS SR.

- Projektovy manazment.

- Narodny a medzinarodny krizovy manazment.

Sucastou aktivit kratkodobych kurzov je i zistovanie a vyhodnocovanie udajov spitnej
vizby. Utastnici kurzu st vjeho zavere dopytovani na ich spokojnost so:zameranim
a obsahom kurzu, organizacnym zabezpecenim, aktualnostou a dostupnostou Studijnych
materidlov, pouZitymi ucebnymi metdédami, prinosom nadobudnutych vedomosti smerom
k ich osobnostnému rozvoju, si poziadani o hodnotenie pristupu lektorov a maju moznost’
vyjadrit’ sa formou pripomienok a navrhov k preberanej problematike. Je poteSitel'né, Ze
spokojnost’ frekventantov kurzov sa nestale zvySuje a dnes uz daleko presahuje ramec
moznosti katedry manazmentu.

5. Zaver

Organizacie celia mnohym vonkaj§im vplyvom, ktoré ich v dosledku nutia
k prisposobovaniu kompetencii — schopnosti svojich l'udi. LCudia v organizécii tak musia
prispdsobovat’ svoje schopnosti meniacim sa podmienkam na svojich pracovnych miestach,
rozvoj ich schopnosti je predpokladom flexibility aich perspektivy v organizacii. Nové
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schopnosti, ktoré v organizacii ziskavajl, sicasne posiliiujii ich postavenie na trhu prace
(Kocianova, 2010, s. 168).

Vola profesionalnych vojakov vedomostne rast a neustale sa ucit je jednym
z najdolezitejsich faktorov, ktoré prispievaju k naplfianiu cielov auloh, ktoré maju
zabezpecovat’ ozbrojené sily. Ziskané tidaje a ndzory z uskutoCnenych prieskumov svedcia
0 aktivnom pristupe profesiondlnych vojakov k sebavzdelavaniu a zdokonalovaniu
nadobudnutych zrucnosti. Dolezitu ulohu v tomto procese zohrava Akadémia ozbrojenych sil
gen. M. R. Stefanika v Liptovskom Mikulasi.

Zistovanie kvality vo vysokom Skolstve je hlavnou a zdkladnou prioritou stcasného
vzdelavania. Pristupy kvality celozivotného a d’alSicho vzdelavania st v roznych krajinach
odli$né a rychlo sa vyvijaju. V tomto dynamickom prostredi je dolezité neustale monitorovat’
situdciu v oblasti kvality celozivotného ako aj kariérneho vzdelavania a neustdleho
zlepSovania sa. Lebo len kvalitou, dobrym menom a vysledkami sa vytvara silna konkurencia,
ktort ma AOS na dosah. Slovenské vysoké Skolstvo sa stane prosperujucim a konkurencie
schopnym len ak bude vychovavat’ a pripravovat’ absolventov vysokych §kol s excelentnymi
vedomost'ami a zaujimavymi nielen pre potreby OS SR, ale aj pre trh prace.

Clenstvo Slovenskej republiky v NATO nas prirodzene stavia pred plnenie uloh
kompatibility aj v oblasti vojenského vzdelavania a vycviku personalu. Ulohou je vytvéarat
podmienky pre efektivny, obsahom moderny systém vojenského vzdeldvania
a profesionalneho rozvoja personalu v sulade s ndrodnymi zaujmami, hodnotami a tradiciami,
ktory bude otvoreny a adaptabilny najnovsim svetovym informaciam a poznatkom.
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KAPITAL LUDZKI JAKO ELEMENT BEZPIECZENSTWA
EKONOMICZNEGO

MALGORZATA PLECKA

Abstract

Establishing a stable and secure country or region in terms of economy, requires, among others, an
appropriate management of human capital. The strength of a nation/region is defined as the totality of
the resources a nation has at its disposal to achieve its national aims. All of these resources, remaining
in a state of mutual interchange, form the foundation of an economy based on knowledge. One of the
most important elements of this force are economic factors, including people and their competences.
International research shows that acquiring both skills and knowledge necessary for the functioning on
the job market is relatively easy. However, the main problem is the mismatch between schooling and
the requirements of the contemporary labour market as well as the fact that some skills are not
exploited by economic entities at all. Research also indicates that vocational and professional skills are
not the only ones that must be developed, but it is vital that social and psychophysical skills are
nurtured as well. To meet such requirements, research is currently under way, conducted within the
framework of an innovative project known as ‘The Academy of Mid-Life —an academic model of life-
long education for people over 50°, co-financed by the Social Funds of the European Union.

Key words: security, economic security, human security, human capital, human development.

1. Wstep

Obecne zagrozenia zaro6wno militarne jak i1 niemilitarne wskazuja na istnienie pilnej
potrzeby ponownego zdefiniowania czynnikow determinujacych bezpieczenstwo panstwa czy
regionu. Potencjal panstwa najczesciej jest utozsamiany z jego sila, czyli zdolnos$cia panstwa
do skutecznego funkcjonowania i obrony wtasnych intereséw. Site panstwa okresla si¢ zatem
jako sume wszystkich zasobow jakimi dysponuje nardd, ktére wzajemnie si¢ przenikajac
tworza podstawe sukcesu narodowego. W czasie pokoju o sile panstwa decyduja przede
wszystkim czynniki pozamilitarne: ekonomiczne, spoteczne, informacyjne i polityczne.
Dodatkowo procesy globalizacyjne promuja jednostki najsilniejsze, najsprawniejsze
i najszybciej dostosowujace si¢ do zmian. O tym, ktore panstwo, czy region begdzie szybciej
si¢ rozwijat, decyduje przede wszystkim kapitat ludzki (cztowiek i1 jego kompetencje).
Nowoczesne technologie wymagaja wysokich naktadow kapitatowych
I wysokospecjalistycznej wiedzy. Panstwa majace mozliwo$¢ inwestowania w badania
naukowe, gwarantuja sobie przewage technologiczng i tym samym bardziej dynamiczny
rozwoj. Dlatego tez nalezy zwrdci¢ uwagg, na to 1z bezpieczenstwo panstwa nie zalezy juz
tylko od eliminacji zagrozen zewngtrznych oraz pozycji panstwa w mi¢dzynarodowym
systemie bezpieczenstwa, lecz takze od sytuacji wewngtrznej w jej wymiarze ekonomicznym,
politycznym i spolecznym. Obserwuje si¢ takze odejscie od tradycyjnego prymatu
bezpieczenstwa panstwa narodowego, w ktorym bezpieczenstwo jest panstwocentryczne, na
rzecz bezpieczenstwa, w ktorym panstwo dba o rozwdj i dobrobyt swojego obywatela.
Badania miedzynarodowe dowodza, ze inwestycje w kapitat ludzki s3 decydujagcym
czynnikiem sity 1 rozwoju potencjatu narodowego. Problemem jednakze, nie jest samo
zdobycie umiejetnosci 1 wiedzy, a jej wykorzystanie przez podmioty gospodarujace, budujace
site ekonomiczng panstwa czy regionu. Najwazniejszym problemem jest przede wszystkim
niedopasowanie ksztatcenia kompetencji do potrzeb rynku pracy oraz niewykorzystywanie
tych umiejetnosci przez instytucje czy przedsigbiorstwa. Badania réwniez dowodza, ze aby
wzmocni¢ site kapitalu ludzkiego nie nalezy ksztalci¢ tylko 1 wyltacznie umiejetnosci
potrzebnych na rynku pracy, nalezy takze ksztatci¢ umiej¢tnosci potrzebne do rozwoju
spotecznego 1 psychofizycznego. Naprzeciwko takiemu wyzwaniu prowadzone sg badania
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w ramach projektu innowacyjnego ,,Akademia Wieku Sredniego — akademicki model
ksztalcenia ustawicznego osob 50+”. Projekt jest prowadzony przez Akademi¢ Pomorska oraz
wspotfinansowanych ze $rodkéw Unii Europejskiej w ramach Europejskiego Funduszu
Spotecznego.

2. Pojecie bezpieczenstwa ekonomicznego

Bezpieczenstwo ekonomiczne w literaturze przedmiotu (Plecka, Rychty-Lipinska, 2013,
S. 124-125) nie ma jednoznacznej definicji. Najogdlniej mozna przyjaé, ze bezpieczenstwo
ekonomiczne, to taki stan rozwoju gospodarczego kraju, ktoéry poprzez optymalne
wykorzystanie  czynnikow  wewngtrznych rozwoju, zapewnia wysokg sprawno$¢
funkcjonowania oraz zdolno$¢ do skutecznego przeciwstawienia si¢ zewng¢trznym naciskom
mogacym doprowadzi¢ do zaburzen rozwojowych (Nowak, Nowak, 2011, s. 89-100).
R. Wloch uzupelia definicj¢ warunkow wewnetrznych jako warunkow gospodarczych
koniecznych do przetrwania, rozwoju dobrobytu, zréwnowazonego rozwoju spoteczenstwa
I jego instytucji (Wtoch, 2009, s. 95).

Obie definicje podkreslaja trzy najwazniejsze aspekty bezpieczenstwa ekonomicznego
panstwa: stan zasobow, jakos$¢ technologii 1 mozliwo$¢ jej wykorzystania oraz warunki do
rozwoju. Taki obraz jest zgodny z ekonomicznym, klasycznym postrzeganiem rozwoju
gospodarczego panstwa, ktory jest funkcja nastgpujacych czynnikéw: ziemi, kapitatu, pracy
i technologii. Szczegoélnie w gospodarce opartej na wiedzy wszystkie te czynniki nabierajg
nowego znaczenia.

W teorii nauk o bezpieczenstwie od lat 70-tych ubiegltego wieku nastgpito poszerzenie
pojecia bezpieczenstwo o aspekty pozamilitarne, ktére moga przyczyniac si¢ do ksztattowania
zagrozen obnizajacych jako$¢ zZycia lub ograniczen swobody funkcjonowania
W spoteczenstwie demokratycznym. W tym ujeciu w budowaniu potencjatu panstwa
podkresla si¢ znaczenie czynnikdéw: politycznych, ekonomicznych i1 spolecznych. K. M.
Ksiezopolski za J. Sperliniem i E. Kircherem wymienia trzy zidentyfikowane i oddzielne
elementy bezpieczefistwa ekonomicznego: zdolnos¢ panstwa do obrony socjalnej oraz
ekonomicznej struktury panstwa; zdolnos$¢ panstwa do efektywnego regulowania rynku oraz
Utrzymanie integralno$ci spoteczenstwa; zdolno$¢ panstwa do wspolpracy z innymi w celu
ustanowienia mig¢dzynarodowego Srodowiska ekonomicznego, majacego na celu
wzmocnienie wspolpracy w sektorze militarnym 1 wyciagniecie korzySci ze wspotpracy
gospodarczej (Ksiezopolski, 2004, s. 18). Nowa polityczna filozofia miata swoje
odzwierciedlenie w 2010 roku, na szczycie Sojuszu Pétnocnoatlantyckiego w Lizbonie, gdzie
uzgodniono, ze do jej podstawowych zadan bedzie nalezato: zbiorowa obrona, zarzadzanie
kryzysowe oraz bezpieczenstwo oparte na wspotpracy.

W takim rozumieniu cztowiek jako istota spoteczna a szerzej kapitat ludzki nabieraja
kluczowego znaczenia 1 pelnig decydujaca role w ksztattowaniu bezpieczenstwa panstwa czy
regionu. Definicje takie koncentruja si¢ przede wszystkim na wyksztalconym, innowacyjnym
1 elastycznie reagujagcym na zmiany spoteczenstwie 1 procesach demograficznych (przyroscie
naturalnym 1 starzeniu si¢ spoleczenstwa). Do najwazniejszych teorii opisujacych
bezpieczenstwo cztowieka mozna zaliczy¢ koncepcje human security (Human Development
Raport, 1994, s. 22). Bezpieczenstwo jednostki jest tutaj definiowane nie tylko w kategoriach
militarnych ale rowniez bierze si¢ pod uwage wymiar polityczny, ekonomiczny, spoteczny
I ekologiczny. Rolg panstwa bedzie zatem zapewnienie egzystencjalnych potrzeb obywateli
oraz zagwarantowanie dostepu do podstawowych dobr publicznych, takich jak: edukacja,
stuzba zdrowia, infrastruktura, obrona narodowa i czyste powietrze (Urbanek, 2013, s. 47).

Powyzsza definicja podkre$la zarowno role gwaranta bezpieczenstwa cztowieka,
ktorym jest tutaj panstwo oraz wskazuje na potrzeby, ktére musza by¢ zaspokojone. W tym
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znaczeniu bezpieczenstwo definiowane jest jako potrzeba zapewnienia poczucia stanu
pewnosci, spokoju, ochrony przed niebezpieczenstwem. Nie mozna tutaj wykluczy¢
elementow subiektywnych postrzegania zjawisk. Gdyz to samo zjawisko moze by¢
postrzegane przez kazdego czlonka spoleczenstwa odmiennie. Bioragc chocby po uwage
dochdd jako element bezpieczenstwa ekonomicznego czlowieka. Ten sam dochod moze by¢
postrzegany jako wystarczajacy do zagwarantowania egzystencji a przez innych moze
oznacza¢ jako dochod zapewniajacy egzystencje i pozwalajacy oszczgdzaé. Kazdy czlowiek
moze uzna¢ inny dochod za dochdd podstawowy a inny za zapewniajacy godne zycie. Wpltyw
bowiem na subiektywne odczuwanie i ocen¢ dochodu ma przeciez wiele czynnikéw, takich
jak chocby: wiek, wyksztalcenie, doswiadczenie zawodowe czy miejsce zamieszkania
(wie$/mate miasto/duze miasto). Subiektywna ocena zjawisk moze by¢ tutaj réwniez
zaktocona przez emocje, ktore warunkujg ocene zjawiska jako realne lub fatszywie.

Warto tutaj wskaza¢, ze w klasycznej teorii potrzeb A. Malsowa, potrzeba
bezpieczenstwa pojawia si¢ zaraz po zaspokojeniu potrzeb egzystencjalnych (wyzywienie,
mieszkanie).  Zaspokojenie tych potrzeb jest $ciS§le zwigzane sg z ekonomicznym
(dochodowym) ujeciem bezpieczenstwa ekonomicznego i zajmuje podstawowe miejsce
w piramidzie waznosci. Brak zaspokojenia potrzeb egzystencjalnych moze prowadzi¢ do
deprywacji 1 wykluczenia spolecznego. Dopiero zaspokojenie podstawowych potrzeb
(rowniez potrzeb bezpieczenstwa spolecznego i przynalezno$ci) moze generowa¢ motywacje
do dziatania i rozwoju.

A. Sekscinski cytujagc za J. Kukulg opisuje skutki braku zaspokojenia potrzeby
bezpieczenstwa (Seks$cinski, 2013, s. 44-45) (...) wyrzadza szkody jednostce, grupie
spotecznej, gdyz destabilizuje jej tozsamos$¢ i funkcjonowanie. Przejawiaja si¢ tendencje do
zmiany istniejgcego stanu rzeczy, do oporu wobec niekorzystnych zmian w sferze zewnatrz-
przedmiotowej i do stosowania §rodkow ochronnych, mogacych przywrdci¢ im poczucie
bezpieczenstwa. Tendencje tego rodzaju dowodza, ze bezpieczenstwo jest nie tyle
okreslonym stanem rzeczy, ile ciggtym procesem spotecznym, w ramach ktérego dziatajace
podmioty staraja si¢ doskonali¢ mechanizmy zapewniajace im poczucie bezpieczenstwa
(Kukuta, 1995, s. 198-199).

3. Rola kapitalu ludzkiego w bezpieczenstwie ekonomicznym

Cho¢ nie ma jednoznacznej definicji kapitatu ludzkiego w literaturze przedmiotu, to
Z punktu widzenia ekonomii mozna przyja¢ definicje zawarta w raporcie OECD jako ,,wiedzg,
umiejetnosci, zdolnosdci 1 inne przymioty jednostki ludzkiej, ktore sg istotne w aktywnosci
ekonomiczne)” (OECD, 1998, s. 9) lub w pdzniejszym raporcie jako ,,wiedze, umiejgtnosci,
zdolnosci 1 inne przymioty jednostki ludzkiej, ktore umozliwiaja wytwarzanie osobistego,
spolecznego 1 ekonomicznego dobrobytu” (OECD, 2001, s. 19). Glownymi elementami
struktury kapitatu ludzkiego sg niezmiennie: kompetencje i postawy rozumiane jako wiedza,
doswiadczenie, wyksztatcenie (kwalifikacje), zdolno$¢ uczenia si¢ zdolno$¢ budowania
pozytywnych relacji z innymi, oraz umiej¢tno$ci, motywacje i zaangazowanie. To wtasnie od
tych cech zalezy wzrost produktywnos$ci pracownikéw a to jest niewatpliwie podstawg
wzrostu 1 rozwoju gospodarczego, stanowigcego gléwny element potencjatu gospodarki
oparte] na wiedzy. Potencjal rozumiany bedzie tutaj jako ogdt cech 1 wihasciwosci
poszczegolnych osob tworzacych zasoby ludzkie, decydujacych o ich aktywnosci i przysziej
zdolnosci.

Na uwage zastuguje koncepcja bezpieczenstwa ekonomicznego zamieszczona
w raporcie Economics and National Security: Issues and Implications for U.S. Policy (Nanto,
2011, s. 25-34). w centrum ktorej opisuje si¢ role kapitatu ludzkiego w kreowaniu
bezpieczenstwa narodowego Standéw Zjednoczonych Ameryki. Bezpieczenstwo narodowe
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w tym modelu sklada si¢ z kombinacji trzech sktadnikow: twardej sity, migkkiej sity
i mozliwosci  ekonomicznych. Joseph Nye — amerykanski profesor stosunkow
migdzynarodowych definiuje twarda site¢ jako potencjal danego panstwa wynikajacy
Z czynnikow geostrategicznych 1 geoekonomicznych. Site migkka jako zdolnos¢ panstwa do
pozyskiwania sojusznikow i zdobywania wpltywéw dzigki atrakcyjnosci wiasnej kultury,
polityki i ideologii. (Nye J., 2004, s. 31) Fundamentem tego modelu sg mozliwosci
ekonomiczne a wsrod nich kapitat ludzki, praca i bezpieczenstwo dochodowe. Geoekonomia
obejmuje badania instrumentow ekonomicznych, dysproporcji ekonomicznych, badania
przyczyn i skutkdw integracji i dezintegracji panstw. Wspodtzawodnictwo w globalnym
swiecie polega przede wszystkim na wzmacnianiu wtasnej gospodarki aby uczynic¢ ja bardziej
konkurencyjng. Dlatego procesy globalizacyjne oraz rozwdj technologii wymuszaja poprawe
jakosci kapitatu ludzkiego, ktora nabiera szczegdlnego znaczenia dla budowania potencjatu
gospodarczego.

Dodatkowym zagrozeniem dla panstw okazaly si¢ ulatwienia w przemieszczaniu si¢
zasobow w skali §wiatowej. O alokacji kapitatu w danym regionie/kraju w coraz wigkszym
stopniu decyduje ilos¢ 1 jakos$¢ sity roboczej. Powodem takiego stanu rzeczy jest przede
wszystkim fakt, ze produkcja prosta nie wymagajaca wysokich umiejetnosci i kwalifikacji jest
przenoszona do obszar6w o najnizszych kosztach pracy. Tylko w krajach o wysokiej jako$ci
kapitatu ludzkiego lokowa¢ si¢ beda zaktady produkcyjne o zaawansowanej technologii
wymagajgce prac badawczo-rozwojowych i centrow badawczo-rozwojowych.

4. Akademia Wieku Sredniego — akademicki model ksztalcenia
ustawicznego osob 50+

Zasadnicze znaczenie dla budowy gospodarki opartej na wiedzy jest zatem
inwestowanie w kapitat ludzki. Nowym wyzwaniem dla instytucji ksztalcenia jest zmiana
demograficzna na rynku pracy oraz zmiana postaw 0soOb uczacych si¢. Wprowadzanie do
edukacji nowoczesnych rozwigzan technologii informacyjnych powoduje zmian¢ metod
i form nauczania, ale rowniez utatwia dostep do wiedzy. Gtéwnym problemem obecnie nie
jest odnalezienie informacji ale jej wtasciwa selekcja.

Dlatego w systemach edukacyjnych nalezy wzmacnia¢ znaczenie koncepcji uczenia si¢
przez cate zycie (lifelong learning) we wszystkich grupach wiekowych: od fazy przedszkolnej
do poznej fazy emerytalnej. W obliczu cigglych zmian demograficznych, zmniejszajacej si¢
liczby urodzen i wydluzania si¢ wieku przej$cia na emerytur¢ musza zachodzi¢ réwniez
zmiany struktury na rynku pracy. Rozwd¢; edukacji dorostych stanowi jeden z priorytetow
polityki Unii Europejskiej. Jednym z najwazniejszych probleméw tej grupy wiekowej jest
niski poziom aktywnos$ci spoteczno-zawodowej, najnizszy w Europie wskaznik zatrudnienia,
duze ryzyko spotecznej marginalizacji oraz bariery psychologiczne, takie jak: dyskryminacja
przez pracodawcow 1 spoteczenstwo, niska samoocena, niedostosowanie do szybkiego tempa
zmian czy brak wiary w awans zawodowy. Wszystkie te zagrozenia poteguje niedostosowanie
oferty edukacyjnej do potrzeb osob dorostych.

Akademia Pomorska w Stupsku podjeta wyzwanie zbadania grupy wiekowej 50+ jako
grupy najmniej aktywnej nie tylko na rynku edukacyjnym ale réwniez na rynku pracy
i zbudowania takiego modelu ksztalcenia aby jednoczes$nie odpowiedzie¢ na wszystkie
wyzwania zwigzane z rozwojem cztowieka i1 jego kompetencji. Model ksztalcenia jest
skierowany, co prawda do oséb w wieku 50+, ale moze by¢ stosowany z powodzeniem do
wszystkich grup wiekowych. W projekcie moga uczestniczy¢ osoby z terenu Polski z r6znym
statusem zawodowym 1 poziomem wyksztatcenia, nie majacych statusu emeryta. Gtownym
celem projektu ,,Akademia Wieku Sredniego — akademicki model ksztatcenia ustawicznego
0osOb 50+ jest podniesienie aktywno$ci edukacyjnej grupy 50+ poprzez wdrozenie do
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praktyki edukacyjnej nowego modelu ksztatcenia ustawicznego. Nowy model bgdzie zawierat
wzorcowe rozwigzania pozwalajace na rozwdj kompetencji zarowno spotecznych jak
I zawodowych z wykorzystaniem metod andragogicznych. Innowacyjnos¢ i uniwersalnos¢
modelu przejawia si¢ w: jego otwartosci, tworzeniu warunkow do aktywnego udzialu
w spotecznosci ludzi uczacych si¢ przez cate zycie. Program nauczania jest nastawiony na
rozw6j osobisty, w tym ksztaltowanie poczucia wiasnej wartosci 1 pewnos$ci siebie.
Kluczowym aspektem modelu jest ksztalcenie umiej¢tnosci zyciowych, w tym tworczym
rozwigzywaniu problemow, kierowaniu wilasnym zyciem, ksztalceniu umiejetnosci, ktore
pozwola uczy¢ si¢ kazdego przedmiotu, uczeniu si¢ mysle¢ oraz poznawaniu nowych technik,
ktore niezaleznie od wieku — mozna zastosowac do rozwigzania kazdego problemu i podjeciu
wyzwania stosowanie do rozmaitych stylow i strategii nauczania. Z uwagi na ogromne
doswiadczenie o0sob 50+ wazne jest stosowanie przemienno$ci rol nauczyciela: tutor,
facylitator, trener, ekspert.

Szczegdlnym aspektem projektu jest przygotowanie i zorganizowanie tak przebiegu
ksztalcenia, aby stworzy¢ warunki do przelamywania barier edukacyjnych, wspierania
aktywizacji uczacych si¢ pod wzgledem intelektualnym, emocjonalnym i praktycznym,
wspomagania osoby uczacej si¢ w diagnozowaniu jej potrzeb i w formulowaniu jej wtasnych
celow. Uniwersalno$¢ struktury modelu i jego tresci nauczania wspomaga ksztatcenie
kompetencji zawodowych nastawionych na uczenie — jak sta¢ si¢ ,,samodzielnym
menedzerem swojej przysztosci”’, wspieranie osob uczacych si¢ w realizacji ich planow oraz
wlgczanie ich w ewaluacj¢ osigganych wynikow (Urbanek, Parol, Nitka, 2013, s. 11-16).

5.  Podsumowanie

W spoteczenstwie opartym na wiedzy niezaprzeczalnym jest fakt, ze bardzo wiele
zalezy od samych ludzi. To oni stanowig site regionu czy panstwa a wiedza staje si¢ zasobem,
ktory skutecznie wykorzystywany moze prowadzi¢ do uzyskania przewagi konkurencyjnej.
Wsrdd najwazniejszych czynnikéw wzrostu gospodarczego staje si¢: przedsiebiorczos¢
indywidualna, innowacyjno$¢ przedsigbiorstw, badania naukowe oraz transfer wiedzy
i technologii. To co buduje postawy przedsigbiorcze i innowacyjne to przede wszystkim
kompetencje 1 postawy spoteczno$ci oraz umiejetnos¢ ich doskonalenia 1 uczenia si¢ przez
cate zycie.

Rozwdj gospodarczy kraju/regionu w duzym stopniu coraz mocniej zalezy od jakoS$ci
szko6l wyzszych 1 instytucji badawczych znajdujacych si¢ w danym kraju/regionie.
Krystalizuje si¢ rowniez nowa rola szkot wyzszych w spoteczenstwie otwartym na wiedze
jako transfera wiedzy 1 pomystow, ktore sa zrédtem innowacji nie tylko przemystowych ale
réwniez spolecznych. Region musi sta¢ si¢ zatem regionem uczacym si¢. W przeciwnym
razie bedzie narazony na odptyw mobilnego kapitatu ludzkiego o wysokiej jakosci a wraz
znim kapitatu finansowego. Taka sytuacja moze stwarza¢ ogromne problemy i obnizaé
bezpieczenstwo ekonomiczne ludzi, regionu 1 kraju. Dodatkowo starzenie si¢ spoteczenstwa
polskiego 1 kurczenie si¢ liczby os6b w wieku produkcyjnym moze wytwarza¢ ujemne efekty
mnoznikowe.

Dlatego tak wazne sg wszelkie programy kierowane do tej grupy wiekowej. Z uwagi na
duze do$wiadczenie i osiggnigte mistrzostwo w swoim zawodzie osoby dojrzate powinny staé
si¢ swoistym wzorem osobowym i mentorem dla mlodszych pracownikow. Nie powinno si¢
pozwala¢ na spadek aktywnos$ci spoleczno-zawodowej i wycofywanie si¢ osob z tej grupy
wiekowej z rynku pracy.

Osoby w wieku 50+ w swoim rozwoju zawodowym przechodzg trzy fazy: pdznej
dojrzatosci zawodowej, wieku przedemerytalnego i wieku emerytalnego. Stad tez jest to okres
stosunkowo intensywnych zmian. W wieku emerytalnym, powyzej 60. roku zycia do
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momentu przej$cia na emeryture, obserwuje si¢ stopniowg konsekwencja przebiegu rozwoju
biologicznego, co z perspektywy pracodawcow, staje si¢ przestankg do niezatrudniania ludzi,
u ktorych spada tempo 1 wydajno$¢ pracy.

Nalezy zwrdci¢ rowniez szczegdlng uwage na duze dysproporcje pomiedzy
ksztalceniem okreslonych kompetencji a zapotrzebowaniem na nie na rynku pracy. Duza
liczba os6b pracujacych zglasza, ze pracodawcy nie wykorzystuja wszystkich umiejetnosci
swoich pracownikow a pracodawcy narzekajg, ze nie ma o0sOb o poszukiwanych
umiejetnosciach.

Dlatego tez w perspektywie zagrozen ekonomicznych i do$wiadczen zebranych
w trakcie pracy w projekcie Akademia Wieku Sredniego mozna wskazaé, ze uzasadnione sa
przestanki do zachowania cigglo$ci edukacji przez cale zycie.

Akademicki model ksztalcenia ustawicznego jest co prawda skierowany do osob
w wieku 50+ ale w obliczu wyzwan XXI wieku moze by¢ rowniez podstawg do budowania
modeli ksztatcenia dla os6b w kazdym wieku.
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KSZTALTOWANIE KULTURY INNOWACYJNOSCI
W PRZEDSIEBIORSTWIE

DANUTA ROJEK

Abstract

The aim of these considerations is the analysis of the issues of organizational culture in relation
to the innovativeness of enterprises, understood as the ability to generate and absorb innovations,
connected with the involvement in the processes of innovation. The article presents the essence and
the selected typologies of the organizational culture and on their background — the cultural models
supporting innovativeness of enterprises. Attention was paid to factors which need to be taken into
account in the process of shaping the organizational culture conducive to processes of innovation,
known as the culture of innovativeness in the enterprise.

Key words: innovativeness of enterprises, organizational culture, culture of innovation.

1.  Wprowadzenie

Wzrost inteligentny, czyli rozw6j gospodarki oparty na wiedzy i innowacjach, jest
jednym z priorytetow, wskazanych aktualnie przez Komisj¢ Europejska w Strategii ,,Europa
2020” (Komisja Europejska, 2010, s. 5).

Wobec rosngcego znaczenia innowacyjnosci przedsigbiorstw w gospodarce opartej na
wiedzy, coraz wigcej uwagi poswigca si¢ czynnikom stymulujacym zdolnos$¢ przedsigbiorstw
do generowania 1 absorpcji innowacji. Wérod tych czynnikéw istotna rola przypada kulturze
organizacyjnej, a zwlaszcza tym aspektom, ktére sprzyjaja zaangazowaniu pracownikow
W procesy innowacyjne.

Celem rozwazan w niniejszym opracowaniu jest analiza problematyki kultury
organizacyjnej w odniesieniu do innowacyjnosci przedsigbiorstw. W artykule przedstawiono
wybrane typologie kultury organizacyjnej, a na ich tle — modele kulturowe wspierajace
innowacyjnos¢. Zwrocono uwage¢ na czynniki, ktore powinny by¢ brane pod uwage
W procesie ksztaltowania kultury innowacyjnosci w przedsigbiorstwie.

2. Pojecie innowacyjnosci przedsiebiorstw

M. E. Porter podkresla, ze przewagi konkurencyjnej przedsie;biorstvv1 nalezy upatrywac
przede wszystkim w zdolnoséci do bycia innowacyjnym, do ciagtego podnoszenia poziomu
innowacyjnosci 1 uzyskiwania dzigki temu odpowiedniej efektywnosci (Porter, 2001, s. 192).

Innowacyjno$¢ przedsiebiorstw — wedlug P. Niedzielskiego — jest cechg podmiotow
gospodarczych ,,0znaczajaca zdolno$¢ do tworzenia i wdrazania innowacji, jak réwniez ich
absorpcji, wigzaca si¢ z aktywnym angazowaniem Si€ W procesy innowacyjne
i podejmowaniem dziatan w tym kierunku,” (Niedzielski, 2005, s. 74). Innowacyjno$¢ firm
mierzy si¢ m.in. liczbg innowacji (produktowych, procesowych, innowacyjnych,
marketingowych) wprowadzonych w badanym okresie, a takze wielko$cia nakladow
przeznaczonych na dziatalno$¢ innowacyjna.

Wsrdéd roznorodnych czynnikéw innowacyjnosci przedsiebiorstw, w literaturze

przedmiotu zwraca si¢ uwage na uwarunkowania kulturowe, mogace sprzyjac¢ efektywnemu
wykorzystaniu zasobow przedsigbiorstwa w procesie generowania 1 absorpcji innowacji.

! Przedsiebiorstwo, jako podmiot prowadzacy dziatalno$¢ gospodarcza, jest jednym z rodzajow organizacii.
Pojecia ,,przedsigbiorstwo” i ,,firma” uzywane sa w opracowaniu zamiennie.
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3. Istota kultury organizacyjnej

Kultura organizacyjna — wedtug E. H. Scheina — stanowi cato$¢ fundamentalnych
zatozen, wymyslonych, odkrytych lub stworzonych przez dang grupe, w procesie uczenia sig,
adaptacji do otoczenia oraz integracji wewnetrznej (Pichlak, 2012, s. 86). Kultura w
organizacji jest efektem proceséw, na ktore skladaja si¢ dynamiczne reakcje pomiedzy
jednostkami, ale podstawe kultury tworzy tzw. tkanka kulturowa, czyli zakorzenione
W organizacji wartosci, przekonania, postawy i zatozenia (Jashapara, 2006, 2014, s. 294).

Wedlug Cz. Sikorskiego, kultura organizacyjna to system nieformalnie utrwalonych
w srodowisku spolecznym przedsigbiorstwa wzoréw myslenia i dziatania, majacych
znaczenie dla realizacji formalnych celéw organizacyjnych (Sikorski, 2006, s. 4).

Istotnymi zrodtami kultury organizacyjnej sa (Bogdanienko i in., 2004, s. 52):

1. Doswiadczenia przesztosci, ksztattujace nawyki postgpowania cztonkow organizacji.

2.  Przekonania, warto$ci, zarzenia 1 sposoby postepowania, reprezentowane przez
cztonkow zespotu zarzadzajacego.

3. Konwencje, tradycje i praktyki zwigzane z rodzajem dziatalnoSci organizacji,
ksztaltujace zachowania i warto$ci uznawane przez jednostki.

Charakter kultury organizacyjnej i jej przejawy moga by¢ przedmiotem badan,
majacych na celu zarowno diagnozg, jak i monitorowanie procesu zmian Kkulturowych.
Wedlug N.M. Ashkanasy’ego, badania zmierzajace do okreslenia charakteru kultury
organizacyjnej mozna podzieli¢ na dwie kategorie (Jashapara, 2006, 2014, s. 301-302):

1.  Badania klasyfikujace — majace na celu przyporzadkowanie organizacji do okre§lonego
typu kultury, poprzez analize zachowan i wartosci.

2.  Badania profilujace — stuzace skonstruowaniu profilu organizacji z wykorzystaniem
szerokiej palety norm, zachowan 1 wartosci.

W procesach badania kultur organizacyjnych wykorzystywane sa roézne modele,
opracowane w wyniku przyjecia pewnych wyznacznikow ksztattowania kultury
W organizacji. Przedsigbiorstwo nie musi by¢ przyporzadkowane $cisle do jednego modelu
kultury organizacyjnej, jednakze znajomo$¢ dominujacych cech kulturowych pozwala
na ksztaltowanie kultury sprzyjajacej realizacji celow strategicznych firmy.

4. Wybrane modele kultury organizacyjnej

Wystepujace w literaturze przedmiotu typologie kultury organizacyjnej odnoszg si¢
do przyjetych wyznacznikow ksztattowania cech kulturowych.

K.S. Cameron i R.E. Quinn opracowali tzw. model wartosci konkurujacych (rys. 1),
uwzgledniajacy nastepujace wartosci jako wyznaczniki kultury organizacyjnej: elastycznos¢
i swobode dziatania, stabilno$¢ ikontrolg, orientacj¢ na procesy wewnetrzne, orientacje
napozycje w otoczeniu. W ukladzie tych wartosci, powstaja specyficzne zestawy
podstawowych cech okreslajacych organizacje w aspekcie kulturowym, okreslone jako:

1. Kultura klanu.
2. Kultura adhokracji.
3. Kultura hierarchii.
4.  Kultura rynku.

Kultura klanu, powstata jako model organizacji o wysokiej orientacji na procesy
wewnetrzne, a jednoczesnie o wysokiej elastycznosci 1 swobodzie dziatania, cechuje si¢
dazeniem do zadowolenia 1 rozwoju pracownikow. Natomiast w warunkach, gdy
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ukierunkowaniu na procesy wewngtrzne towarzyszy wysoki poziom stabilnosci i kontroli,
mamy do czynienia z kulturg hierarchii.

Elastyczno$¢ i swoboda dziatania

KULTURA t KULTURA

> v O
8 KLANU ADHOKRACII o2
8. > <
) 3 g
S 5 & 8
< S
c = =
s 29
s 53
52 53
2 )

) 8

®  KULTURA KULTURA ©
HIERARCHII v RYNKU =

Stabilnos¢ i kontrola

Rys. 1: Model wartosci konkurujgcych (Cameron i Quinn, 2003, s. 101)

Z kolei, kultura adhokracji laczy orientacje organizacji na pozycje W otoczeniu
i zréznicowanie z wysokim poziomem elastyczno$ci i swobody dziatania. Natomiast efektem
polaczenia ukierunkowania na pozycje w otoczeniu i zroznicowanie z wysokim poziomem
stabilnosci i kontroli jest kultura rynku.

Na podstawie oméwionego wyzej modelu wartosci konkurujacych, K. S. Cameron
I R. E. Quinn opracowali kwestionariusz shuzacy do oceny kultury organizacyjnej OCAI
(Organizational Culture Assessment Instrument). W kwestionariuszu przyjeto nastgpujace
wymiary tresciowe, odnoszace si¢ do przejawow kultury w organizacji (Pichlak, 2012, s. 92):
ogblng charakterystyke organizacji, styl przywodztwa, styl zarzadzania zasobami ludzkimi,
mechanizmy jednoczace organizacje, czynniki ksztaltujace strategi¢, kryteria sukcesu.
Diagnoza aktualnego charakteru kultury organizacyjnej jest pozadana z punktu widzenia
oceny jej oddziatywania na realizacj¢ przyjetych zatozen i celow.

Tworcami kolejnej typologii kultury organizacyjnej sa F. Trompenaars i Ch. Hampden-
Turner, ktérzy przyjmuja jako wyznaczniki kultury organizacyjnej nastgpujace wartosci:
egalitaryzm, hierarchi¢, osobe, zadanie (Trompenaars i Hampden-Turner 2002, s. 190).
Powstate zestawy cech kultur pozwalaja na wylonienie nastgpujacych typow kultury
organizacyjnej (rys. 2):

1.  Kultura typu rodzina.

2. Kultura typu wieza Eiffla.

3. Kultura typu inkubator.

4.  Kultura typu pocisk sterowany.

Wysoka orientacja na osob¢ w potaczeniu z dazeniem do egalitaryzmu w organizacji
skutkuje modelem Kkultury typu inkubator, za§ w potaczeniu z wysoka sktonno$cig do
hierarchii tworzy kulture typu rodzina. Natomiast ukierunkowanie na zadania wraz
Z jednoczesng sktonnoscig do egalitaryzmu okresla kulture typu pocisk sterowany.

Cechy typow kultur, wystepujacych w przywotanych wyzej typologiach, przedstawiono
w tab. 1.
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Rys. 2: Kultury organizacyjne wedtug F. Trompenaarsa i Ch. Hampden-Turnera (2002, s. 190)

Tab. 1: Podstawowe cechy wybranych typow kultury organizacyjnej (Opracowanie wiasne na
podstawie: Pichlak, 2012, s. 92; Grudzewski, Hejduk i in., 2010, s. 220 — 225)

Typ kultury

organizacyjnej Podstawowe cechy

Model wartosci konkurujacych (competing values framework)

Orientacja na zadowolenie i rozw6j pracownikow

Kultura klanu . . . L
Wysoka stabilnos¢ i kontrola. Hierarchizacja. Praca zespotowa

Orientacja na przystosowanie si¢ do zmiennego otoczenia

Kultura adhokracji . . .
J Elastycznos¢ i kreatywno$é. Sktonnos¢ do wdrazania innowacji

Orientacja na procesy wewngtrzne i integracje

Kultura hierarchii . R o
Wysoka stabilno$¢ i kontrola. Formalizacja i hierarchizacja

Orientacja na wyniki dziatania

Kultura rynku . . . .
4 Dazenie do uzyskania przewagi konkurencyjnej na rynku

Kultury organizacyjne wedlug F. Trompenaarsa i Ch. Hampden-Turnera

Orientacja na wladzg, w ktorej przywddca jest troskliwym ,,0jcem”

Kultura typu rodzina . .
yp Zréznicowany status cztonkow zespotu. Lojalno$¢ podwladnych

Orientacja na podzial pracy

Kultura typu wieza Eiffl o e
ypu wieza Eiltla Formalizacja i hierarchizacja

Kultura typu pocisk Orientacja na zadania. Zarzadzanie przez cele
sterowany Praca zespotowa

Orientacja na rozwdj jednostek

Kultura typu inkubator
¥p Zaangazowanie, kreatywno$¢ i samodyscyplina

5. Atrybuty kultury innowacyjnosci w przedsiebiorstwie

Kultura  organizacyjna, stanowigca  kontekst funkcjonowania  pracownika
W przedsigbiorstwie, powinna by¢ spdjna ze strategiag firmy.
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W  warunkach, gdy strategia innowacji jest elementem ogo6lnej strategii
przedsigbiorstwa, istotne jest ksztaltowanie w firmie kultury wspierajacej generowanie
I absorpcje innowacji, nazwanej w opracowaniu ,kulturg innowacyjnosci”. Szczegdlnego
znaczenia nabiera wigc identyfikacja czynnikéw kulturowych, sprzyjajacych aktywnemu
angazowaniu si¢ pracownikow w procesy innowacyjne.

Sposrod typoéw kultury organizacyjnej, wystepujacych w wybranych klasyfikacjach,
omowionych w rozdziale 3, jako sprzyjajace innowacyjnosci uznawane s3: kultura adhokracji
oraz kultura typu inkubator. Za A. Wojtczuk-Turek, w tab. 2 przedstawiono charakterystyke
obu wyzej wymienionych typow kultur sprzyjajacych innowacyjnosci

Tab. 2: Wybrane typy kultury organizacyjnej sprzyjajgcej innowacyjnosci (Wojtczuk-Turek, 2012,
s. 80-81)

Wybrany typ kultury

. S Charakterystyka
organizacyjnej

Jej cechami sg dynamika, tymczasowos$¢, szybkie dostosowywanie si¢
do zmiennych warunkow (stad nazwa ad hoc). Glowna jej zaleta jest popieranie
zdolnosci przystosowywania si¢, elastycznosci i kreatywnosci w sytuacji
zdominowanej przez niepewno$¢. Kladzie si¢ tu nacisk narozwigzania
niestereotypowe, gotowo$¢ do przedstawiania ryzykownych propozycji
i przewidywanie rozwoju sytuacji w przysziosci. Brak jest tu utrwalonych
Kultura adhokracji schematéw obiegu informacji czy sprawowania kontroli. Przywddztwo
i cztonkostwo w zespotach sa krotkotrwate. Istnieje duza fluktuacja rol, podziaty
kompetencji traktowane sg jako tymczasowe, podobnie jak zakresy obowiazkow.
Sukces utozsamiany jest z wytwarzaniem unikatowych i trudnych do zastapienia
produktow.

W S$wietle badan ten typ kultury zwigzany jest z wigksza liczba innowacji
produktowych i procesowych.

Jest to kultura zorientowana na osobg i egalitarystyczna. Kazdy pracownik, bez
wzgledu na swoj status, moze zglosi¢ pomyst w dowolnym czasie. Jedna
z najwazniejszych cech jest indywidualizacja. Pracownicy sg inspirowani, a nie
kontrolowani. S3 oni zaangazowani ilubig wyzwania. Rola menedzera jest
wspomaganie adaptacji i wdrazanie zmian. Od menedzera oczekuje si¢
Kultura typu inkubator | kreatywnosci i intuicji, niezbednych do przewidywania innowacyjnych szans
i pozyskiwania klientow. Menedzer pehni takze role posrednika, gdyz zajmuje si¢
utrzymywaniem zewnetrznej legitymacji swojej dzialalnosci i zdobywaniem
zewnetrznych zasobow. Niepewno$¢ jest ograniczana przez monitorowanie
srodowiska w poszukiwaniu nowych trendéow. Kulture tego typu cechuje styl
myslenia zorientowany na osobe, pozwalajacy pracownikom rozwijac si¢.

Wskazane jako sprzyjajace innowacyjnosci przedsigbiorstw wybrane typy kultury
organizacyjnej nie wyczerpuja problematyki poszukiwania czynnikéw kulturowych,
ksztattujgcych kulturg innowacyjnosci przedsigbiorstw.

Na podstawie przeprowadzonych badan, J. Jamrog, M. Vickers 1 D. Bear wskazuja
na najwazniejsze cechy kultury innowacyjnosci organizacji, wymieniajagc wsrdd nich
(Pichlak, 2012, s. 94):

1.  Zdolno$¢ koncentrowania si¢ na klientach.
Efektywna prace zespotowa.
Nieskr¢powang komunikacjg.

Unikalne zasoby.

Zdolno$¢ wyboru wtasciwych pomystow.
Tolerancj¢ dla podejmowania ryzyka.

oL
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7. Niezaleznos¢ 1 autonomig.
8.  Efektywny system motywacji.

Na efektywng prace zespolowa, jako ceche kultury innowacyjno$ci, zwracaja takze
uwagg inni autorzy. A. Jashapara stwierdza, ze przy realizacji strategii innowacji znakomicie
sprawdza si¢ tzw. kultura zadan, charakterystyczna dla organizacji macierzowych, czyli

dziatajacych na =zasadzie zespolow zadaniowych tworzonych na potrzeby realizacji
konkretnego zadania (Jashapara, 2006, 2014, s. 300).

Aspekt wsparcia dla twoérczych pomystéw jest waznym elementem kultury
innowacyjnosci.  R.M. Kanter wymienia nastepujagce cechy kultury organizacyjnej
pobudzajacej twoérczo$¢ 1 innowacyjno$¢: gotowos¢ do wychodzenia poza granice
dotychczasowej wiedzy, kreatywne lgczenie pomystow pochodzacych z réznych zrodet,
tworzenie mechanizméw transferu wiedzy i1 nowych idei, cato$ciowe postrzeganie
problemow, ksztaltowanie wizji przysziosci oraz gotowos¢ do wspotdziatania (Brojak-
Trzaskowska, 2012, s. 166).

Metaanalizy dotyczace czynnikdw, ktore Kkonstytuujg tzw. tworczy klimat,
przeprowadzone przez S. T. Huntera, K. E. Bedell i M. D. Mumforda dowodza, ze kluczowe
znaczenie dla kreatywnosci 1 innowacyjnosci maja: intelektualnie stymulujace srodowisko,
w ktérym ludzie majg prace stanowigca wyzwanie, oraz wspotpracownikow, z ktérymi moga
wymienia¢ si¢ pomystami i liczy¢ na wsparcie kadry kierowniczej (Wojtczuk-Turek, 2012,
s. 90).

Na aspekty zarzadzania wiedza oraz kulturowego wsparcia dla tworczych pomystow
zwraca uwage A. Wojtczuk-Turek, ktoéra na podstawie teoretycznej i empirycznej analizy
wymienia najwazniejsze kulturowe czynniki innowacyjno$ci przedsigbiorstw (Wojtczuk-
Turek, 2012, s. 92):

1. Styl zarzadzania zaktadajacy uczestnictwo.

Promowanie wartos$ci proinnowacyjnych.

Otwarto$¢ na potrzeby rynkowe.

Motywowanie do podejmowania ryzyka.

Stwarzanie warunkow organizacyjnych umozliwiajacych tworzenie innowacji.
Realizowanie paradygmatu zarzadzania wiedza.

Wsparcie dla tworczych pomystow.

Stwarzanie warunkéw organizacyjnych, umozliwiajagcych tworzenie innowacji,
w tym dostepu do wiedzy.

9. Inwestowanie w rozwdj kompetencji tworczych.

N ORAWDN

Nalezy zgodzi¢ si¢ z cytowang autorka, ze ksztalttowanie kultury innowacyjnosci
nie moze przebiega¢ w oderwaniu od zarzadzania wiedzg. Dzielenie si¢ wiedza, w tym
pomystami, miedzy pracownikami firmy staje si¢ czynnikiem o istotnym znaczeniu
dla skutecznego przebiegu procesow innowacji. Kultura innowacyjno$ci w przedsigbiorstwie,
w tym aspekcie, powinna by¢ kulturg zorientowang na dzielenie si¢ wiedzg.

Wsrdd zalecen dla menedzerdw, zainteresowanych ksztattowaniem kultury dzielenia si¢
wiedzg mozna wymieni¢ (Jashapara, 2006, 2014, s. 306): wprowadzenie odpowiedniego
systemu motywacyjnego, umozliwienie pracownikom kontaktéw stuzacych dzieleniu si¢
wiedza, postawienie na czele projektu oddanego sprawie czlowieka, ktory potrafi
zdopingowac 1 zarazi¢ innych ideg dzielenia si¢ wiedzg. Ostatnie z wymienionych zalecen
odnosi si¢ do idei przywddztwa, waznego w procesie ksztattowania kultury innowacyjnosci.
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6. Przywodztwo w procesie ksztaltowania kultury innowacyjnosci

Istota przywodztwa sa elementy tworcze, zdolno§¢ wprowadzania do dzialalno$ci
nowych aspektéw, ktore nie wydajg si¢ oczywiste na podstawie tradycyjnych zalozen
(Bogdanienko iin., 2004, s. 51-52). Przywodztwo sprowadza si¢ zatem do zdolnosci
inspirowania wspotpracownikow do dziatan tworczych.

Obecnie rozrdznia si¢ dwa podstawowe typy zachowan przywodczych: przywddztwo
transakcyjne oraz przywddztwo transformacyjne.

Przywddztwo transakcyjne kladzie nacisk na relacje pomigdzy przywddca
a pracownikami, oparte na wzajemnych korzysciach ptynacych z tych relacji (Pichlak, 2012,
s. 97). Natomiast przywodztwo transformacyjne nie opiera si¢ na relacji wymiany,
lecz na rozbudzaniu u pracownikow pozytywnych emocji wobec wykonywanej pracy, a przez
to kreowaniu motywacji wewnetrznej do zwigkszonego wysitku (Pichlak, 2012, s. 98).
Celem przywodcy transformacyjnego jest wiec sklanianie pracownikéw do inicjatyw,
lepszych rozwigzan.

M. Pichlak podkresla, ze najbardziej efektywnymi przywddcami sa ci, ktorzy potrafig
dostosowa¢ swoj styl przewodzenia do dominujgcego w przedsi¢biorstwie typu kultury
organizacyjnej (Pichlak, 2012, s. 97). Odnoszac role przywodcze do poszczegdlnych typodw
kultury organizacyjnej, zaproponowanych w modelu warto$ci konkurujgcych, mozna
zaobserwowac¢ zroznicowane podejscie do przewodzenia (tab. 3).

Tab. 3: Role przywodcze w typach kultury organizacyjnej (wedtug modelu wartosci konkurujgcych),
(opracowanie wiasne na podstawie: Pichlak, 2012, s. 97)

Typ kultury Rola . ,
organizacyjnej przywédcy Charakterystyka roli przywodcy
Zorientowany na ludzi i na procesy — wigcza pracownikow
Doradca . . L . : X
W procesy podejmowania decyzji i rozwigzywania problemow
Kultura klanu X ; . . .
Aktywnie dba o wysokie morale i zaangazowanie pracownikow,
Mentor L . . . .
dzigki tworzeniu atmosfery wzajemnego szacunku i zaufania
Innowator ch?lny i 'pO{n.y's{owy — 'a'ktywnle sktania pracownikow
Kultura do innowacyjnoéci i kreatywnosci
adhokracji . Wskazuje mozliwosci i prawdopodobiefistwo  osiggniecia
Wizjoner . , o
zatozonych celow przedsigbiorstwa
Obserwator Jako specjalista umiejetnie zarzadza informacjami
Kultura hierarchii Dba o stabilno$¢ struktury organizacyjnej i pelng kontrole, dzicki
Koordynator S e . ,
przydzielaniu zadan i fizycznemu ustawianiu procesow
Konkurent Zdecydowanie dazy do osiagnigcia zatozonych celow
Kultura rynku Zorientowany na zadania i obowigzki — aktywnie sktania
Producent D . . o
pracownikow do zwigkszania wydajnoS$ci

Warto zauwazy¢, ze w kulturze adhokracji, uwazanej za kulture sprzyjajaca
innowacyjnos$ci przedsigbiorstw, przywodca wystgpuje jako wizjoner i innowator, wskazujac
mozliwosci osiggnigcia strategicznych celow oraz sktaniajac pracownikéw do kreatywnosci,
niestereotypowych rozwigzan i zaangazowania w procesy innowacji.

W literaturze przedmiotu podkres§la si¢ znaczenie przywddztwa transformacyjnego
dla innowacyjno$ci przedsigbiorstw (Wojtczuk-Turek, 2012, s. 94; Pichlak, 2012, s. 100).
Mozna zatozy¢, ze w procesie ksztaltowania i utrzymywania kultury innowacyjnos$ci istotna
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rola przypada przywddey transformacyjnemu, wyzwalajagcemu u pracownikéw cheé
do kreowania i wdrazania nowych rozwigzan.

7. Podsumowanie

Innowacyjnos$¢ przedsigbiorstw, rozumiana jako zdolnos¢ firm do tworzenia i wdrazania
innowacji, jak réwniez ich absorpcji, wigzaca si¢ z aktywnym angazowaniem si¢ W procesy
innowacyjne, nabiera szczegdlnego znaczenia dla tzw. inteligentnego wzrostu kraju. Chodzi
tu o rozwdj gospodarki oparty na wiedzy iinnowacjach, wskazywany przez Komisje
Europejska jako dziatanie priorytetowe w drugim dziesi¢cioleciu XXI wieku.

Wsrod wewnetrznych czynnikdw innowacyjnosci  przedsiebiorstw —analizowane
sg uwarunkowania kulturowe. Przyjmowane przez pracownikéw zachowania, skutkujace
aktywnym angazowaniem si¢ w procesy innowacji, zaleza bowiem w duzym stopniu
od kultury organizacyjnej, ktorej podstawa sg przyjete w przedsigbiorstwie wartosci,
przekonania, postawy i zatozenia.

Zaprezentowane Ww opracowaniu rozwazania sg ukierunkowane na wskazanie
elementow kultury innowacyjnosci, czyli kultury organizacyjnej majacej pozytywny wptyw
na generowanie 1 absorpcj¢ innowacji w przedsiebiorstwie. Sposrod wystepujacych
w literaturze przedmiotu typologii kultury organizacyjnej, w opracowaniu przedstawiono
typy kultury wytonione:

1. W ramach tzw. modelu warto$ci konkurujacych (kultur¢ klanu, kulture adhokracji,
kulturg hierarchii, kulture rynku).

2. W ramach typologii wedlug F. Trompenaarsa i Ch. Hampden-Turnera (kultury typu:
rodzina, wieza Eiffla, inkubator, pocisk sterowany).

Przeprowadzona analiza wybranych modeli kultury organizacyjnej pozwala
na stwierdzenie, ze typami sprzyjajacymi innowacyjnosci sg odpowiednio: kultura adhokracji
oraz kultura typu inkubator.

Kultura adhokracji charakteryzuje si¢ zdolnoscia szybkiego przystosowywania si¢ firmy
do zmiennych warunkoéw, elastyczno$cia, kreatywnoscig pracownikéw 1 gotowoscia
do niestereotypowych rozwigzan, przewidywaniem rozwoju sytuacji w przysztosci.

W kulturze typu inkubator nacisk ktadzie si¢ natomiast na ciaglty rozwoj pracownikow
i inspirowanie ich do kreowania i wdrazania pomystow. Od menedzera oczekuje si¢ zatem
intuicji, niezb¢dnej do przewidywania innowacyjnych szans i pozyskiwania klientow.

Nalezy podkresli¢, ze wskazane typy kultury organizacyjnej sprzyjajacej innowacjom
nie wyczerpuja problematyki poszukiwania czynnikoéw kulturowych, ksztaltujacych kulture
innowacyjnos$ci przedsigbiorstw. Wérdd cech kultury innowacyjno$ci badacze wymieniaja
m.in. efektywna prace zespotowa w zespotach zadaniowych, nieskrepowana komunikacje,
tolerancj¢ dla podejmowanego ryzyka, efektywny system motywacji, tworzenie
W przedsigbiorstwie tzw. tworczego klimatu, sktonno$¢ do dzielenia si¢ wiedzg pomigdzy
pracownikami przedsigbiorstwa.

W procesie ksztalttowania kultury innowacyjnosci, uwzgledniajacej wskazane elementy,
szczegblnego  znaczenia nabiera rola przywddcy transformacyjnego, zdolnego
do inspirowania wspotpracownikow w procesie kreowania i wdrazania nowych rozwigzan.
Swiadomos¢ wskazanych uwarunkowan kulturowych ma istotne znaczenie praktyczne dla
menedzerdow, zainteresowanych budowaniem przewagi konkurencyjnej przedsigbiorstwa
poprzez innowacyjnos¢. Kultura innowacyjnosci powinna jednak podlega¢ ewolucji
w zmiennym  otoczeniu, dlatego tez  poszukiwanie  czynnikow  ksztaltujacych
i modyfikujacych jej obraz w przedsigbiorstwie stanowi ciggle aktualny problem badawczy.
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CSR - Spoleczna odpowiedzialnos¢ jako podstawa rozwoju organizacji
ANNA RYCHLY-LIPINSKA

Abstract

Recently, in Poland, Corporate Social Responsibility (CSR) is the issue subject deserving special
attention. Responsibility means for investment especially in human resources, specifically improving
their skills, attention to relations with stakeholders and the environment. Organizations make decisions
should take into account equally the environmental protection, economic and social dimension. Social
responsibility is also cooperation businesses with local governments and non-governmental
organizations and their joint initiative to promote sustainable development.

Key words: Corporate Social Responsibility, CSR, organisation, ISO 26000, CSR in practice.

1. Wstep

Odpowiedzialno$§¢ spoleczna cieszy si¢ w $wiecie 1 w Polsce rosngcym
zainteresowaniem kadry menadzerskiej, instytucji, otoczenia biznesu, inwestorow oraz
administracji panstwowej, stopniowo stajac si¢ wyznacznikiem tadu korporacyjnego oraz
priorytetem w budowaniu kompleksowej strategii rozwoju firmy.

Inspiracja moze by¢ to stwierdzenie de Saint Exupery: ,,By¢ czlowiekiem... Byé
czltowiekiem, to wilasnie by¢ odpowiedzialnym (...) To czué, kltadgc swojq cegietke, ze sig
bierze wudzial w budowie swiata.” Rzeczywiste dzialania w zakresie spolecznej
odpowiedzialnosci moga mie¢ wpltyw przede wszystkim na: przewage konkurencyjna
przedsigbiorstwa, reputacje organizacji w danym otoczeniu, zdolno$¢ pozyskiwania
I zatrzymywania pracownikow, a takze konsumentow, klientow, uzytkownikow. Rzeczywiste,
ciggle dziatania w ramach spotecznej odpowiedzialnosci to réwniez pozytywne morale,
zaangazowanie i1 wydajno$¢ pracownikow, opinie inwestoréw, wiascicieli, darczyncow,
sponsorow 1 spoleczno$ci finansowej oraz dobre relacje organizacji z przedsi¢biorstwami,
instytucjami rzagdowymi, mediami, dostawcami, podobnymi organizacjami, klientami oraz
spoteczno$cia, w obrebie ktorej organizacja funkcjonuje.

2. Przeglad definicji Spolecznej Odpowiedzialnosci

Spoteczna odpowiedzialno§¢ organizacji to pewna filozofia dobrowolnego,
Swiadomego, ale i planowanego dzialania, ktoérego celem jest nie tylko dazenie do coraz
lepszych relacji z roéznymi grupami interesariuszy, ale glownie dziatania na rzecz
spoteczenstwa 1 sSrodowiska naturalnego.

Poczatki spotecznej odpowiedzialno$ci na $wiecie siegajg lat 50-tych XX wieku.
W pracy pt.”Social Responsibilities of the Businessman” znalazly si¢ stwierdzenia, iz biznes
ma zobowigzania wobec spoteczenstwa, w ktorym prowadzi dziatalno$¢. Natomiast w
Europie za date upowszechnienia koncepcji spotecznej odpowiedzialno$ci przyjmuje si¢ rok
1995, gdy grupa przedstawicieli biznesu wraz z przewodniczacym Komisji Unii Europejskiej
podpisata Europejska Deklaracje Biznesu przeciw Nieréwnosci Spotecznej (Falencikowski,
Dworak, 2010).

Przegladajac literaturg, mozna stwierdzi¢, iz nie ma jednoznacznej definicji, zakresu
i rodzaju dziatan ,,odpowiedzialnych spotecznie”. Wiele zalezy od lokalnej kultury, stopnia
rozwoju danego kraju i branzy, w ktorej dziata organizacja. Proby okreslenia standardow CSR
podejmuja jednak organizacje migdzynarodowe, branzowe oraz same przedsigbiorstwa, ktore
opracowuja wlasne kodeksy etyczne i polityke odpowiedzialnosci (Krukowska, Forbes,
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2011). W literaturze przedmiotu mozna spotkaé wiele definicji spotecznej odpowiedzialno$ci
(tab. 1).

Tab. 1: Definicje CSR (opracowanie wiasne na podstawie: Fryca, Jaworski, 2009, s. 53;
http://www.pkn.pl/dobre-praktyki-odpowiedzialnosci-spolecznej; Krukowska, 2011;
http://www.forbes.pl/artykuly/sekcje/baza-wiedzy-csr/definicje-i-standardy-csr,3879,2; Elementarz
spotecznie odpowiedzialnego biznesu, Wydawca: Region Gdanski NSZZ ,,Solidarnosé¢”,
www.elementarz biznesu.pl)

Autor Definicja

,, Bycie spolecznie odpowiedzialnym oznacza nie tylko speinienie oczekiwan prawnych,
Filek J. ale rowniez wychodzenie ponad to i , wigksze” inwestowanie w zasoby ludzkie,
srodowisko i relacje z interesariuszami”.

Spoteczna odpowiedzialnos¢ to dziatalno$¢ nie nastawiona na maksymalizacje zysku,
bioraca pod uwage korzysci grup spolecznych nie bedacych udziatowcami firm;.

., Istnieje tylko jeden jedyny rodzaj spolecznej odpowiedzialnosci ze swiata biznesu —
wykorzystywac swe zasoby i podejmowac dzialalnos¢ w celu zwigkszenia wlasnych
zyskow na tyle, na ile pozostaje to zgodne z regutami gry... (i) przyjmowac otwartq
i wolng konkurencje, bez podstepow i oszustw"”

Friedman F.

Spoteczna odpowiedzialno$¢ to moralna odpowiedzialnos$¢ firmy i zobowigzania do
rozliczania si¢ przed spoleczenstwem ze swojej dziatalno$ci; zwlaszcza przed grupami

Lo . wewnetrznymi — wlascicielami 1 pracownikami oraz grupami zewngtrznymi —
Zbiegien-Maciag L. . . . . . . . . . .
akcjonariuszami i klientami; wladzami lokalnymi, grupami nacisku, ruchami
ekologicznymi, konsumenckimi i dostawcami oraz kooperantami i administracja

panstwowa.

ISO 26000 jest Norma Migdzynarodowa zawierajaca wytyczne dotyczace spotecznej
odpowiedzialnosci, czyli odpowiedzialno$ci organizacji za wpltyw podejmowanych
Polska Norma PN- | decyzji i dzialan na spoteczenstwo i $rodowisko, zapewnianej poprzez przejrzyste

1SO 26000:2012 i etyczne postepowanie, ktore: przyczynia si¢ do zrownowazonego rozwoju w tym
Wytyczne dotyczgce | zdrowia 1 dobrobytu spoteczenstwa, uwzglednia oczekiwania interesariuszy, jest
spolecznej zgodne z obowigzujacym prawem 1 spojne z migdzynarodowymi normami

odpowiedzialnosci | postgpowania, jest zintegrowane z dziataniami organizacji i praktykowane w jej
relacjach, ktore dotycza dziatan organizacji podejmowanych w obrebie jej sfery
oddziatywan.

Odpowiedzialno$¢ spoteczna to koncepcja, zgodnie z ktora przedsiebiorstwa
dobrowolnie uwzgledniajg kwestie spoteczne i ekologiczne w swojej dziatalnosci
Komisja gospodarczej oraz w relacjach ze swoimi interesariuszami. Odpowiedzialnos¢
Europejska spoteczna nie oznacza jedynie stosowania si¢ do wymagan prawnych w tym zakresie,
ale takze ,,dodatkowe” inwestowanie w ludzki kapitat, ochron¢ srodowiska oraz relacje
z interesariuszami.

Swiatowa Rada Odpowiedzialnos¢ spoteczna przedsigbiorstw oznacza ,.ciagte zobowigzanie biznesu do
Biznesu na rzecz zachowania etycznego oraz przyczyniania si¢ do zréwnowazonego [rozwoju
Zréwnowazonego ekonomicznego poprzez poprawe jakosci zycia pracownikow i ich rodzin, jak roéwniez
Rozwoju lokalnej spotecznosci i spoteczenstwa jako catosci”

Dobrowolne zobowigzanie biznesu do wnoszenia wkladu w utrzymanie rozwoju
ONZz ekonomicznego, poprzez wspolprace z pracownikami, ich rodzinami oraz
spoteczno$ciami na poziomie lokalnym i globalnym w celu poprawy jakosci ich zycia.

World Business
Council for
Sustainable
Development

Zobowigzanie biznesu do etycznego zachowania i przyczyniania si¢ do rozwoju
ekonomicznego poprzez poprawe jakosci zycia pracownikow wraz z ich rodzinami, jak
rowniez lokalnych spotecznosci oraz spoleczenstwa jako catosci.

Z jednej strony, definicje traktuja spoteczng odpowiedzialno§¢ w kategoriach
szerokiego zakresu zobowigzan organizacji wobec swoich interesariuszy, a z drugiej strony,
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spoteczna odpowiedzialno$¢ widziana jest przez pryzmat najlepszego sposobu polepszenia
publicznego wizerunku, bedac czesScig dziatan o charakterze marketingowym (Fryca,
Jaworski, 2009, s. 52).

Trudnosci w zdefiniowaniu spolecznej odpowiedzialnosci poglebia réwniez jej
interdyscyplinarny charakter. Jest ona bowiem kategoriag zawierajagca w sobie zardwno
spojrzenie z punktu widzenia nauk ekonomicznych, jak i spotecznych, a takze filozofii,
zwlaszcza etyki.

3. Dobre praktyki odpowiedzialnosci spolecznej w oparciu o ISO 26000

Dobre praktyki w zakresie odpowiedzialnosci spotecznej oznaczajag dobrowolne
dziatania organizacji, wykraczajagce poza wymagania okreslone przepisami prawa, ktore
uwzgledniaja w procesach decyzyjnych kwestie dotyczace spotecznych i $rodowiskowych
uwarunkowan oraz rozliczania si¢ ze skutkéw decyzji 1 dzialan wplywajacych na otoczenie
organizacji. Te dobrowolne dzialania organizacji przyczyniaja si¢ do realizacji celow
zdefiniowanych w ramach 7 obszaréow gléwnych okre§lonych w normie ISO 26000
(http://www.pkn.pl/dobre-praktyki-odpowiedzialnosci-spolecznej;
www.odpowiedzialnybiznes.pl):

1. Lad organizacyjny — obejmuje: kulture¢ organizacyjng nastawiong na spoleczng

odpowiedzialno§¢ wewnatrz firmy, dziatania dotyczace angazowania pracownikow
w aktywnos¢ zwiagzang z CSR, budowanie strategii CSR oraz relacji z interesariuszami.

2. Prawa czlowieka — wolno$¢ wyrazania opinii, zrzeszania si¢, przeciwdziatanie
wszelkim typom dyskryminacji.
3.  Praktyki zwigzane z zatrudnieniem -— obejmuje wszelkie kwestie zwigzane

z wykonywaniem pracy (polityka rekrutacji, zatrudnienia, wynagrodzenia, awansu) na
rzecz organizacji, zarOwno wewnatrz organizacji , jak 1 przez podwykonawcow.
Praktyka ta dotyczy rowniez dziatan organizacji dotyczacych zapewnienia
odpowiednich warunkow pracy czyli: bezpieczenstwa, ochrony zdrowia, czasu pracy,
godzenie zycia zawodowego i prywatnego (work-life balance), rozwoju i szkolenia
pracownikow oraz uwzgledniania potrzeb 1 postulatéw zatrudnionych.

4.  Srodowisko — odnosi si¢ do etapu projektowania (wybodr surowcow), pakowania
wyrobow, dystrybucji, utylizacji odpadoéw. Obszar §rodowiska zwigzany jest réwniez
Zz promowaniem proekologicznej postawy wsrdd interesariuszy wewngtrznych
i zewnetrznych.

5. Uczciwe praktyki operacyjne — dotycza waznych relacji organizacji z otoczeniem,
przede wszystkim z innymi organizacjami, instytucjami publicznymi, klientami,
dostawcami, konkurentami. W ramach uczciwych praktyk wyrdznia si¢ polityki
antykorupcyjne, kodeksy postgpowania, przestrzeganie zapisOw oraz termindw umow
(np. dostaw, regulacji ptatno$ci), zapewnienie uczciwych cen. W ramach tych praktyk
wchodzg rowniez praktyki z zakresu edukacji.

6.  Zagadnienia konsumenckie — obszar ten dotyczy relacji organizacji z szeroko pojetym
odbiorcg produktow i ustug. W ramach zagadnien konsumenckich wyr6znia sig:
odpowiedzialny marketing (przestrzeganie zasad etycznych w komunikacji z odbiorcg),
ochrona danych, uszanowanie prywatno$ci, uszanowanie potrzeb klientow spotecznie
wrazliwych (np. oséb niepelnosprawnych).

7.  Rozwoj spoleczefstwa i zaangazowanie spotecznosci lokalnej — obejmuje relacje
organizacji ze spoleczno$cig znajdujaca si¢ w najblizszym otoczeniu. Organizacje w
ramach tego obszaru powinny uwzglednia¢ potrzeby spotecznosci lokalnej, dziatan na
rzecz ich rozwoju tzn. tworzenie nowych miejsc pracy, wspieranie lokalnych inicjatyw
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spotecznych, wspotpraca z administracjg oraz zaangazowanie spoteczne (np. dziatania

na rzecz edukacji), odpowiedni transfer wiedzy oraz technologii w regionie swojego

funkcjonowania.

Dobre praktyki dotycza migdzy innymi (http://www.pkn.pl/dobre-praktyki-
odpowiedzialnosci-spolecznej):

zarzadzania organizacja z uwzglednieniem zasad odpowiedzialnos$ci spotecznej
W procesie podejmowania i wdrazania decyzji;

stwarzania rownych szans i przeciwdziatania dyskryminacji (np. ze wzgledu na
pte¢ , wiek, wyznanie, orientacj¢ seksualng, niepetnosprawnosc);

przestrzegania fundamentalnych zasad i prawa w pracy, dotyczacych spraw
zwigzanych z warunkami zatrudnienia i pracy;

zatrudniania 1 stosunkow pracy, warunkow pracy i ochrony socjalnej, dialogu
spolecznego, bezpieczenstwa 1 higieny pracy (utrzymanie najwyzszego poziomu
fizycznej, psychicznej i spotecznej kondycji pracownikéw oraz zapobieganie
pogarszaniu si¢ stanu zdrowia z powodu warunkéw pracy, ochrona pracownikow
przed zagrozeniami dla zdrowia oraz dostosowanie $rodowiska zawodowego do
fizjologicznych i psychicznych potrzeb pracownikéw), rozwoju pracownikow
i szkolenia w miejscu pracy;

zapobiegania zanieczyszczeniu srodowiska (np. zapobieganie emisji do powietrza,
wody, unikanie powstawania odpadow);

zrbwnowazonego wykorzystania zasobow (ograniczenie zuzycia SUrOwWcOw
I energii, efektywne wykorzystanie materiatow itp.);

przeciwdziatania korupcji, poprzez m.in. szkolenie pracownikow celem
podnoszenia ich $wiadomosci w zakresie korupcji oraz metod jej przeciwdzialania;

stosowania uczciwej konkurencji, poprzez m.in. ustanowienie procedur i innych
mechanizméw  zapobiegajacych  angazowaniu si¢ lub  wspodtudzialowi
W zachowaniach ograniczajacych konkurencje;

poszanowania praw wtasnosci;

prowadzenia dialogu spotecznego na temat spraw bedacych przedmiotem
zainteresowania spotecznosci lokalnych, podejmowania inwestycji spotecznych
obejmujacych projekty zwigzane np. z edukacja, szkoleniem, kultura, ochrong
zdrowia, rozwijaniem infrastruktury, poprawa dostgpu do informacji oraz innymi
dzialaniami, mogacymi promowac rozw¢j ekonomiczny lub spoteczny;

prowadzenia uczciwego marketingu dotyczacego wyrobow 1 ustug, czyli
przekazywania prawdziwych i obiektywnych informacji oraz uczciwych praktyk
kontraktowych, poprzez m.in.: udostgpnianie istotnych informacji w przejrzysty
sposob, umozliwiajacy tatwy dostep oraz mozliwo$¢ pordwnania, jako podstawy do
dokonania przez konsumenta §wiadomego wyboru;

ochrony zdrowia i bezpieczenstwa konsumentow, poprzez m.in. dostarczanie
wyrobow 1 ustug, ktére w normalnych i1 dajacych si¢ rozsadnie przewidzie¢
warunkach uzytkowania sg bezpieczne dla uzytkownikow i innych oséb, ich mienia
oraz Srodowiska.

4.  Obszary spolecznej odpowiedzialnoSci

mozna

Dokonujac analizy réznych definicji spotecznej odpowiedzialno$ci przedsigbiorstwa

zauwazy¢ pewne obszary, ktorych spoleczna odpowiedzialnos¢ dotyczy:
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ekonomiczny, prawny, etyczny, filantropijny (tab. 2). Obszary te, oznaczaja zobowigzanie
organizacji wobec spoteczenstwa (Fryca, Jaworski, 2009).

Tab. 2: Obszary spotecznej odpowiedzialnosci (Opracowanie wiasne na podstawie: Fryca, Jaworski,
20009, s. 53; Kuraszko, 2010, s. 90-91

Poziom Obszar Charakterystyka

Poswiecenie przez przedsigbiorstwo czgsci zasobow na rzecz
spoteczenstwa, w ktérym funkcjonuje. Celem moze by¢: udzielanie
v Filantropijny konkretnej pomocy, poprawa warunkOw zycia, rozwigzywania
probleméw spotecznych itp. dzialalno$¢ charytatywna, wolontariat
pracowniczy, itp.

Konieczno$é prowadzenia dziatalnosci (funkcjonowania) w sposob
godziwy, sprawiedliwy, uczciwy i nalezyty w obszarze wolnym od
jakiejkolwiek regulacji prawnej. Przestrzeganie norm etycznych,
unikanie niewlasciwych zachowan, ujawnianie nieuczciwych
praktyk, itp.

Etyczny

i (moralny)

Przestrzeganie prawa w zakresie: prowadzenia dziatalnosci
I Prawny gospodarczej, ochrony s$rodowiska, ochrony konsumenta, prawa
pracy, zobowigzan biznesowych, itp.

Zyskowno$¢, maksymalizacja przychodow, minimalizacja kosztow,

Ekonomiczn L o o
I y opracowanie | wdrazanie skutecznych strategii, itp.

Ekonomiczny obszar spotecznej odpowiedzialnosci przedsigbiorstwa o0znacza nie tylko
I wylacznie zdolnos¢ do tworzenia zysku, ale oznacza systematyczne dziatania prowadzace do
polepszania wizerunku przedsiebiorstwa (dobrego pracodawcy, wiarygodnego partnera,
darczyncy, itp.), wzrostu jego konkurencyjnos$ci i innowacyjno$ci. W tym obszarze miesci si¢
ksztattowanie spotecznej kultury organizacyjnej, dbato$¢ o rozwdj, a dzicki temu wzrost
zaangazowania i motywacji pracownikow, tworzenie oraz utrzymywanie dobrych relacji
Zz dostawcami oraz ze spotecznoscig lokalng. Ekonomiczny obszar spolecznej
odpowiedzialno$ci zwigzany jest rowniez z tworzeniem dobrej jakosci dobr i ushug,
Z tworzeniem infrastruktury rozwoju spotecznego, wdrazaniem sprawdzonych zasad, praktyk
dziatania oraz transferu technologii (Fryca, Jaworski, 2009).

Prawny obszar spolecznej odpowiedzialno$ci przedsigbiorstwa dotyczy respektowania
prawa w zakresie: prowadzenia dziatalno$ci gospodarczej, prawa pracy, zobowigzan
podatkowych, ochrony konsumenta, ochrony $rodowiska. Przestrzeganie przez
przedsigbiorstwo  spolecznej odpowiedzialnosci w tym zakresie zwigzane jest
z: prowadzeniem przejrzystej 1 jawnej dzialalno$ci, rzetelnym i terminowym wywigzywaniem
si¢ z zobowigzan finansowych, rzetelnym wypetnianiem i dotrzymywaniem postanowien oraz
umow, zapewnieniem stabilnej wspotpracy z interesariuszami, itp. (Fryca, Jaworski, 2009).

Etyczny (moralny) obszar spotecznej odpowiedzialno$ci przenika przez wszystkie
zakresy funkcjonowania organizacji. Etyczno$¢ w organizacji 0znacza przestrzeganie prawa,
niepisanych lecz obowigzujacych zasad i1 norm moralnych, ktére uwidaczniajg si¢
w zwyczajach, zachowaniach, przyzwyczajeniach, nawykach itp. jednostek, grup oraz cale
organizacji. Rezultatami stosowania si¢ do etycznych zasad postepowania sg miedzy innymi,
zaufanie interesariuszy zewnetrznych, wzrost lojalnosci klientow, wzrost wiarygodnosci
wotoczeniu, polepszenie wizerunku publicznego, zaufanie pracownikow do organizacji co
przektada si¢ na wzrost zaangazowania pracownikow, tworzenie wspolnoty w rozwigzywaniu
problemdw, tagodzenie konfliktow (Fryca, Jaworski, 2009).
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Filantropijny obszar odpowiedzialno$ci zwigzany jest z wyksztalceniem w organizacji
umiejetnosci oraz mozliwosci dzielenia si¢ z innymi, czyli dotyczy dobroczynnos$ci, wsparcia
finansowego i rzeczowego, wolontariatu pracowniczego (Fryca, Jaworski, 2009).

5. Odpowiedzialny biznes w Polsce — przyklady dobrych praktyk

Co roku wzrasta liczba firm nie tylko zainteresowanych, ale roéwniez wdrazajacych
swoje praktyki w zakresie CSR w Polsce. W tab. 3 przedstawiono zaledwie nieliczne
przyktady dobrych praktyk stosowanych przez przedsigbiorstwa dziatajace w Polsce.
Przyktady firm zawarte w tabeli 3, to jedynie podane pojedyncze dziatania czesto licznych
praktyk stosowanych przez jedng i t¢ samg organizacjg.

Tab. 3: Przyktady dobrych praktyk w Polsce (opracowanie wiasne na podstawie Raportu 2011)

Nazwa . | Obszar wg ISO
przedsiebiorstwa Nazwa praktyki 26000 Chzarekerystyka

Akcja odbyla si¢ w 2011r., gdzie w 45
oddziatach BPH w catym kraju pracownicy-
Akcja wolontarisze skompletowali 3 tyS. zestawow
. i iato kolnych dla dzieci zakupi h
Bank BPH SA Wolontariatu PraktykI/as.pekty materia Of\iv szkolnych dla d%;em Zil upronyc d
Witai Szkolo” pracownicze przez  firmg  oraz  zebranyc wSro

” ) pracownikow.

Celem akcji bylo rowniez zintegrowanie
pracownikow réznych oddziatow firmy.

Od 2010 firma prowadzi akcje edukacyjne

Badz FAIR wobec konsumentoéw i uczestnikow imprez z zakresu
srodowiska. Srodowisko segregacji ~ opakowah  oraz  promocji
Calsberg Polska Daj $mieciom naturalne recyklingu. W 2011 roku akcja zostala
kosza. przeprowadzona wsrdd uczestnikow festiwalu
Woodstock.
Cel kampanii-przestanie: jedZ ostroznie, jedz
bezpiecznie, rob to co niezbedne by zapewnic
. bezpieczenstwo sobie i innym.

Kampania . .
Coca-Cola HBC promujaca Praktyki/aspekty | Pracownicy — otrzymali — artykuly = dt.
Polska Sp. z 0.0. bezpieczna jazde pracownicze Bezpieczenstwa na drodze, sms, plakaty, dane

(24-28.11.2011)

dot. wypadkéw na drodze. Wypozyczono
symulator dachowania, w ktorym pracownicy
firmy sami mogli przekonaé¢ si¢ o skutkach

wypadKu.

Zalozeniem  programu  jest  $wiadome
ABAC (Anti- zarzadzanie  ryzykiem w  kontaktach
Bribery and biznesowych: okreslono zasady obowiazujace
Corru %/ion) - pracownikow w kontaktach ze §rodowiskiem
. . P zewngetrznym, monitoring  relacji  celem
GlaxoSmithKline kompleksowy . . R . L
- Uczciwe praktyki | podniesienia ich  jako$ci.  Zastosowano
Pharmaceuticals program vk . . . .
LS . ynkowe narzedzia: system ewidencji kontaktow
SA przeciwdziatania Ko funke . .
i zapobiegania pracownikow z  funkcjonariuszami
rzekUDStWU publicznymi, monitoring wspotpracy
pi korup i z dostawcami nalezacymi do grupy wysokiego
he) ryzyka, szkolenia dla wszystkich
pracownikoOw w danej tematyce.
Zaangazowanie i | Projekt zrealizowano w XI i XIlI 2011r.
IKEA Retail Sp. z | Kazdy pluszak to rozwoj wktodzi. Cel akcji: zbiérka nowych
0.0. historia spotecznosci pluszakoéw dla dzieci, ktorym udzielana jest
lokalnej pomoc przez zespoly ratownicze (zebrano
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1615 pluszakow). Oprocz tego firma
z kazdego sprzedanego pluszaka przekazata
IKEA Funadtion leuro na rzecz projektow dla
dzieci. Pracownicy i znani todzianie nagrali 25
bajek (2500 ptyt CD) dla dzieci (opracowano
audiobook z bajkami — ilo$¢ pobran — 4500).

W ramach programu firma promuje ideg
zatrudniania os6b niepelnosprawnych wsrod
swoich klientow 1 partnerbw poprzez
przetamywanie barier i1 stereotypéw (sama
firma réwniez zatrudnia osoby z orzeczona

niepetnosprawnoscia). Podczas  trwania

Job Impulse procesu rekrutacji i zatrudniania klient firmy
Polska 9Grupa TAKpetnosprawni | Prawa cztowieka | ma zapewniong opieke konsultanta
Job) przygotowanego w  zakresie  prawnych

i psychologicznych  aspektow  wspotpracy
z pracownikiem niepelnosprawnym. Kazda
firma  wchodzac do  projektu  ma
zagwarantowane  szkolenie dla  kadry
zarzadzajacej, celem przyspieszenia asymilacji
nowego pracownika.

6. Podsumowanie

Obecnie, w Polsce, zagadnienie zwigzane ze spoleczng odpowiedzialno$cig organizacji
jest tematem zashugujacym na szczego6lng uwage. Z roku na rok wzrasta liczba organizacji,
ktére wykazuja systematyczne dzialania w zakresie siedmiu obszaréw gtownych zawartych
w normie ISO 26000, co mozna zauwazy¢ przegladajac coroczne raporty przedstawiajace
dobre  praktyki  odpowiedzialnego  biznesu. = Odpowiedzialno$¢  spoteczna  dla
odpowiedzialnych organizacji to przede wszystkim inwestycje. Szczegdlnie inwestycje
w zasoby ludzkie, a doktadniej podnoszenie ich kwalifikacji, a takze dbato$¢ o relacje
Z interesariuszami oraz ze spoteczno$cig lokalng. Organizacje, ktore patrza w przyszios¢
dlugookresowo podejmuja decyzje bioragc pod uwage w réwnym stopniu wymiar
ekonomiczny, spoteczny 1 ekologiczny. Stosowane przez nich rozwigzania sg nie tylko oparte
na kalkulacjach ekonomicznych, ale rowniez spotecznych odpowiedzialnie i przyjaznych dla
srodowiska. Nalezy rowniez pamigtac, iz spoteczna odpowiedzialnos$¢ to rowniez wspotpraca
organizacji, przedsigbiorstw z samorzadami lokalnymi, organizacjami pozarzadowymi 1 ich
wspodlna inicjatywa na rzecz zrOwnowazonego rozwoju.
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ZNACZENIE KAPITALU SPOLECZNEGO W ROZWOJU ZASOBOW
NIEMATERIALNYCH KREATYWNEGO SEKTORA MSP

ANETA SOKOL

Abstract

Nowadays more and more evident to the development towards the use of non-pecuniary
factors. In this context, the literature often shows the influence of intangible assets on the
development of the regions, but rare to analyze the creative sector, whose importance in the
creation of added value in the region seems to be beyond doubt. Therefore, the interest of this
article is to present the impact of social capital on the development of this sector in Western
Pomerania. The verification of the targets was based on the analysis of the literature and a
survey among a group of entrepreneurs from the region.

Key words: creative industries, social capital.

1.  Wprowadzenie

Wspotczesnie w  literaturze przedmiotu mozna odnalezé stwierdzenie, ze
najwazniejszym czynnikiem wzrostu gospodarczego obok wiedzy i innowacji jest sektor
kreatywny. Zardwno teoretycy, jak i1 praktycy sa zgodni co do jego roli jako zZrédta przewagi
konkurencyjnej w sferze mikro, jak i makroekonomicznej. Stwierdzenie to szczegodlnie mozna
odnie$¢ do zdolno$ci w zakresie nabywania i rozwijania unikatowych zdolno$ci, w tym
szybkiego i wlasciwego reagowania na zmiany.

W zwigzku z powyzszym wskaza¢ nalezy, ze wspoOtczesny rozwdj zalezy od
wlasciwego generowania warto$ci dodanej wytwarzanej przez sektor kreatywny oraz zaplecza
infrastrukturalnego wspomagajacego jej absorpcje, a nastepnie komercjalizacje. Efektywno$¢
w tym zakresie powinna zosta¢ skoncentrowana w mikrogospodarczych strukturach —
regionach.

Celem artykulu sg rozwazania poznawcze, teoretyczno- metodologiczne na temat
uwarunkowan rozwoju kapitalu spolecznego oraz jego wplywu na sektor kreatywny
W wojewddztwie zachodniopomorskim. Do analizy wykorzystano metody badania
dokumentow, analogowe 1 heurystyczne oraz wywiady i ankiety. Uwarunkowanie rozwoju
spoleczno — gospodarczego regionu prezentowane szeroko w literaturze przedmiotu pozwolity
wskazaé¢ na wplyw roznic spotecznych sprzyjajacych lub hamujacych rozwdj prezentowanego
sektora jako kluczowego zasobu wspotczesnych gospodarek.

2. Definicja kapitalu spolecznego — rozwdj i wizja

Proba przedstawienia historycznego procesu ksztattowania si¢ pojecia kapitatu
spotecznego, podobnie jak ludzkiego oraz jego uzytecznosci dla rozwoju nauk jest trudna
I niejednoznaczna. Istnieje wiele definicji tego rodzaju kapitatu, poszczegdlne szkoty czy
nawet prady ideologiczne okreslajg tym terminem skrajnie inne zjawiska w réznych sferach
zycia. Analiza literatury przedmiotu wykazata, ze kategoria tego rodzaju kapitatu po raz
pierwszy zostala uzyta w kontekscie rozwazan nad demokracja. Aczkolwiek nie tylko,
poniewaz w 1904 roku H. James w powiesci Golden Bowl opisat zjawisko, ktore zostalo
okreslone, jako kapitat spoleczny kobiety, uznajac go, jako jej zaséb, ktory decyduje o jej
charakterze. Do obiegu teoretyczne pojecie to zostalo prawdopodobnie wprowadzone przez L.
L. Hanifan w 1916 roku. Zostato ono uzyte by opisa¢ wplyw wiezi we wspdlnocie na
funkcjonowanie wiejskich szkét w Wirginii Zachodniej. Prowadzone badania doprowadzilty
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autorke do wnioskow, ze utrata przez obywateli aktywnos$ci dotyczaca umiejetnosci i checi do
nawigzywania kontaktow sgsiedzkich zagraza lokalnym wspdlnotom. W wyniku uzyskanych
wynikéw stwierdzono, ze koniecznoscig jest dla prawidlowego rozwoju spoteczenstwa by
podejmowaé dziatania budujgce i wzmacniajace osobiste relacje miedzy obywatelami
(Bokajto, 2010, s. 19).

Kapitat spoteczny, jako poj¢cie funkcjonuje od niedawna. Jego klasyczne ujecie mozna
odnalez¢ w pracach P. Bourrdieu, J. S. Coleman, F. Fukuyama i R. D. Putnam, ktore
zawieraja podstawowe konceptualizacje tego pojecia oraz wyznaczaja gldwne obszary badan.
Terminem kapital spoteczny po raz pierwszy postuzyta si¢ Lyda J. Hanifan w 1916 r.
w odniesieniu do osrodkow wiejskich. Wedtug wymienionej autorki sgsiedzka wspolpraca na
terenach wiejskich poprzez obnizenie kosztow, utatwia wytwarzanie dobr i generowanie
przychodu. Zaznaczy¢ jednak nalezy, ze oczywiscie to zjawisko nie tylko jest
charakterystyczne dla obszarow wiejskich, zalezno$¢ tag mozna rowniez odnies¢ do terendow
miejskich. Jednakze termin kapital spoteczny rozpowszechnit si¢ w latach 80-tych
P. Bourdieu i F. Fukuyamy. Réwniez w pod koniec lat 80-tych znany socjolog J. S. Coleman
i politolog R. Putnam wypowiadali si¢ na ten temat rozpowszechniajac ten termin. Mozna
powiedzie¢, ze kazdy z wymienionych autorow pierwszych definicji kapitalu spotecznego
postrzegal go nieco inaczej i zwracal uwage na inne jego cechy. I tak, np. P. Bourdieu
charakteryzowat ten rodzaj kapitatu w skali indywidualnej, mozna, zatem powiedzie¢, ze w
skali mikro. Ujecie mezo prezentowal J. S. Coleman, za$ odniesienie do makroskali
zauwazymy analizujac definicje dwoch pozostatych badaczy (Sierocinska, 2011, passim).

P. Bourdieu-jak wspomniano powyzej-w swojej pracy prezentowal indywidualny
kapitat spoteczny. Wedlug niego taki kapital spoteczny tworza znajomi danej jednostki
spotecznej. Sadzil on, Zze ten rodzaj kapitalu przyczynia si¢ do powstawania nierownosci
spotecznych. (Sierocinska, 2011, passim) Stwierdzenie to wynika z faktu, ze jego koncepcja
kapitatu spotecznego wywodzi si¢ z teorii klas spotecznych. Ponadto P. Bourdieu traktuje
kapitat spoteczny, jako wynik procesu historycznego. Nie jest on, zatem dobrodziejstwem,
ktore powstaje samoistnie w sposob niezalezny i naturalny. (Klimowicz, 2010, 47,48)

F. Fukuyama definiowat kapital spoteczny, jako atrybut stabilnej spotecznos$ci opartej
na zasadach trwatego systemu politycznego 1 prawnego. Zwraca on szczeg6lng uwage na
poziom zaufania, ktory tworzy si¢ wokol okreslonych srodowisk. Jego zdaniem, aby budowacé
zdrowe relacje spoteczne nalezy m. in. wzmacnia¢ cnoty etyczne. Inaczej przedstawiat kapitat
spoteczny J. S. Coleman, ktory uwazal, ze w malych grupach tworzg si¢ silne wiezi spoteczne
tworzone w celu realizacji wytyczonych celoéw. Ludzie wspotorganizujac si¢ w tym grupach
wptywaja, na jako$¢ kapitalu spotecznego, z ktéorego moga rowniez korzysta¢ nowi
cztonkowie grupy. Zatem wlasciwe cele indywidualne wptywaja pozytywnie na rozwoj calej
spotecznosci na danym obszarze terytorialnym. (Sierocinska, 2011, passim) Kapitat spoteczny
tutaj traktowany jest, jako rodzaj struktury spotecznej. Mozna, zatem powiedzie¢, ze
koncepcja kapitalu spotecznego tego badacza jest uznawana za klasyczng dla calo$ciowego
jego systematycznego ujecia (Klimowicz, 2010, s. 47-48).

Warto zaznaczy¢, ze Putnama interesowaty wieksze struktury spoteczne. Uwazat on, iz
pomimo stabszych relacji takie powigzania maja jednak wigksze znaczenie dla rozwoju
gospodarczego. Za gtowng ceche kapitatu spotecznego uznat zaufanie 1 wspolne wartosci,
jakie posiadaja cztonkowie danej grupy spotecznej. Ponadto o zasobno$ci kapitalu
spotecznego decyduja oddolne inicjatywy samoorganizowania si¢ ludzi 1 zaangazowania
w zycie danej spotecznosci. Wspdlne wartosci danej grupy tworzg dodatkowa korzys¢ dla jej
cztonkow. Stad tez kapital spoteczny zdaniem autora moze by¢ zar6wno dobrem prywatnym,
jak i dobrem publicznym (Sierocinska, 2011, passim). Warto zaznaczy¢, ze w swoich
badaniach Putnam nie interesowatl si¢ wymiarem edukacyjnym kapitatu spotecznego, tak jak
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to czynit P. Bourdieu, czy J. S. Coleman. Przedmiotem jego badan réwniez nie byly aspekty
polityczne odnoszace si¢ do tego rodzaju kapitalu. Glowny cigzar jego badan skupiat si¢
wokot integracyjnych funkcji organizacji spotecznych (Klimowicz, 2010, s. 47-48).

Tab. 1: Definicje kapitatu spotecznego (Grewinski, Kaminski, 2007, s. 28; Kazmierczak, 2007, s. 47;
Fukuyama, 1997, s. 169; Kapitat spoteczny we ..., 2005, s. 6; Sztompka, 2007, s. 224; Theiss, 2007,
s. 40)

Autor Definicja kapitalu spotecznego

R. D. Putnam »Kapitat spoteczny to te cechy organizacji spotecznych, takich jak sieci (uktady) jednostek
lub gospodarstw domowych oraz powigzanych z nimi norm i wartosci, ktore kreuja efekty
zewngtrzne dla catej wspolnoty”

,Kapital spoleczny mozna najprosciej zdefiniowaé, jako zestaw nieformalnych wartos$ci
F. Fukuyama i norm etycznych wspolnych dla cztonkow okreslonej grupy i umozliwiajacych im
skuteczne wspotdziatanie”

»Kapital spoteczny to zbidr rzeczywistych i potencjalnych zasobow, jakie zwiazane sa
Z posiadaniem trwalej sieci mniej lub bardziej zinstytucjonalizowanych zwiazkéw
wspartych na wzajemnej znajomos$ci i uznaniu — lub inaczej méwigc z czlonkostwem
w grupie, — ktora dostarcza kazdemu ze swych czlonkoéw wsparcia w postaci kapitatu
posiadanego przez kolektyw, wiarygodno$ci, ktora daje im dostep do kredytu
W najszerszym sensie tego stowa”

P. Bourdieu

Jest to ,,zasob jednostek, ktorego zrodlem sg sieci ich powiazania, po ktorych kraza: dobra
symboliczne (informacje, wartosci, idee i in.), materialne (rzeczy, pieniadze) i emocje
(aprobata, szacunek, sympatia itp.) . Kapitat spoteczny warunkujac wzajemno$¢ i zaufanie,
wplywa na gotowo$¢ do podejmowania wspolpracy i na potencjal jej efektywnosci. Cecha
T. Kazmierczak | szczegdlng kapitatu spotecznego jest to, iz pozwala on swoim dysponentom osiggaé cele,
ktére w innym przypadku nie bytyby zrealizowane w ogoéle lub wymagalyby poniesienia
wyzszych kosztow. Tak rozumiany kapitat spoleczny nie jest dobrem publicznym, tylko
,»klubowym”, poniewaz nie kazdy ma do niego dostgp — jedynie jednostki powigzane
sieciami.”

Jest to ,,regularne i powtarzalne podtrzymywanie przez ludzi kontaktéw z innymi w celu
M. Grewinski realizowania wspolnych zamierzen, co prowadzi¢ powinno do pozytywnych skutkow
zarowno dla samych jednostek, wzmocnienia wigzi spolecznych migdzy nimi, jak i dla
dziatalno$ci instytucji.

Kapitatl spoteczny to komponent ,,umieje¢tnosci, wspotdziatania i wspolpracy jednostek
H. Januszek ludzkich w ramach grup spotecznych organizacji i instytucji spotecznych réznego typu (nie
tylko gospodarczych) dla realizacji wspolnych celow”.

Kapital spoteczny to ,wigzi zaufania, lojalnos¢ i solidarno$é, znajdujace wyraz
P. Sztompka W samoorganizowaniu si¢ 1 samorzadnosci, gtoéwnie w ramach dobrowolnych
stowarzyszen.”

) Kapital spoteczny to ,sie¢ powigzan i norm spotecznych, ktére przyczyniaja si¢ do
M. Theiss wspoétdziatania osob dla poprawy indywidualnej sytuacji zyciowej oraz zapobiegania
i rozwigzywania problemow spotecznych.”

W zwigzku z powyzszym dokonujac przegladu prezentowanych w literaturze
przedmiotu definicji kapitalu spotecznego mozna wskaza¢ na trzy zasadnicze ich grupy
(Moron, 2009, s. 29):

1. ,Twarde” strukturalne — kladgce nacisk na powigzania, role i sieci spoleczne, za
pomoca, ktorych przekazywane sa informacje i normy, odnoszace si¢ do J. S.
Colemana. Ten rodzaj pogladow prezentujg badacze, ktorzy badaja zwigzku pomiedzy
kapitatem spotecznym a gospodarka;
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2. ,Migkkie” poznawcze — koncentrujace si¢ na wartosciach, zaufaniu, normach zasadzie
wzajemnosci. Ten rodzaj postrzegania kapitatu spolecznego odnosi si¢ do pogladow
R. Putnama. Jest on stosowany przez badajacych zwigzki kapitalu spotecznego

I procesOw
efektywnego rzadzenia;

spotecznych

lub politycznych,

np.

spoleczenstwa obywatelskiego,

3.  ,,Mieszane”, w ktérych ujeciu na kapitat spoleczny sktadaja si¢ kapital struktury, (czyli

sieci relacji) oraz wartos$ci, zaufanie i normy.

Tab. 2: Typy kapitatu spotecznego (Theiss, 2006, za: Jamka, 2011, s. 162)

Kryterium podzialu

Typy kapitalu spolecznego

Zakres pojecia

Wylacznie wigzi i
normy spoleczne

Wigzi, normy
spoteczne, instytucje
i organizacje

Wigzi, normy
spoteczne, instytucje
spoteczne, rozwigzania
prawne i ekonomiczne

spoteczne (kraju)
Poziom analizy socjologicznej Jednostek lub Grup spolecznveh lub
i/lub o$rodek koncentracji kapitatu gospodarstw JTUp SPe Y instytucji krajow
srodowisk lokalnych
spotecznego domowych

Ekonomiczny rodzaj dobra

Dobro prywatne

Dobro klubowe

Dobro publiczne

Charakter efektow zewngtrznych

Przynoszace negatywne efekty zewnetrzne

Przynoszace
pozytywne efekty

zewnetrzne

Cele dysponenta kapitatu

Zorientowany na realizacje celow

Zorientowany na
realizacje dobra

ekonomicznym

ekonomicznym

spotecznego partykularnych wspblnego
Oparty ha wigzl Oparty na wi¢zi
ZIZESZENIOWE], naturalnej, taczac Oparty na pionowych
Rodzaj powigzan tworzacych Iaczacy osoby o J, 14czacy LT

. . . 0soby o roznym zalezno$ciach wladzy

kapitat spoteczny roznym statusie . L o

statusie spoleczno- I zwierzchno$ci

spoleczno-

Sita, ekskluzywno$¢ i
czestotliwos¢ kontaktow w
istniejacych powigzaniach

Oparty na stabych powiazaniach
i sporadycznych kontaktach

Oparty na silnych
powiazaniach i
czestych kontaktach

Promien zaufania pomigdzy
osobami

Zroznicowany — 0d zaufania ograniczonego do

zaufania ogolnego

najblizszej rodziny do

Stopien formalizacji kapitalu

spolecznego nieformalny formalny
Strefa, w ktorej objawia si¢ kapitat ) Obywatelski/kapitat
Prawny/rodzinny spoteczny w sferze

spoleczny : .

publicznej

3. Skladniki kapitalu spolecznego

Roéznorodno$¢ definicyjna oraz interpretacyjna zjawisk wchodzacych w sktad badan na
temat istoty kapitatu spolecznego jest znaczna. Istnieje wiele teorii, ktérych dorobek mozna
wykorzysta¢ badajac aspekty poznawcze tej kategorii naukowej oraz jej wplywu na inne
podmioty. I tak dla przyktadu mozna wskaza¢ inny wymiar podziatu kapitatu spolecznego
oraz zasadnicze typy jego analizy wprowadza Center for Educational Research and
Innovation OECD (The Well-being of Nations..., 2011, passim):
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1.  Antropologiczne, koncentrujace si¢ na naturalnych i biologicznych podstawach
stowarzyszania si¢ ludzi 1 wynikajacych z nich modelach porzadku spotecznego.

2.  Socjologiczne, badajace normy spoteczne 1 cechy organizacji spoteczne;j,
aw szczeg6lno$ci: normy  zaufania, wzajemnosci 1 sieci zaangazowania
obywatelskiego.

3. Ekonomiczne, opierajagce si¢ na zatozeniu, ze osoby daza do osiggnigcia
indywidualnych korzysci nawigzujac interakcje z innymi oraz si¢gaja po kapitat
spoteczny w celu realizacji r6znych grupowych celow.

4.  Polityczne, podejmujace zagadnienia oddziatywania instytucji i norm politycznych
I spotecznych na zachowania ludzi.

Tab. 3: Sktadniki kapitatu spotecznego (Dyduch 2004)

Wymiar kapitalu Skladnik kapitatu

Cechy skladnika
spolecznego spolecznego
- wzajemno$¢ dziatan
- altruizm
. . Poz ne zachowania - pomoc i wsparcie
Wymiar wzajemnych ytyw S P P o 2
W siecl - odwaga, otwartosc¢, asertywnos¢

stosunkow . .
- podejmowanie ryzyka

- akceptacja i tolerancja
- inicjatywa

- wiezi spoleczne wewnatrz organizacji
Sieci - wiezi z interesariuszami

- wigzi organizacji z innymi podmiotami
- bazy danych i klientach

Wymiar strukturalny

- $wiadomos$¢ misji i wizji

Normy - stopien reprezentacji przez organizacj¢
- kultura i tozsamos$¢ organizacji

- rozwigzywanie konfliktow

Wymiar poznawczy

- $rodowisko wsparcia i wzmocnienia
Wymiar poznawczy Wspdlnota - pozytywna dynamika grupowa

- wspolnota organizacji

- stopien reprezentacji przez organizacj¢

- wspolna praca nad projektami i ofertami

Wymiar wzajemnych Praca zespotowa o
, - burze moézgoéw
stosunkow . -
- zebrania formalne i nieformalne
- zaangazowanie uczestnikdw organizacji
- niezalezno$¢
Proaktywnos¢ - inicjatywa

Wymiar poznawcz . S .
y P y - poczucie odpowiedzialnos$ci

- otwarta komunikacja

- wspoldziatanie
- budowa zaufania
Wymiar wzajemnych Zaufanie - otwarto$é
stosunkow - wymiana informacji

- podejmowanie dziatan ryzykownych

4. Cechy kapitalu spolecznego
K. Kostro wymienit nastepujace cechy kapitatu spotecznego (2005):
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1. Produkcja — kapital spoteczny tworzy si¢ przy uzyciu konkretnych zasobow
materialnych, pieni¢znych, pracy oraz czasu.

2.  Transformacja — kapitat spoteczny ma zdolnos$¢ przeksztatcania jednych dobr (zasobow
materialnych, pieni¢znych, pracy oraz czasu) w korzysci niemozliwe do osiaggnigcia
W inny sposéb (np. korzystanie z cudzej wiedzy, umieje¢tnosci, zapewnienia
uprzywilejowanego traktowania, otrzymanie wsparcia emocjonalnego lub pomocy
w trudnej sytuacji itd.).

3. Proces inwestycji — zasoby materialne, pieniezne, prac¢ oraz czas ,,inwestuje” si¢
w stworzenie klimatu sprzyjajgcego Wzajemnemu zaufaniu. Silniejsze wigzi wymagaja
wigkszych inwestycji, stabsze — mniejszych.

4.  Roznorodnos¢ — podobnie jak kapitat rzeczowy, kapital spoteczny jest heterogeniczny;

5.  Roézne stopnie trwatosci — od rodzaju relacji zalezy czas jej trwania.

6.  Dbalos¢ o kapitat spoteczny, — aby kapital spoleczny zachowal swoja produktywnos¢,
musi by¢, co pewien czas ,,uruchamiany”.

7.  Przewidywalno$¢ — znajac rodzaj relacji (stopien trwatosci kapitatu spotecznego),
mozna przewidzie¢ niektore sytuacje.

8.  Koszt alternatywny — tworzenie i utrzymywanie kapitatu spotecznego poprzedza
kalkulacja kosztoéw i korzysci.

9. Zbywalno$¢ — jest to cecha kapitalu spolecznego wystepujaca jedynie po czesci, gdyz
nie jest mozliwe odsprzedanie i wynajecie kapitatu spotecznego. W pewnej formie
mozna przekazaé lub odziedziczy¢ kapitat spoteczny (np. znajomi rodzicoéw stajg si¢ tez
znajomymi dzieci).

5. Analiza roli kapitalu spolecznego w rozwoju kreatywnego
sektora MSP

W zwigzku z powyzszym przeprowadzono badania majace na celu oszacowanie stopnia
wpltywu poszczegdlnych szans 1 zagrozen wynikajacych z proceséw ksztaltowania sig
kapitatu spotecznego na rozwoj sektora kreatywnego. Badania byly prowadzone w skali
makro i mikro. W literaturze przedmiotu zaproponowano nastepujacy podzial omawianego
sektora, ktory wykorzystano do badania. Do dziatalno$ci tworczych o charakterze
kulturalnym zaliczy¢ nalezy te rodzaje dziatalno$ci, ktére maja korzenie w kreatywnosci,
umiejetnosciach 1 talencie czlowieka, ale jednoczesnie wigza si¢ wylacznie z wytwarzaniem
produktow kreatywnych (grupa 1). Naleza do nich: literatura, sztuki wizualne, film, video,
dzialalnos¢ muzyczna, sztuki sceniczne (teatr, taniec), fotografia. W ramach dziatan
tworczych o charakterze uzytkowym uwzgledniono branze wytwarzajace przede wszystkim
produkty komercyjne. Elementem odrézniajacym wytwory dziatalnosci twoérczych
0 charakterze uzytkowym od wytworé6w branz kulturalnych jest przebieg procesu
komercjalizacji tych produktow. Znaczna cze$¢ produktow branz kulturalnych jest, bowiem
wytwarzana w sektorze publicznym, a ich wejScie na rynek mozliwe jest w wielu
przypadkach jedynie dzigki wsparciu roznych instytucji 1 organizacji. Do dzialalnosci
tworczych o charakterze uzytkowym zaliczono (grupa 2): reklamg; architekture, wzornictwo
i projektowanie mody; dziatalno§¢ wydawniczg; radio i telewizjg; oprogramowanie
komputerowe (w tym interaktywne oprogramowanie rozrywkowe). M. Grochowski,
S. Dudek-Mankowska, M. Fuhrmann, T. Zegar wprowadzili grupg, 3 do ktorej zaliczyli
podmioty, ktére swoja dziatalno$¢ kreatywng opieraja na wiedzy. I tak zaliczamy tutaj:
produkcje 1 ustugi w zakresie technologii informacyjno-komunikacyjnych (ICT) z wyjatkiem
oprogramowania; Badania i rozw¢j (BR.). Grupa 4 zostala rowniez zaproponowana przez
ponizszych autorow 1 zaliczono do niej mianowicie nastgpujace formy dziatalnosci
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gospodarczej w ramach otoczenia sektora kreatywnego: instytucje kultury; handel sztuka
I antykami; media; szkolnictwo wyzsze: dziatalno$ci zwigzane z eksploatacjg praw autorskich
(Grochowski, Dudek-Mankowska, Fuhrmann, Zegar, 2012, s. 11).

W 2013 roku badaniu dotyczacym diagnozy kapitalu kreatywnego i jego wptywu na
wartos¢ podmiotow poddano grupe 1 — 500 pracownikow; w grupie 2 przebadano — 250
pracownikow, grupe 3 stanowili respondenci w ilosci 123 oraz 36 0s6b z grupy 4. Osoby
zostaly dobrane losowo z uwzglednieniem celu badan. Badanie polegato na przeprowadzaniu
ankiet, w ktorych uwzgledniono pytania zamknigte. Wérdd pracownikow sektora MSP byly to
przede wszystkim podmioty ktére koncentrowaty swoja dziatalno$¢ na rynkach krajowych
i regionalnych. Tylko 26% badanych oferowata swoje ustugi lub produkty na rynkach
krajowych i zagranicznych. Badani przedstawiciele firm byli w wieku 22 — 44, ale
z dominacjg os6b mtodych majacych 22 — 35 lat. Wyksztatcenie osob badanych bylo bardzo
rozne. Staz prowadzenia przedsi¢gbiorstwa prywatnego w branzy byt u wigckszosci krotki (do
5—10 lat), tylko jedna osoba zajmowata si¢ tego typu dziatalno$cig przeszto 15 lat. Sposrod
badanych w tej grupie znalazty si¢ osoby z publicznego sektora kreatywnego ich wiek takze
w dominujacej wigkszosci to byli ludzie od 22 do 44 lat. Ta sama tendencja dotyczyta
organizacji non profit. Cel uwzglednienia wieku w dobranej grupie badawczej byt istotny ze
wzgledu na poziom kreatywnos$ci osob, ktory wraz z wiekiem ulega zmniejszeniu. Jest to
ogo6lna regula i nie zawsze odzwierciedlajgca indywidualne predyspozycje 0sob, aczkolwiek
w pewnym procencie ukazujgca powyzszg tendencje. W 57% respondentami badane byly
kobiety. Podmioty biorgce udzial w projekcie w 33% prowadzily dzialalno$¢ na skale
miedzynarodowa, 53% prowadzity dziatalno§¢ w skali Polski, tylko nieliczna grupa ogranicza
swoja dzialalno$¢ do lokalnego rynku. Celem badania byly rozwazania poznawcze,
teoretyczno- metodologiczne na temat uwarunkowan rozwoju kapitatu spotecznego
w rozwoju kreatywnego sektora MSP. Do analizy wykorzystano metody badania
dokumentéw, analogowe i heurystyczne. Badanie zostalo przeprowadzone w oparciu o
jako$ciowa, jaki 1 iloSciowa analiz¢ danych statystycznych.

Dziatalno§¢ podmiotéw sektora kreatywnego jest niewatpliwie powaznym
stymulatorem rozwoju regiondéw i sprzyjaja wzrostowi konkurencyjnosci oraz innowacyjnosci
jego gospodarki, ale nie wyczerpuje sie tylko w tej funkcji. A ponadto zarowno ten zakres
dziatalnos$ci implikuje wiele dylematow spotecznych, zastlugujacych z wielu wzgledow na
rozwazenie. Jednym z nich jest kwestia rozpoznania i oceny, ktére czynniki oddzialujagce na
badany sektor multiplikuja jego trendy rozwojowe, a ktore dziatajg neutralnie lub wrecz
hamujaco (Sotoma, 2009, s. 227-238). Rozwazania teoretyczne staty si¢ przyczynkiem do
podjecia badan weryfikujacych teorie.

5.1. Kapital spoleczny i relacje wewnatrz organizacji a jej potencjal rozwoju —
skala mikro

W pierwszej czeSci badania postawiono sobie za cel okreslenie czy kapitat spoleczny
interpretowany wedtug teorii wybitnych badaczy w formie, o jakiej oni pisali, sprzyja
rozwojowi sektora kreatywnego, czy wrecz hamuje go i ogranicza. W wyniku analizy
zebranych danych mozna wskaza¢, ze dla sektora kreatywnego wazne s3 luzne wigzi
spoleczne, otwarto$¢, zaufanie oraz zaangazowanie spoteczne na rzecz rozwoju srodowiska
lokalnego. Stad tez odnoszac si¢ do wyzej prezentowanych trzech teorii dotyczacych kapitatu
spolecznego wydaje si¢, ze ta najblizszg, ktéra odpowiadalaby zapotrzebowaniom by
stworzy¢ wlasciwe warunki dla kreatywnosci jest teoria R. D. Putnama. Teoria Colmana
wydaje si¢ oczywiscie stuszna i nie mozna kwestionowac¢ jej waznosci, aczkolwiek tworzenie
grup czy sieci, ktore dzialaja na rzecz rozwoju okreslonego obszaru terytorialnego, czy
podmiotu moga wptywac na zakldcenie procesu kreatywnego, ograniczajac jego potencjat.
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Chodzi tu o tworzenie S$cistych wigzi, ktore moga nie by¢ pozytywna determinanta dla
tworczosci. Przeciez stwierdzono juz, ze wlasnie roznorodno$¢ i poczucie wolnosci sg
glownymi stymulatorami tworczego potencjatu.

W zwigzku z powyzszym przeprowadzono badania, ktdére mogltyby potwierdzi¢ lub
zaprzeczy¢ prezentowanym tezom. I tak, w wyniku prowadzonych analiz okazato si¢, ze
badane podmioty bardzo czgsto wskazywaty niemal na wszystkie wymienione determinanty
dotyczace rozwoju kapitatu spotecznego jako istotne dla rozwoju MSP sektora kreatywnego,
sposrod wszystkich stymulatorow wymienionych w kwestionariuszu ankiety. Najczesciej
jednak zwracano uwage na to, ze wazna jest odwaga, otwarto$§¢ 1 asertywno$¢ oraz
wzajemnos¢ dziatania (rys. 1). Te cechy byly szczegdlnie czesto wskazywane przez ludzi,
ktorych wiek nie przekraczat 35 lat. Wydaje si¢ to by¢ bardzo logiczne, ze kazdy
z respondentow wskazywal te odpowiedzi, poniewaz te wlasnie cechy uwarunkowuja
W znacznym stopniu rozw0j wilasciwych postaw spotecznych stymulujacych kreatywnosé
w badanych podmiotach i nie tylko. W sektorze kreatywnym istnieja branze niszowe, ktore
W stopniu  szczegdlnym potrzebuja prawidlowego rozwoju struktury spotecznej. Analiza
uzyskanych danych pokazuje, ze rdéwnie istotnym czynnikiem i mocno powigzanym
Z poprzednimi determinantami jest otwarto$¢ na wzajemng pomoc, ktéora moze stac si¢
generatorem warto$ci dodanych w podmiocie. Liczba udzielonych odpowiedzi pokazatla, ze
szczegllng wage do znaczenia tej determinanty wykazali przedstawiciele grupy czwartej, do
ktorych zaliczamy podmioty ukierunkowane w swojej dziatalno$ci na instytucje kultury;
handel sztuka i antykami; media; szkolnictwo wyzsze: dziatalno$ci zwigzane z eksploatacja
praw autorskich.

H Wzajemnos¢ dziatan
& Pomoc i wsparcie
4 Odwaga, otwarto$¢,asertywnosc¢

1 Podejmowanie ryzyka

11 Akceptacja i tolerancja

. Inicjatywa

Rys. 1: Pozytywne zachowania w sieci (wltasne badania)

Ankietowani bardzo czesto podkreslali takze znaczenie czynnika decydujacego
0 sukcesie 1 rozwoju sektora kreatywnego w Polsce, czyli sklonnosci do podejmowania
inicjatyw, podejmowanie ryzyka oraz odpowiedni poziom akceptacji i tolerancji. S to istotne
stymulatory rozwoju kreatywnosci w tych podmiotach i1 ich brak stanowi nieraz znaczaca
przeszkode uniemozliwiajaca realizacj¢ niektérych projektdow. Rowniez waznymi
determinantami, na ktore zwrdcili uwage respondenci byly czynniki takie jak: wzrost
aktywno$ci samorzadu terytorialnego w propagowaniu rozwoju sektoréw kreatywnych,
tworzenie wzglednie trwalych wiezi pomigdzy aktorami rynku oraz tworzenie wigzi
wspotpracy. Najmniej badanych zwrdcito uwage natomiast na takie stymulatory rozwoju jak:
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srodowisko wsparcia i wzmocnienia, pozytywna dynamika grupowa, wspolnota organizacji,
stopien reprezentacji przez organizacje.

Dokonujac analizy odpowiedzi w zakresie aspektu poznawczego tzw. norm, rozkiad
udzielonych odpowiedzi zostal zaprezentowany na rys. 2.

100% (/} e
80%-\\

\ S 1 Rozwigzywanie konfliktow
9
60% — i Kultura i tozsamo$¢
40% organizacji
- i Stopien reprezentacji przez
20% organizacje
0% 4\ 1 Swiadomosé misji i wizji
—
Grupa 1

Rys. 2: Przyjete normy (wtasne badania)

Nastepnie poproszono ankietowanych o to, by wskazali jedng z cech kwalifikowanych
jako proaktywnos$¢, ktora w sposob szczegdlnie istotny uwarunkowuje rozwdj kreatywnosci
w badanych podmiotach MSP. Jak wynika z ponizszej tabeli przedstawiciele grupy 1 1 4
wybrali jako najwazniejszg cech¢ wspotdziatanie. Natomiast przedstawiciele grupy 3
wskazali na otwarty sposob komunikacji. Ich zdaniem ten rodzaj kontaktu umozliwia szybki
przeplyw informacji 1 wiedzy, ponadto sprzyja procesom kreatywnym. Wydaje si¢ to by¢ w
pelni zasadne poniewaz udowodniono, ze tylko w warunkach swobody i wolnosci mozliwy
jest wlasciwy rozwoj tworczosci. Rowniez wazng determinantg dla grupy 2 okazat si¢ stopien
zaangazowania uczestnikOw w procesy w organizacji.

Tab. 4: Proaktywnos¢ (najwigkszy procent odpowiedzi respondentow), (wlasne badania)

Wymiar poznawczy — proaktywnos¢ Grupal | Grupa?2 | Grupa3 | Grupa4

Zaangazowanie uczestnikoOw organizacji X

Niezaleznos$¢

Inicjatywa

Poczucie odpowiedzialnos$ci

Otwarta komunikacja X

| rlw M=

Wspoéidziatanie X X

Nastepnie respondentdw zapytano, jakie widzq korzysci wynikajgce z wplywu kapitatu
spolecznego na rozwdj sektora kreatywnego MSP?. Wsrdd uzyskanych odpowiedzi
ankietowani wskazali na (rys. 3): wzrost gospodarczy, lepsze rozpoznanie nisz rynkowych i
zaspokojenie potrzeb konsumentéw, zmniejszenie kosztow kontroli, usprawnianie
wykorzystania zasobow, decentralizacja zadan, tworzenie elastycznych zespotdéw, redukcja
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kosztow transakcyjnych, ograniczenie tzw. efektu ,,gapowicza”, zwigkszenie jako$ci zZycia,
utatwianie pozyczania srodkow finansowych.

E wzrost gospodarczy

H lepsze rozpoznanie nisz rynkowych i zaspokojenie potrzeb konsumentow
H zmniejszenie kosztéw kontroli

Husprawnianie wykorzystania zasobow

i decentralizacja zadan

i tworzenie elastycznych zespotow

tredukcja kosztow transakcyjnych

L ograniczenie tzw. efektu ,,gapowicza”,

i zwigkszenie jakosci zycia

Liutatwianie pozyczania srodkéw finansowych

Rys. 3: Korzysci wynikajqce z rozwoju kapitatu spotecznego dla podmiotu (wtasne badania)

5.2. Empiryczna weryfikacja oddzialywania kapitalu spotecznego w regionie na
rozwdj sektora kreatywnego MSP

Empiryczng weryfikacje wplywu kapitalu spotecznego na rozwoj kreatywnego sektora
MSP mozna prowadzi¢ w odniesieniu do organizacji oraz w z perspektywy wptywu kapitatu
spotecznego istniejacego w regionie 1 jego oddziatywania na podmioty, w tym te kreatywne.

Analiza literatury przedmiotu pozwolita zdefiniowa¢ korzysci, jakie moga wynikad
z kapitatu spotecznego dla osob, grup. Rozpatrujac aspekt spoteczny omawiany kapital m.in.
upraszcza poszukiwanie pracy (takze za posrednictwem gier sieciowych), ulatwia awans
spoleczny, zmniejsza koszty rekrutacji pracownikdw, pozytywnie oddziatuje na zdrowie, jest
zroédlem wsparcia spotecznego, nieformalnej opieki, zmniejsza nierdwnosci spoteczno-
ekonomicznych, ograniczanie trudno$ci w przekazywaniu wiedzy, uczenie umiejetnosci
i wzoré6w dziatania (mogg temu stuzy¢ np. gry rozgrywane w trybie kooperacji). Korzysci
polityczne kapitatu spotecznego dotycza m.in. wspieranie demokratycznego tadu
spolecznego, utrwalanie postaw obywatelskich, integrowania z szersza zbiorowoscia,
zwigkszanie zaangazowania w rozwigzywanie problemow spotecznych, rozwijanie
solidarno$¢ i pomocniczos¢, zwigkszanie kontroli administracji publicznej, sprzyjanie
inspirowaniu procesu legislacyjnego, zwiekszanie efektywno$¢ instytucji, pozwalanie na
lepsza diagnoze i zaspokojenie potrzeb spotecznych (Theiss, 2007, s. 76-101).

Warto zwrdci¢ uwage, ze aby moc generowa¢ wyzej wymienione korzysci nalezy
(Theiss, 2007, s. 76-101):
1.  Promowac edukacje.
2. Wspolprace na terenie grupy.
3. Negowac elity, ugrupowania.
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4.  Uwrazliwia¢ opini¢ publiczng na lepsze réznorodne kwestie wymagajace rozwigzania,
jak tez shluzace wywotaniu lub powstrzymaniu okreslonych zmian spotecznych np.
w zakresie zwalczania ubdstwa.

5. Przeciwdziata¢ konfliktom.

6.  Upowszechnia¢ prawa cztowieka i troski o srodowisko naturalne.

W zwigzku z powyzszym zapytano ankietowanych, ktore z korzy$ci rozpatrywanych
w aspekcie spolecznym uznaliby za najwazniejsze dla rozwoju kreatywnego sektora MSP.
Wsérod najwazniejszych odpowiedzi znalazly si¢ nastepujgce (rozkltad odpowiedzi
W poszczegdlnych badanych grupach byt podobny): analizujagc aspekt spoteczny to
nawazniejszg korzy$cig byloby zmniejszenie nierownosci spoteczno-ekonomicznych,
w aspekcie politycznym badani uznali za najwazniejsze zwigkszanie zaangazowania
W rozwigzywanie probleméw spotecznych.

Oprocz ewidentnych korzysci mozna obserwowaé negatywne skutki oddziatywania
kapitalu spotecznego na rézne sfery zycia. Do potencjalnie tworzacych si¢ negatywow
zaliczamy: tworzenie zamknigtych grup spotecznych, gangéw, grup nacisku, utrwalanie
nier6wnosci spotecznych, wykluczanie ze wspdlnot, utrudnianie dostepu do zasobow osobom
spoza specyficznych grup, wywolywanie konfliktow miedzy grupami, jak tez ograniczenie
indywidualnej wolnos$ci, presj¢ na silng kontrolg spoleczng, obcigzenie zobowigzaniami,
narzucanie zachowan przestepczych, szkodliwych dla zdrowia lub utrudniajacych edukacje.
(Theiss, 2007, s. 76-101)

Nastepnie zapytano badanych, czy ich zdaniem widzg wiecej korzysci dla rozwoju
kreatywnych podmiotow MSP, czy tez negatywnych strony tych zjawisk w swoim najblizszym
srodowisku? Zauwazy¢ nalezy, ze wigkszo$¢ odpowiedziata si¢ za pozytywnymi efektami
i korzy$ciami wptywu otaczajacego ich srodowiska dla rozwoju sektorow kreatywnych. Tylko
19% ankietowanych wskazala na istniejace negatywy, ktore moga hamowaé rozwoj
kreatywnego sektora MSP. Przedstawicie badanych grup postulowali, ze w przeciagu
ostatniej dekady sytuacja znacznie ulegla polepszeniu w zakresie swobdd, wolnosci
i demokracji, co sprzyja ogélnie rozwojowi. Uznali oni, ze ten kierunek przemian
spolecznych bedzie stymulowal dalsze procesy spoleczno-gospodarcze, w tym rdéwniez
kreatywne.

6. Podsumowanie

Wspotczesnie dos¢ czesto podejmuje si¢ badania dotyczace wplywu czynnikow
niematerialnych na rozwoj podmiotow. Jedynym z tych determinant jest kapitat spoleczny.
Istnieje niewiele do tej pory badan, ktore doktadnie analizuja wplyw tego kapitatu na rozwoj
sektora matych 1 $rednich przedsigbiorstw kreatywnych. Kreatywne podmioty w swojej
strukturze organizacyjnej i funkcjonowaniu wykazuja bardzo charakterystyczne
uwarunkowania, stad tez istnieje potrzeba ich badania. Tam gdzie pewne zasady
funkcjonowania stajg si¢ narzedziem wzrostu, w tego typu podmiotach moga staé si¢
ogranicznikiem. Uogo6lniajac mozna powiedzie¢, ze zgodnie z teoretycznymi zatozeniami
badania potwierdzity, ze wlasnie réznorodno$¢ 1 poczucie wolnosci sa gldéwnymi
stymulatorami tworczego potencjatu. W zwigzku z tym wazne zeby pamigtac iz otoczenie
zarOwno wewngtrzne, jak 1 wewngtrzne przedsigbiorstw kreatywnych powinno by¢ tak
ukierunkowane 1 ksztaltowane.
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