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A goal of the Conference

The conference builds on its eleven-year tradition and continues not only in tradition but also an
established quality. The goal of the 12" International Scientific Conference is of international
scientific conference is knowledge exchange in the area of intentional human potential
development and confrontation of the newest theoretical assumptions and actual conditions of the
practice, focused on the need to change approaches to the forming, motivation and development
of value-creating power of the organization — employees and managers.

Orientation of the Conference
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general issues of the human potential utilization and development (strategic management,
human potential, social responsibility of business, ethics in the human potential development,
higher education management, 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,
modern forms of communication, 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 human capital, creating added value through people,
the possibility of human potential measurement and appraisal, investment in human potential
or capital, 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 models and practical approaches in area of human potential/human resource
management and creativeness development (transfer of innovative models of human
potential/resource management, culture of creativeness in the organization, wide approaches
to talent management and creativeness development, age management, knowledge
management, diversity management, value management, strategic workforce planning in
regions, competencies of managers and employees in public administration, innovation in
human potential development 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.

Conference quality assurance:
All papers were reviewed by two unbiased reviewers.
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TOLERANCE AND FLEXIBILITY AS CRUCIAL COMPETENCES
OF MULTICULTURAL TEAM LEADER

MARTINA BLASKOVA — RUDOLF BLASKO

Abstract

The paper deals with the theme of culture and the desired profile of competences of multicultural team
leader. The leader of that team must be a mature personality, a great expert in the field which is this
team concerned with, and primarily, a great manager and leader. Based on questionnaire survey,
realized under the auspices of International Academic Network Human Potential Development in
Central and Eastern European Union Countries and realized also in other European countries, we
decided to conduct this survey also in Slovakia. This one was performed at the end of 2014 in terms of
384 respondents (employees and managers of Slovak organizations). We consider for the key
attributes of a multicultural team leader in particular these two competences: tolerance and flexibility.
Appropriate application of tolerance and flexibility from the side of members and from the side of
leader of multicultural team, and in addition, their creative connection could become an accelerator of
continued success and dynamics of the team. Disposal of such teams and such leaders might enable
the organizations to be even stronger, more powerful and more creative than ever.

Key words: culture, multicultural team, leader, tolerance, flexibility, survey.

1. Introduction

In the current period, not only questions on dynamics and turbulence of an environment,
problems in coping with the consequences of financial crisis but above all the questions
related to an incipient crisis of values and relationships come to the interest forefront of
production and non-production organizations. Cultures of individuals, groups, nations and of
all mankind have been experiencing a period of intense pressure that giving rise to inevitable
changes. It is necessary to resist these pressures successfully and preserve cultures in their
positive content, but at the same time, also desirably update them to meet the conditions of the
21% Century. Moreover, it is necessary to understand properly the content, characteristics and
potentialities of cultures in a multinational environment.

Culture is the interactive aggregate of common characteristics that influence a human
group’s response to its environment (Hofstede, 2001) and determines the uniqueness of a
human group in the same way personality determines the uniqueness of the individual
(Ractham, Thompson, 2015, p. 117). Culture has come to mean the predominant system of
beliefs and values held in the organization by its members (Cole, 1988, p. 183) and these ones
unite the organization’s members (Bazerman, 1986, p. 89). As reward systems, policies, and
procedures are instituted, they impact culture by further specifying notions or appropriate
behavior. Moreover, critical incidents, such as an employee’s being rewarded or fired for
pushing a major innovation, may add to individuals’ perceptions of internal norms over time
(Bartol, Martin, 1991, p. 103). This means, in an expansive sense, culture means not only
aspects of ethnicity or race but also the norms, customs, and values associated with sexual
orientation, gender, class, and professional identity (Hope et al., 2005, p. 75).

Culture is a pattern of basic assumptions — invented, discovered, or developed by a
given group as it learns to cope with its problems of external adaption and internal integration
— that has worked well enough to be considered valid and, therefore, to be taught to new
members as the correct way to perceive, think, and feel in relation to these problems (Schein,
1985). Since community depends on trust, and trust in turn is culturally determined, it follows
that spontaneous community will emerge in differing degrees in different cultures (Fukuyama,
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1995, p. 25). A newer Schein’s idea is also very interesting: ,,Culture is not only all around us
but within us as well,” (Schein, 2010, p. 9).

While some acknowledge the importance of culture in theory, they may find the notion
of culture enigmatic and do not incorporate it into their analysis of international business.
Some business leaders may see differences in culture as an opportunity to explore new
markets and sell based on variety or produce based on a culture that is conducive for
production. Essentially, differences in culture can be both a cost and an opportunity to
international business (Mac-Dermott, Mornah, 2015, p. 64). From this point of view,
managers often move to developing countries for cheaper in maintenance employees. This
results in mixing cultures and makes human resource much more different and multicultural
than ever before (Matuska, 2014, p. 26).

Academics and practitioners must take into consideration the multiplicity of various
cultural communities existing and co-existing within organizational settings of an
internationally operating company (Sodenberg, Holden, 2002). So a new multicultural
environment is taking shape (Kersiené, Savanevicieng, 2005, p. 48).

The aim of the article consists in focusing attention on the definition of a culture and
presenting opinions of the most important authors in this field. Based on the analysis,
comparison and synthesis of theoretical opinions of other authors and own questionnaire
survey conducted on a sample of 384 respondents (employees and managers of Slovak
companies and organizations), a key consideration will be given to two selected attributes of
the leaders of multicultural teams: tolerance and flexibility. These ones represent the
competences that underline the difficulty and at the same time revealing systematism of all
competences that should such a leader possess.

2. Tolerance and flexibility as important sub-competences of

multicultural competence

The leader of that team must be a mature personality (Vidrikova, Boc, 2014), a great
expert in the field which is this team concerned with, and primarily, a great manager and
leader.

Because the different value system in considered cultures is one of the major sources of
multicultural differences (Hewstone, Stroebe, 2006, p. 210), tolerance can be an effective
way of coping with them.

Tolerance is the ability or willingness to tolerate the existence of opinions or behavior
that one dislikes or disagrees with (Soanes, Stevenson, 2003, p. 1855). Tolerance is about
accepting the differences between people. Being tolerant means understanding that people
often are different from what one expects (Raatma, 2000). Tolerance is the tolerability; it is
respect for other beliefs, other opinions. The current problems of multicultural societies show
that the only tolerability is not enough for permanent coexistence; it is needed to learn to
respect different groups. The corresponding degree of tolerance is a necessary prerequisite for
durability and fortress of interpersonal relations (Paulicka et al., 2002b, p. 572).

Tolerance is enumerated, along with freedom of conscience and speech, as
a fundamental component of universal human dignity (Brown, 2006, p. 2). We need toleration
(the practice) and tolerance (virtue) if we are to express our individuality, at least in the
pluralistic, multicultural world... Toleration points to what is (or is not) tolerated; tolerance
points primarily to one’s attitude or character trait in tolerating (Oberdiek, 2001, pp. 6, 24).

“Tolerance is a knowing that each person is unique, ” (Pryor, 2008). This short but very
gold-mouthed idea is especially important from the viewpoint of leading and developing
multicultural team. The leader of multicultural team would apply and utilize the tolerance as
follows:
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e When discovering new solutions and possibilities, to allow all team members to
express their (unusual) opinions, imaginations, propositions, without any criticism;

e When working and achieving goals defined, to allow all members to work in their
own individual tempo, with their own experienced methods and steps;

e When protecting creative atmosphere and built relationships in team, to allow and
simultaneously to ask team members for understanding, patience and willingness
towards the others and towards their leader;

e When improving the efficiency of team, to accept small mistakes in the work and
communication among the team members but require uncompromisingly
compliance with the rules, norms, expected outcomes, etc.

In situation the leader keeps creatively mentioned ideas, he/she can become the
pleasant, charismatic and trustworthy leader who will be able to make team members happy,
enthusiastic, loyal, strong, with positive energy to make something valuable and useful — will
be able to establish and gradate multicultural mutuality and trust.

Flexibility is the ability to be easily modified to respond to altered circumstances
(Soanes, Stevenson, 2003, p. 661). Flexibility is elasticity, adaptability of mental processes
and behavior, ability of fast action (Pauli¢ka et al., 2002a, p. 972).

Organizations might wish to promote flexibility in their labor through the enhancement
of the quality and competencies of their employees. Equally, we could recognize employment
flexibility when management makes use of the external labor market to face internal shortages
or deficiencies in the necessary amount of workforce (Sarantinos, 2007, p. 3). On the other
hand, for motivation maximizing of the contemporary diversified human resource, the
managers have to think in the terms of flexibility... Managers have to consider the cultural
differences and be able to react on them flexibly (Robbins, Coulter, 2004, pp. 405, 407).

Generally, when searching all possible and known forms of the flexibility, we can take
into an account various types of this one. For example, there exists an organizational
flexibility, financial flexibility, market flexibility, employer flexibility, culture flexibility,
work forms flexibility, etc. in the field of management. In addition, we might mention also a
‘functional flexibility’. According Atkinson (1984), this one includes attempts to hire
employees who are cross-trained or ‘multi-skilled’, combining roles that have historically
been kept in separate job description.

From the viewpoint of this paper, leader of multicultural team has to be flexible in the
widest sense of this word:

e To connect, utilize and develop flexibly all personality characteristics of the

multicultural team members;

e To connect, utilize and develop flexibly own personality characteristics and
competences;

e To response flexibly on all demands, requirements, conflicts and misunderstandings
arisen within the multicultural team and/or arisen in contact with other teams;

e To develop and train flexibility and promptness of the multicultural team members;

e To develop own flexibility, and, in the light of present mega-turbulent world
environs, consider it (in connection with the tolerance) as the unique and crucial
competence.

If leader fulfills presented above inspirations, he/she will obtain an excellent

opportunity not only to build high-performant multicultural team but even to build team able
to connect across-cultural norms and cultivate multicultural togetherness.

3. Methods
The sociological questioning, especially done through a technique of questionnaire, may
be consider as the most appropriate methods for collecting information on sufficiently large
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sample of respondents. For searching multicultural competences, we have decided to use the
questionnaire worked-out by Prof. Vladimiras Grazulis and his colleagues from Mykolas
Romeris University in Lithuania. Survey was conducted under the auspices of International
Academic Network Human Potential Development in Central and Eastern European Union
States (HPD CEEUS). Except the scientists from Lithuania and Slovak Republic, also the
scientists from Poland, Czech Republic, Ukraine, Latvia, etc. are included into the survey.
The aim of this massive research effort lies in trying to compare the results with each other
and jointly contribute to the development of the science of management and development of
human potential, not only in the participating countries but also provide creative inspiration
for other countries in the world.

3.1. Participants and characteristics of questionnaire survey

The survey was conducted from November to December 2014. 384 respondents from
Slovak organizations were participated in the survey. This respondents sample consisted of
271 employees (70.57% of all respondents), 73 managers (19.01%) and 40 experts/others
(10.42%). Of all number, there were 247 men (64.32%) and 137 women (35.68%). More
information on respondents is included in Table 1.

Table 1. Identification of respondents in Slovak Republic (own study)

Attribute
Secondary Bachelor Master PhD.
Education Total % Total % Total % Total %
143 37.24 41 10.68 192 50.00 8 2.08
<26 26 -35 36 -50 50 <
Age in years Total % Total % Total % Total %
61 15.89 145 37.76 131 34.11 47 12.24
Public Private Other
Sector Total % Total % Total %
56 14.58 316 82.29 12 3.13
<1 1-5 5<
Length of experience in years Total % Total % Total %
27 7.03 119 30.99 238 61.98

The questionnaire consisted of 8 identification questions (sex, education, age, etc.); 10
multi-criterion questions focused to development of multicultural work environment and
multicultural competences (communication with people from other countries; frequency of
going abroad; importance of various elements of multicultural competence; stimulation to the
development of multicultural competence; contribution of intercultural competence; self-
evaluation in the field of multicultural competence, etc.); 3 multi-criterion questions focused
to evaluation of manager’s intercultural competence in organization (proposed person of
evaluator; proposed frequency of multicultural competence evaluation; evaluation of real
multicultural competences of the respondent’s manager). The used scale for evaluating
questions was 1 — 5 (1 = not important ... 5 = very important; or 1 = never expressed ... 5 =
always expressed).

3.2. Important results and discussion
In terms of paper theme, we consider very important to present results concerning the
importance of various elements of intercultural competence in the work environment. The

10
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task of respondents was to assign the importance on a scale from 1 to 5 to the offered
elements (not important ... very important). Results are shown in Table 2.

Table 2. Importance of basic elements of intercultural competence (own study)

Importance
Elements of intercultural competence Total Male Female
Mean Median Mean Median| Mean Median

Knowing of international work protocol 282 300 | 283 3.00 | 279 3.00
Knowing of foreign language(s) 389 400 | 395 4.00 | 3.77 4.00
Understanding of courtesy expressions 343 3.00 | 3.37 3.00 | 353 3.00
Knowing of main historical and social phenomena of country 242 200 | 241 200 | 245 2.00
Flexibility 3.76 4.00 | 3.73 4.00 | 3.82 4.00
Management of new situations 391 400 | 391 4.00 | 391 4.00
Facility in learning from situations experienced 385 400 | 3.88 4.00 | 3.79 4.00
Tolerance towards cultural and racial differences 346 400 | 335 3.00 | 3.66 4.00
Respect to values of other cultures 332 300 | 328 3.00 | 339 3.00

It flows from Table 2 that the respondents assigned the highest importance to following
elements: management of new situations; knowing of foreign language; facility in learning
from situations experienced; flexibility; and tolerance. At the same time, average values
(arithmetical means), that were assigned by male and female, are similar, and also, the
medians and arithmetical means are almost identical (except the result achieved in a case of
tolerance: median marked by male was 3.00 while the median marked by female was 4.00).
From the point of view of medians, we can understand that 50% of male (50% of female)
marked at least value of 3 (valued of 4) to the tolerance and 50% of male (50% of female)
assigned a value higher than value of 3 (value of 4).

Further attention of this part will be devoted jut to the flexibility and tolerance. It is
interested (Table 2) that female-respondents marked a higher importance than male-
respondents in a situation of flexibility as well as tolerance. Next Tables, Table 3 a Table 4
present results of deeper searching just these two sub-competences. Both examinations consist
of a presenting frequency/number of respondents who assigned any of importance values (1 —
5) to the flexibility (Table 3) and to the tolerance (Table 4). Tables also show what levels of
importance were marked by male versus female. But really interesting are the upper quartiles
and lower quartiles of examined importance.

Concretely, these results concerning the flexibility can be seen in Table 3: the upper
quartile reached the value 5; the lower quartile reached the value 3.00 — it means that at least
75% of respondents attach the importance of 3, 4 or 5 points to this element. The strong
importance of this sub-competence is also evidenced by a fact that a value at least of 3 (3, 4,
5) was marked by 86.46% of respondents. Value of at least 4 points (4, 5) was assigned by
64.84% of the respondents.

Table 4 presents results in the area of importance assigned to the tolerance. We can see
that 27.74% of female assigned value 5 — it corresponds also with the value of upper quartile
in a case of female: 5 (in a case of male, the upper quartile was 4). It is evident the female
consider tolerance more important than female: up to 84% of female attach the importance of
value at the level 3, 4 or 5 points (in comparison with 75.3% of male).

When comparing results achieved in the field of flexibility with results in the field of
tolerance, flexibility was valued a little importantly (mean of flexibility = 3.76; mean of

11
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tolerance = 3.46). But we may conclude that both these sub-competences are really important
(on the scale 1 — 5, both sub-competences achieved upper quartiles = 3).

Table 3. Importance of flexibility expressed by respondents (own study)

Total Male Female
Value of importance
Frequency % Frequency | % of male | Frequency |% of female

Value =1 20 5.21 12 4.86 8 5.84
Value =2 32 8.33 18 7.29 14 10.22
Value = 3 83 21.61 61 24.70 22 16.06
Value = 4 134 34.90 90 36.44 44 32.12
Value =5 115 29.95 66 26.72 49 35.77
Value =>3 (3,4 or 5) 332 86.46 217 87.85 115 83.94
Value =>4 (4 or 5) 249 64.84 156 63.16 93 67.88
Mean 3.76 3.73 3.82

Upper quartile 5.00 5.00 5.00
Median 4.00 4.00 4.00

Lower quartile 3.00 3.00 3.00

Table 4. Importance of tolerance expressed by respondents (own study)

Total Male Female
Value of importance
Frequency % Frequency | % of male | Frequency |% of female

Value =1 42 10.94 32 12.96 10 7.30
Value = 2 40 10.42 29 11.74 11 8.03
Value = 3 101 26.30 68 27.53 33 24.09
Value = 4 102 26.56 57 23.08 45 32.85
Value =5 99 25.78 61 24.70 38 27.74
Value =>3(3,40rb) 302 78.65 186 75.30 116 84.67
Value =>4 (4 or 5) 201 52.34 118 47.77 83 60.58
Mean 3.46 3.35 3.66

Upper quartile 5.00 4.00 5.00
Median 4.00 3.00 4.00

Lower quartile 3.00 3.00 3.00

In effort to search tolerance more detailed, we can also present the results of a question
in which the task of respondents was to evaluate a time frequency of application of tolerance
on the side of managers. In other words, respondents have evaluated manager’s ability to
tolerate different opinions, creeds, beliefs, convictions of subordinates. Possibilities for
evaluation were defined from 1 to 5 points (1 = was never demonstrated; 2 = rarely
demonstrated; 3 = demonstrated sometimes; 4 = demonstrated often; 5 = demonstrated
always). Results are shown in Table 5 (except the situation of 4.17% of respondents who
expressed that they are not able to evaluate this ability; and 3.91% of respondents who
expressed that this ability is irrelevant). From the viewpoint of possible achieving the highest
level of this sub-competence, just the value of 5 is the best. Expression of other values (1 — 4)
points out to the need or inspiration for further training and personality (intercultural
competences) development of managers.

Relatively positive result flows from Table 5, that (according to the respondents’
expressions) 21.09% of managers apply their tolerance always. In cumulative viewpoint (what
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corresponds with lower quartile = 3 in a group of female and lower quartile = 2 in a group of
male), 48.96% of respondents expressed that their managers demonstrate tolerance sometimes
or always.

Table 5. Evaluation of managers’ tolerance to different opinions, beliefs and convictions (own study)

Total Male Female
Value of importance
Frequency % Frequency | % of male | Frequency |% of female

Cannot evaluate 16 4,17 10 4.05 6 4.38
Irrelevant ability 15 3.91 9 3.64 6 4.38
Value =1 25 6.51 17 6.88 8 5.84
Value = 2 59 15.36 43 17.41 16 11.68
Value =3 81 21.09 51 20.65 30 21.90
Value =4 108 28.13 67 27.13 41 29.93
Value =5 80 20.83 50 20.24 30 21.90
Value =>3 (3,4 0or5) 269 70.05 168 68.02 101 73.72
Value =>4 (4 or 5) 188 48.96 117 47.37 71 51.82
Mean 3.45 3.39 3.55

Upper quartile 4.00 4.00 4.00
Median 4.00 4.00 4.00

Lower quartile 3.00 2.00 3.00

When correlating the presented results to the results of another of our survey aimed to
define the core competencies of university teachers (we carried out this survey in 2013), the
comparison is really interesting. At present, for as much as the university teacher also
operates in a multicultural environment where cultural differences of students from different
regions of Slovakia are mutually combined. But in addition, many teachers are involved in
Erasmus and Erasmus +, which means that each year they give lectures and seminars for
students from other countries (e.g. China, Portugal, Finland, Poland, Lithuania, Croatia,
Latvia, etc.). In this case, the teacher multicultural competences are reasonably necessary and
important.

The survey was conducted on a sample of 395 students of the University of Zilina
(Slovakia). The role of respondents was (in an open question) to identify key competences of
the university teachers. It follows from results analysis the students believe that the seven
most important personality competences include: professionalism (48.61% of respondents);
justice (37.22%); communication skills (33.67%); helpfulness (28.61%); willingness to help
(28.10%); tolerance (27.59%); patience (22.78%), (Blaskova et al., 2014).

We can relate our results also to the results of research by the Global Leadership and
Organizational Behavior Effectiveness (GLOBE). This one collects data of 170 social
scientists and management scholars, obtained from 18,000 managers from 62 countries. The
researchers wanted to find out which leadership behaviors are universally accepted and which
are culturally contingent. Of course, they found that the positive leadership behaviors
generally accepted anywhere are behaviors such as being trustworthy, encouraging, and
effective bargainer, a skilled administrator and communicator, and a team builder (Hartog et
al., 1999).

4. Conclusion
As a result of culture-based norms and beliefs about how people in various roles should
behave, what is expected of leaders, what influence they have, and what kind of status they
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are given vary from nation to nation (Deresky, 2008, p. 414). A multicultural team differs
from monocultural teams significantly as cultural compatibility is necessary between
members of a team where individual members are picked up from different cultures (Sinha,
2008, p. 120). On the other hand, multicultural teams are more creative than their
monocultural counterparts (Stahl et al., 2010).

Intercultural competence is not acquired automatically, but instead needs to be learned,
practiced and maintained throughout life (Council of Europe, 2010). But the good news is that
cultural challenges are manageable if managers and team members choose the right strategy
and avoid imposing single-culture-based approaches on multicultural situations (Brett et al.,
2006, p. 84). From this viewpoint, multicultural competence represents the capacity to work
successfully across cultures... Multicultural competence is obviously not a have-or-have-not
proposition; it is a matter of degree (Nardon, Steers, Sanches-Runde, 2013).

Multicultural competence of an individual can be developed by using human resources
management functions — selection, training and development, appraisal, and motivation.
When individual multicultural competences are identified, an organization can focus its
human resources management functions on the behaviors that have the most relevance to
successful performance and eliminating cultural differences (KerSien¢, Savaneviciene, 2005,
p. 50). Only when dimensions of organizational culture and those of national culture like
orientation to time, style of communication, personal space, competitiveness and worldview
have been successfully adapted to their working practices to reflect the team members’
background realities, can teams actually see the added value that multicultural teams bring
(Sinha, 2006).

Morrison et al. (1999) outline “four personal development strategies through which
companies and managers can meet requirements of global leadership: travel, teamwork,
training, and transfers (the four ‘T’s).“ On the base of this opinion, we might add that
mentioned four strategies (from some point of view) are the partial content of the
multicultural competence that the leader of multicultural team would dispose with.

Multicultural team leader must have matured multicultural competencies to an even
higher, more developed level than any other member of the multicultural team. The leader
must be able to communicate and work with his/her employees without any inhibitions and
barriers; must be honest, helpful, objective, open-minded, decisive, charismatic, reliable,
trustworthy, loyal (to the organization, his/her employees, himself/herself), etc. However, in
addition, such a leader must have a strong personality and character traits and competences
through which is able to build, maintain, continuously harmonize and develop multicultural
team. Stated differently, he/she must dispose by:

e Not just the great management skills;

e But primarily by great leadership, motivational and inspirational competences;

e And have a significant political, social, and emotional intelligence.

The said sub-competences necessarily include the tolerance and flexibility. Tolerance
(like the ability of hindsight, wisdom and peaceful, conflict-free access to the individuals,
groups, tackling of unusual and complicated situations), and flexibility (like the ability of
immediate and appropriate response to the situation and possible misunderstandings, the
ability to change oneself and to become better than before) are more or less the universal,
unifying competences of multicultural team leader, and together form a platform for the
success of other multicultural attributes or competences (both of the members and
multicultural team leader).
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COMPETENCES AS THE DETERMINANT OF EFFECTIVENESS
IN HEALTH CARE

BENEDYKT BOBER — ANDRZEJ HERTMANOWSKI

Abstract

The paper introduces the knowledge of the issues in the field of transplantology. It also presents the
role and tasks of interdisciplinary transplantation teams in the process of an increase in the quality of
life. Moreover, it depicts the significance of core competences of the representatives of medical
community taking part in the processes of organ transplantation. They are also the determinant of
satisfaction of stakeholders of health care. It is necessary to relatively increase the investments into the
development of transplantation medicine. The effectiveness of transplantation teams can be identified
in terms of ex post and ex ante. When calculating the effectiveness ex ante, the expected health and
social effects are estimated, with the involvement of the specific funds in the future. The effectiveness
ex post refers to the specification of the results of particular activities, for example, specific health
programs. The competences of the participants of interdisciplinary teams should include both basic
normalization of the civil law and the detailed regulations associated with specific provisions which
imply broadly understood issue of running highly specialized activity.

Keywords: health care, competences, interdisciplinary teams, quality of life.

1. Introduction

It is possible to assume, with probability of 999 to 1000, that our ideas will come to
nothing (...) let’s respect them, though not uncritically, because the thousandth can change
the world (F. Osborne). The transformations in public health care, conditioned by constant
development of medical technologies and competences of medical community, support the
processes of building interdisciplinary task forces. The twentieth century brought great
achievements in the development of medical sciences, particularly transplantology. They
initiated the first attempts of organ transplantation in Poland.

Complex treatments increase an opportunity to improve the quality of life. It is possible
on account of an increase in significance of competences of medical staff in the field of
anesthesiology, intensive care, neurology, neurosurgery as well as biology, pharmacology or
law: There are growing opportunities for transplant surgeries (Rutkowski, Kalicinski,
Sledzinski, 2009, pp. 23-29) since ‘this thousandth idea’ determines an increase in
prosumers’ quality of life.

The nature of the activity of transplantation teams, from the very beginning, leads to the
need to pay special attention to specialized competences and, at least, basic knowledge in the
field of economics, accountancy and finance. Great importance should be also attached to
technical and technological knowledge. The prospect of computerization of health care
imposes increasingly new and extremely dynamic requirements on the participants of
interdisciplinary teams, referring to the issue of selection (purchase) of the appropriate
equipment, medical software and even the basis of knowledge of the applied technologies.

The core competence education is one of the priorities in the modern approach to
education, which was created in: The strategy of lifelong learning®.

! Resolution of the European Council of 27 June 2002 “The Strategy of Lifelong Learning”; The
Recommendations of the European Parliament and the Council of 23 April 2008 on the establishment of the
European Framework of Qualifications for Lifelong Learning (2008/C111/01); the Recommendations of the
European Parliament and the Council of 18 June 2009 on the European Credit System for Vocational
Education and Training.
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The modern man should become: The author of themselves (Obuchowski, 2004) — the
creator and innovator. Therefore, the importance of lifelong learning is growing, but also the
environmental conditions favorable for these processes. In the paper, there are presented the
selected issues concerning core competences of the participants of interdisciplinary task
forces in transplantology. The discussed subject remains within the area of interest of
management of human resources in public health care.

Rich subject literature clearly indicates that this process is important for the
improvement in the quality of life of prosumers. On the other hand, the challenges, which
transplantation teams face, bring about that competences play the key role in them. Therefore,
the competence of the participants and: innovative intelligence (Mroziewicz, 2008, p. 97)
determine whether the working environment will be innovative or not.

2. The concept of competence

Nowadays, when the access to medical technologies definitely levelled, human factor is
the element which finally determines the satisfaction of stakeholders of health care. This
direction results from the vision, mission, operating strategy, adopted in public hospitals,
where: The essence is an increase in the value of human capital and effectiveness of operation
(Mikuta, Pietruszka-Ortyl, 2007, p. 52).

Competences are described in numerous typologies and classifications (Sitko-Lutek,
2008, p. 34, 39), they, among others, refer to the possessed knowledge, developed abilities
and skills, style of operation, personality of an individual, as well as the followed principles
and interests and other properties which, when developed in the process of work, lead to
generating the results compliant with the operation strategy (Kesy, 2013, p. 54). The plan of
succession and development of medical community is an important element of management
of human resources and the system of management of competences in health care.

Its scope also includes the construction of the matrix of competences (skills) for
individual posts in interdisciplinary transplantation teams, by defining individual paths of
development, specifying the ways of development of core competence. Moreover, the
adjustment of the potential of individual participants to the performed roles in the
interdisciplinary transplantation team is also of the key significance.

Taking into account the kind and specificity of the provided services in the field of
transplantology, the assignment of responsibilities is determined by the ‘set’ of the possessed
specialized competences: Communication, interpersonal, organizational ones (...) understood
as the preparation for the performance of particular tasks in the team (Gitling, 2013, p. 155).

The process of development of specialized services in the field of transplantology
depends on medical staff and their competences, which: “refer to what people should know to
do their job well “ and: “what needs to be done and the standard of performance” (Armstrong,
2007, p. 98).

At this point, de facto we deal with knowledge management, which is rightly pointed by
M. Jabtonski: The application of knowledge management concept in creating employee
competences allows for strengthening the effects of learning-by-observing by means of
learning-by-doing. This strengthening, as a consequence of social interactions, particularly
communication processes, takes place in work processes. At the same time, knowledge
management, as the element of the architecture of the system of development of employee
competences, assumes that all forms of development of employee competences must be
combined with organizational processes (2011, p. 119).

18



& 12th International Scientific Conference { < _,
‘ 75 j HUMAN POTENTIAL DEVELOPMENT t TR
" Klaipéda, 27 — 28 May, 2015 & ]

Summing up, the competences of the representatives of medical community participating
in the process of development of transplantation services are the description of what the
participants of the interdisciplinary team, providing the specific type of work, should be able to
perform. Moreover, they determine the effectiveness of the use of the possessed resources and
satisfaction of stakeholders.

3. The role and tasks of interdisciplinary transplantation teams

The phenomena taking place in the environment of health care bring about that it is
exposed to the impact of favorable and unfavorable factors, generating both opportunities and
threats. According to P. Senge, the organizations of the future will be the entities that will
discover how to use human involvement and capabilities of learning at all levels of hierarchy
(2012, pp. 17-20). The operation of public hospitals in turbulent conditions brings about the
need for the adjustment of the organizational and functional structure to variables that can be
identified and creating interdisciplinary teams.

The team: is the fixed number of people possessing (...) a common goal, objectives and
the ways of operation that they feel responsible for (Armstrong, 2007, p. 243). On the other
hand, the specialized transplantation team is: the independent micro-organization, isolated
from the structure of health care, which includes the people appointed to develop a specific
project which organ transplantation is. It is the interdisciplinary team consisting of specialists
possessing unique competences and experience. The structure of the team may change on
account of: the kind of a task they perform (Antoszkiewicz, 1998, p.199).

Team work determines creativity, capability of solving problems, provides opportunities
for generating changes. Transplantation teams may operate in the framework of hospital
structures or as time teams appointed for the period of the conducted treatment. Effectiveness
is determined by the capital of medical community and the possession of core competences.

It has also been proven that creativity and innovativeness of medical staff is particularly
generated in teams of the community nature since it stimulates commitment, internal
motivation and inspires to personal fulfililment (Hamel, 2006, pp. 72-84). According to the
authors of the paper, the personal dimension of soft competences integrates the most
important personal aspects combined with the capability of effective management of
‘oneself’. It will include the key capabilities of dealing with stress and emotions and,
therefore, typical phenomena accompanying transplantation processes.

Moreover, there should be mentioned self-motivation of the participants of the
interdisciplinary team, which is essential with self-improvement and the related creativity,
being particularly important when undertaking innovative projects, e.g. in the form of the
implementation of treatment technologies. Creativity and innovativeness is the determinant of
core competences of the participants of transplantation teams.

Task forces, dealing with the process of preparation for transplantation, among others,
consist of the reporting doctor, the team looking after the donor, laboratory workers, the
facilities of radiology, bacteriology, the staff of the operating theater, the transplantation team,
the employees of ‘Poltransplant’. Moreover, among the entities directly participating in the
process of organ transplantation, there are:

e The committee pronouncing brain death;

e The team collecting the organ; and

e The transplantation team.

Trust in transplantation teams is a very important property in the processes of
interpersonal communication, the process of its construction is very long but it can be easily
ruined.

Therefore, the awareness of the appointed representatives of medical community,
providing services at the highest available level, is very important. Thus, the creativity of the
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participants of the team is most frequently understood as an individual feature, personal
potential, associated with properties such as: dynamism, activity, conscientiousness,
entrepreneurship and creativity (Bober, 2012, pp. 44-53).

4. The role and tasks of the manager of the interdisciplinary team

Variability of the scope of responsibility for individual processes of preparation in
creating interdisciplinary teams enables the rotation of people, tasks and unity of the
information and conceptual base (Kozminski 2004, pp. 147-151). Openness of communication
and information, supported by modern technologies and exchange of knowledge, allows for
the development of transplantation teams. Competences and personal characteristics, essential
at the position of the leader of the interdisciplinary team, are very important at each stage of
management, understood as the process of planning, organizing, leading and controlling, since
management competences: are associated with the capability of the effective, efficient and
ethical operation (...) they can be recognized as personal competences (Gitling, 2013, p.
155). On the other hand, the benefits coming from them are, among others, the process of
decision-making, introducing the development of objectives, motivating, the achievement of
the expected results.

Furthermore, the responsibility also consists in specifying the key values which indicate
the direction of conduct in the process of achieving the goal and the strategy of the team.
Creating the system of values by them influences the behavior of the participants and the
identification processes. Leadership competencies, which ex definitione ought to characterize
the leader of the interdisciplinary team, among others, include:

1.  Computational thinking:

e Ability to transform a large amount of data into abstract concepts;

e Ability to understand the reasoning based on data;

2. Design mind-set; ability to imagine and develop tasks and processes to achieve the
intended goal;
3. Cognitive load management:

e Ability to extract valuable information (from information noise) and order

it in terms of significance;

e Understanding the way of maximizing cognitive opportunities using different

instruments and techniques;
4. New media literacy:
e Ability to assess and develop the contents using the form typical of new media;
e Ability to use these media for effective communication;
Trans-disciplinarity, knowledge of concepts from different fields of knowledge;
Sense ma king, ability to extract a deeper sense of different kinds of speech;
7. Social intelligence:

e Ability to maintain relationships with others;

e Ability to simulate reactions and desirable interactions;

8.  Novel and adaptive thinking, ability to find non-standard and unconventional solutions;
9.  Cross-cultural competency, ability to operate in different cultures;
10. Virtual collaboration, ability of work effectively in a virtual team (online treatments)

(Fidler, Gorbis, 2012, pp. 29-35).

Modern managers question status quo (Obtoj, 2007, pp. 91-94) and the existing order is
constantly moved out of balance by changes and innovation. This involves the use of the
possessed knowledge, resources and pace of operation. Therefore, according to the authors,
the manager of the transplantation team will have to apply so called liberation management,
which results from the flexible structure and positive attitude to the efforts of all the
participants.

oo
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A greater role than a directive style of management is also played by emotional intelligence
and social skills of the leader, honesty, empathy, humility and personal authority involving
people, building energy and faith in the achievement of goals collectively in the future
(Goleman, 2012, pp. 1-32). The task of the leader of the transplantation team is to build the
portfolio of competences with such key elements that allow create stable grounds for
competitive advantage, being the determinant of satisfaction of stakeholders. Moreover,
considering the creating of highly effective team, they create the flexible and adaptive
organizational and functional structure, enabling the diffusion of best practices (Zbierowski,
2012, p. 61), determining stakeholders’ satisfaction.

An important aspect of the effectively operating transplantation team is also the
processes of exchange of information, which: Serve the creation of such social conditions in
which people easily understand each other and feel needed for each other (Mikutowski,
Pomorski, 2003, p. 52). The process of transmission of information creates appropriate
atmosphere of work based on understanding individual expectations, it also determines the
effectiveness of the decision-making process, it is the element of the team culture. The way,
in which we communicate directly influences the quality of our life (Bober, 2014, pp. 249—
268), it is also the determinant of the conduct of the participants of medical environment of
the team. The developed standards are known, accepted and applied in practice and
determined by:

Values specifying the mission of the team;

Atmosphere, focus on responsible work;

Ways of thinking and operating;

Regularity of behavior;

Striving for perfection;

Ethics in personal actions and teamwork;

Symbols, communication;

System of principles which specify the way of communication between people
(Zbiegien-Maciag, 2013, p. 23).

The transplantation team is created by people, they also create its culture, which is
characterized by dependencies between individual team members, it is also the storeroom of
values and beliefs. Strong and coherent culture creates stable position of the team, its identity,
uniqueness.

A very important aspect of the efficient functioning of the task force is also the

processes of mutual trust, among others, based on:

Integrity: honesty, sincerity, truthfulness;

Competences: knowledge and skills;

Consistency: credibility, predictability;

Openness: willingness to openly share ideas and information;
Confidentiality: regular discussions with team members.

All team members are responsible for appropriate and competent team operation. The
elements such as: language, standards and symbols allow for the establishment of the position.
Moreover, trust determines the processes of interpersonal communication (Bober, 2012, pp.
81-108).

On the other hand, modern leaders accept transformations, explorations and expeditions
to the operating areas unknown so far, they are proactive and constructively dissatisfied to
create satisfaction of stakeholders they are responsible for. The ability of involving and
maintaining employee motivation becomes priceless when facing any transformations
(Blanchard, 2009, pp. 170-177).
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5. The role and tasks of the coordinators of transplantations

In the process of collecting and transplanting organs, an important role is played by the
transplantation coordinator. Their job is based on the organization and monitoring of the
activities connected with collecting, storing, distributing cells, tissues and organs. The
coordinator is the leader whose task is to manage the team. They should be characterized by
perfect organization and the ability to adjust individual procedures to the environmental and
personal conditions of hospitals so that the whole process runs flawlessly.

The cooperation of people at local, regional and central level enables the effective work
of the people involved in the processes of transplantation. Organ transplantation is a safe and,
at the same time, efficient method of treatment. Many ill people suffering from organ failure
come back to normal life after treatment due to the fact that, in Poland, there is the system of
collecting and transplanting organs, which undergoes the process of constant development.

To achieve this, it is necessary to employ the representatives of medical community
possessing specialized competences — transplantation coordinators whose activities directly
influence the quality of the collected cells, tissues or organs, and also safety of donors and
recipients. Core competences of transplantation coordinators determine the proper functioning
of the system of:

e Identification and qualification of deceased donors, moreover;

e Coordination of multi-organ transplantations; and

e Allocation and distribution of organs.

Transplantation is an effective and costly method of treatment, the property of modern
medicine. Thousands of people are waiting for the possibility of such treatment. A lot of
patients die before the surgery is possible, however, many receive a gift of life.

6. Conclusions

The review of the literature discussed in the paper and the extracts of the biographical
research do not reflect the complexity of the operation of transplantation teams, they are
merely the voice in the debate. However, they pay attention to the problem of development of
creative potential of the man (Matuska, 2014, pp. 34-35). Creative attitude and the
competences of the participants of interdisciplinary teams may be the key to success, an
increase in the quality of life, if not today, then, in the near future.

Organization and coordination of the activities related to the collection, storage and
distribution of cells, tissues and organs is dealt with by the transplant coordinator. They
should be characterized by adequate organizational competences and the capability of
adjustment of individual procedures to the environmental and personal conditions. The
cooperation of coordinators at the local, regional and central level allows for effective work of
the participants of medical community involved in the transplantation processes.

The ability to win and motivate the participants of medical community with core
competences affects the quality of the services provided in the field of transplantology. Organ
transplantation is a safe and efficient treatment process, many ill people suffering from organ
failure come back to life.

Moreover, it is necessary to relatively increase the investments into the development of
transplantation medicine. The effectiveness of transplantation teams can be identified in terms
of ex post and ex ante. When calculating the effectiveness ex ante, the expected health and
social effects are estimated, with the involvement of the specific funds in the future. The
effectiveness ex post refers to the specification of the results of particular activities, for
example, specific health programs.

In this dimension, the competences of the participants of interdisciplinary teams should
include both basic normalization of the civil law (the issue of agreements, compensations) and
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the detailed regulations associated with specific provisions which imply broadly understood
issue of running highly specialized activity.

The authors believe that the present leader of the transplantation team should not mange

but cooperate with people and the man with their whole personality is needed for that.
Management is reserved for resources whereas, in relation to the team members, there should
be applied new different approaches, including cooperation, communication, among others,
concerning problems, common goals, building the atmosphere of support and understanding
the activities for the benefit of an increase in health satisfaction of the patient.

References:

[1] Antoszkiewicz, J. D.(1998). Firma wobec zagrozen. Identyfikacja probleméw. Warszawa: Wyd.
Poltext. ISBN 83-86890-35-5.

[2] Armstrong, M. (2007). Zarzgdzanie zasobami ludzkimi. Krakow: Oficyna Ekonomiczna, Dom
Wydawniczy ABC. ISBN 83-85441-86-7.

[38]1 Blanchard, K. (2007). Przywddztwo wyzszego stopnia. Blanchard o przywddztwie i tworzeniu
efektywnych organizacji. Warszawa: Wyd. PWN. ISBN 978-83-01-15104-1.

[4] Bober, B. (2012). Komunikacja marketingowa przedsigbiorstwa medycznego a ocena jakosci
ustugi szpitalnej. H. Mruk. (ed.). Problemy zarzqdzania przedsigbiorstwem. Monografia
wydziatu zarzadzania WSZiB Poznaniu. ISBN 978-83-61053-30-9.

[6] Bober, B. (2013). Metody analiz i oceny uwarunkowan ryzyka decyzyjnego w zarzgdzaniu
procesem Swiadczenia ustug w szpitalach publicznych. Poznan: Wyd. WSB. ISBN 978-83-7205-
324-4.

[6] Bober, B. (2012). Interdisciplinary Team as an Element of Knowledge Management in Medical
Enterprise. Human Potential Management in a Company. Banskd Bystria: Univerzita Mateja
Bela. ISBN 978-80-557-0361-9.

[7] Bober, B. (2014). Information security Management in Health Care. A. Urbanek. (ed.).
Brooklyn, NY: Iglobal Writer Inc. ISBN 978-83-63680-43-5.

[8] Dahlgaard, J. J., Kristensen, K., Kanji, G. K. (2004). Podstawy zarzqdzania jakoscig.
Warszawa: Wydawnictwo Naukowe PWN. ISBN 83-01-14324-X.

[9] Duszkiewicz, W., Jemielity, M., Wiktorowicz, K. (2009). Transplantologia w zarysie. Poznan:
Wyd. Naukowe Uniwersytetu Medycznego im. Karola Marcinkowskiego w Poznaniu. ISBN
978-83-60187-84-5.

[10] Davies, A., Fidler, D., Gorbis, M. Future Work Skills 2020. Palo Alto: Institute for the Future
for University of Phoenix Research Institute.

[11] Gitling, M. (2013). Czlowiek w organizacji. Warszawa: Wyd. Difin. ISBN 978-83-7641-779-0.

[12] Goleman, D. (2012). Przywodztwo, ktore przynosi efekty. O zarzgdzaniu ludzmi. ICAN
Institute, Warszawa: Harvard Business Review Polska. ISBN 9788372789938.

[13] Hamel, G. (2006). The Why, What, and How of Management Innovation. Harvard Business
Review, Feb; 84(2). ISSN 0017-8012.

[14] Jabtonski, M. (2011). Koncepcje i modele kompetencji pracowniczych w zarzgdzaniu.
Warszawa: Wyd. CeDeWu. ISBN 978-83-7695-305-2.

[15] Kesy, M. (2013). Ksztaltowanie kompetencji menadzerskich personelu medycznego. Wyd.
Uniwersytetu Jagiellonskiego. ISBN 978-83-233-3547-4.

[16] Kloskowska-Kustosz, K. (2004). Razem — nie osobno. Personel i Zarzgdzanie, 3. ISSN 1641-
0793.

[17] Kopijer, P. (2003). Kierownik liderem zmian. Personel i zarzgdzanie, 5. ISSN 1641-0793.

[18] Koztowski, J. (2003). Lojalnos¢ przede wszystkim. Personel i Zarzgdzanie, 2. ISSN 1641-0793.

[19] Kozminski, A. K. (2004). Zarzgdzanie w warunkach niepewnosci. Podrecznik dla
zaawansowanych. Warszawa: Wyd. PWN. ISBN 978-83-01-15485-1.

[20] Mandziej-Jezyna, M. (2001). Budowanie zespotu, jako instrument zwigckszajacy efektywnosé
zarzadzania. K. Makowski (ed.). Zarzqdzanie pracownikami. Instrumenty polityki personalnej.
Warszawa: Wyd. Poltext.

[21] Matuska, E. (2014). Human Resources Management in a Modern Organization. Gdynia: Pub.

Higher School of Administration and Business.

23



12th International Scientific Conference

HUMAN POTENTIAL DEVELOPMENT
Klaipéda, 27 — 28 May, 2015

[29]

[26]
[27]

[28]

[29]
[30]

[31]

[32]
[33]
[34]

[39]

[36]

[37]

Mears, P., Voehl, F. (2000). Tworzenie zespofu. Ktudzienko: Centrum Kreowania Liderow.
Miller, D. (2010). Zespoty. Warszawa: Wyd. Polskie Wydawnictwo Ekonomiczne. ISBN 978-
83-208-1897-0.

Mikuta, B., Pietruszka-Ortyl, A. (2007). Kompetencje pracownikow w perspektywie
strategicznego zarzadzania wiedza w przedsigbiorstwie, Zeszyty Naukowe Akademii
Ekonomicznej w Krakowie, 747. ISSN 1898-6447.

Obuchowski, K. (2004). Rewolucja podmiotow. Y.odz: Wyd. Wyzsza Szkota Humanistyczno-
Ekonomiczna w Lodzi.

Obtoj, K. (2007). Strategia organizacji. Warszawa: MT Biznes. ISBN 978-83-208-2165-9.
Pajak, K., Zduniak, A. (2003). Kierownik w XXI wieku. Warszawa — Poznan: Dom Wydawniczy
ELIPSA. ISBN 83-7151-561-8.

Piotrowski, K., Swiatkowski, M. (2000). Kierowanie zespolami ludzi. \Narszawa: Dom
Wydawniczy Bellona.

Robbins, S. P. (1998). Zachowania w organizacji. Warszawa: PWE.

Rowinski, W., Wataszewski, J. (2004). Transplantologia kliniczna. Warszawa: Wydawnictwo
Lekarskie PZWL. ISBN 83-200-2746-2.

Rutkowski, B., Kalicinski, P., Sledzinski, Z. (2009). Wytyczne dotyczqce zasad zglaszania,
kwalifikacji i przygotowania zmartych dawcow do pobrania narzgdow. Gdansk: Wyd. Via
Medica. ISBN 978-83-7599-093-5.

Senge, P. (2012). Pigta dyscyplina. Teoria i praktyka organizacji uczqcych sie. \Warszawa:
Wolters Kluwer. ISBN 83-7484-045-5.

Stoner, J. A. F., Wankel, Ch. (2011). Kierowanie. Warszawa: Panstwowe Wydawnictwo
Ekonomiczne. ISBN 978-83-208-1942-7.

Stefaniuk, T. (2014). Komunikacja w zespole wirtualnym. Warszawa: Difin. ISBN 978-83-7930-
235-2.

Sitko-Lutek, A. (2008). Istota i cechy kompetencji organizacji. S. A. Witkowski, T. Listwan.
(eds.). Kompetencje a sukces zarzqdzania organizacjg. Warszawa: Difin. ISBN
9788372519283.

Zbiegien-Maciag, L. (2013). Kultura w organizacji. ldentyfikacja kultur znanych firm.
Warszawa: Wydawnictwo Naukowe PWN. ISBN 978-83-01-15455-4,

Zbierowski, P. (2012). Orientacja pozytywna organizacji wysokoefektywnej. Warszawa: Wolters
Kluwer Polska. ISBN 9788326440922,

Addresses of authors:

Benedykt BOBER, PhD. Andrzejf HERTMANOWSKI, MA
Wyzsza Szkota Zarzadzania i Bankowosci Independent Public Health Center
ul. Robocza 4 ul. Szpitalna 7

61 538 Poznan Koscian

Poland Poland

e-mail: benedykt.bober@wp.pl e-mail: herpol@interia.pl

Positively reviewed by first reviewer: March 18, 2015
Positively reviewed by second reviewer: March 25, 2015
Accepted by Editorial Board of the Conference HPD 2015: March 27, 2015

24



12th International Scientific Conference

HUMAN POTENTIAL DEVELOPMENT
Klaipéda, 27 — 28 May, 2015

ANALYZA POSTpJfI POLICISTOIOJ )
K PROVOZOVANYM INFORMACNIM SYSTEMUM V POLICII CR

ANALYSIS OF ATTITUDES OF POLICEMEN
TO INFORMATION SYSTEMS IN POLICE OF THE CZECH REPUBLIC

MAREK CANDIK — PETR JEDINAK

Abstract

This article presents some results of a survey of attitudes of police officers on the quality of
information systems operated by Police in the Czech Republic. The questionnaire survey focused on
obtaining positions on six fundamental attributes of quality of information systems — functionality,
reliability, usability, efficiency, maintainability, portability and the total sum of those attributes.

A questionnaire survey was carried out in 2014 and was attended by 531 police officers. We examined
the attitudes of police officers in relation to age, sex, length of practice and service location. The
results of the survey are presented by methods of descriptive statistics and adequate mathematical and
statistical methods.

Key words: gquestionnaire survey, quality of information systems, policemen.

1. Uvod

Potfeba konkurenceschopnosti nuti ekonomické subjekty ke znacnym investicim
I v oblasti informacnich systémd. Cilem téchto investic je zajisténi konkurencnich vyhod na
trhu a vlastni rozvoj ekonomickych subjektl. Z ekonomického hlediska je nutné sledovat
a hodnotit, zda vynalozené finan¢ni prostfedky na potizeni téchto informacnich systému jsou
dostatecné efektivni a zda zakoupeny informacni systém plni veSkerd ocekavani a umoziuje
rozvoj daného subjektu. Proto se do poptedi dostava otdzka kvality informac¢nich systémd.

Hodnoceni kvality informac¢nich systémil predstavuje ze strany uZivatell klicovy atribut
i pro vyrobce téchto (informacnich) systémi, protoze predstavuje kontrolu kvality vlastni
produkce a v podstaté zabezpecuje vyrobcim zpétnou vazbu (Platisa, Balaban, 2009).

Kvalita informacnich systému zavisi na kvalité softwarovych produktti, které jsou jejich
soucasti, neodmyslitelnym prvkem souvisejicich s kvalitou informaénich systémi je i kvalita
dat v nich obsazenych. Za produkci kvalitnich softwarovych produktt a sluzeb stoji kvalita
provozovaného informaéniho systému. Zaméfeni na kvalitu vede v ekonomickych subjektech
soucasné 1 ke zvySovani uspor.

Pojem kvalita pochazi z latinského qualitas — jakost, vlastnost (Wang, 1996). I kdyz se
Casto pojmy kvalita a jakost pouzivaji jako synonyma, existuje mezi nimi maly vyznamovy
posun — jakost je chapéana jako kladna vlastnost hodnocena vSemi zucastnénymi stranami
(vyrobci, uzivatelé, ekonomové, odbornici,...), vyraz kvalita je pouzivan spiSe ze strany
zékaznika.

Cilem prispevku je V teoretické rovin¢ piiblizit metodiku hodnoceni kvality
informacnich systémli a v praktické roviné prezentovat vysledky hodnoceni kvality
provozovanych informaénich systémii v Policii CR samotnymi policisty.

2. Charakteristiky kvality informacnich systému
K charakteristikAm informac¢nich systémii (véetné softwarovych produktt) patii (Candik,
2011):
1. Funkcénost (functionality). FunkCnost je vymezena jako schopnost informacniho
systému (respektive softwarového produktu) obsahovat funkce, které zabezpecuji

25



12th International Scientific Conference

HUMAN POTENTIAL DEVELOPMENT
Klaipéda, 27 — 28 May, 2015

predpokladané nebo stanovené potieby uZzivatele pii pouzivani systému, za stanovenych
podminek. Funk¢nost informacniho systému (softwarového produktu) zahrnuje tyto
atrlbuty (podcharakteristiky):

Funk¢ni piiméfenost (suitability). Funkéni piiméfenost je vymezena jako schopnost
informac¢niho systému (softwarového produktu) poskytovat funkce pro zajisténi
blize specifikovanych loh a cilti uzivatele.

Ptesnost (accuracy). Presnost je vymezena jako schopnost informac¢niho systému
(softwarového produktu) poskytnout spravné a pozadované vysledky s potiebnou
urovni presnosti.

Schopnost spoluprace (interoperability). Schopnost spoluprace je vymezena jako
schopnost informacniho systému (softwarového produktu) spolupracovat s jednim ¢i
vicero jinymi specifikovatelnymi systémy.

Bezpecnost (security). Bezpecnost je vymezend jako schopnost informacniho
systému (softwarového produktu) chranit informace a data tak, aby neautorizovana
osoba nebo systém nemély moznost piecist si je, ¢i je modifikovat a pfitom aby
autorizovanym subjektim nebyla zamitnuta moznost pfistupu k datim na stanovené
urovni

Shoda ve funkénosti (functionality compiliance). Shoda ve funkénosti se
charakterizuje jako schopnost informac¢niho systému (softwarového produktu)
pracovat ve shod¢ s normami, standardy, zdkony, konvencemi a zvyklostmi
prostiedi, ve kterém je informacni systém resp. produkt vyuzivany.

Bezporuchovost (relibility). Bezporuchovost je vymezena jako schopnost informaé¢niho
systému (softwarového produktu) zachovat si specifickou troven vykonu pfi pouzivani
systému za stanovenych podminek. Bezporuchovost zahrnuje tyto atributy:

~

Zralost (maturity). Zralost je vymezena jako schopnost informaéniho systému
(softwarového produktu) vyvarovat se poruchdm (selhanim) v disledku zavad
informacniho systému, nebo disledky takovychto zdvad minimalizovat.

Odolnost viici vadam (fault tolerance). Tento atribut je vymezen jako schopnost
informacniho systému (softwarového produktu) zachovat si pfi selhani systému,
nebo pii nedodrZeni pozadovaného rozhrani ze strany uZivatele, urCitou uroven
vykonu, respektive uroven poskytovanych sluzeb.

Schopnost zotaveni se (recoverability). Tento atribut je vymezen jako schopnost
informaéniho systému (softwarového produktu) obnovit uroven vykonu a zachovat
data pro odstranéni poruchy.

PouZitelnost (usability). Tento atribut je vymezen jako schopnost informacniho systému
(softwarového produktu) byt srozumitelny, s lehce naucitelnou obsluhou, schopnost byt
atraktivni pro uZivatele za stanovenych podminek. PouZitelnost informaéniho systému
(softwarového produktu) zahrnuje tyto atributy:

Srozumitelnost (understandability). Tento atribut je vymezen jako schopnost
informacniho systému (softwarového produktu), kterd umoziuje uzivateli
rozhodnout, jestli se informacni systém (softwarovy produkt) hodi pro feSeni jeho
problémi, jak je mozné ho vyuZzit pro feSeni jednotlivych uloh a za jakych
podminek. Srozumitelnost je charakterizovdna mirou Usili, které je potfebné k tomu,
aby uZivatel sdm porozumél tomu, co miiZze od informac¢niho systému (softwarového
produktu) ocekévat.

Naucitelnost (learnability). Tento atribut je charakterizovdn mirou usili, které je
tteba vynalozit pro rutinni vyuZivani moznosti informacniho systému (softwarového
produktu).
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~ Provozuschopnost (operability). Tento atribut je vymezen jako schopnost
informacniho systému (softwarového produktu) ulehcujici jeho obsluhu a fizeni
rutinni prace s informacnim systémem (softwarovym produktem).

~ Atraktivnost (attractiveness). Tento atribut je vymezen jako schopnost informa¢niho
systému (softwarového produktu) umoznit piijemnou obsluhu a piitazlivé vyuziti
informacniho systému (softwarového produktu).

~ Ovladatelnost (usability compliance). Tento atribut je vymezen jako schopnost
informacniho systému (softwarového produktu) vykonavat definované operace.

Ucinnost (efficiency). Tento atribut je vymezen jako schopnost informaéniho systému

(softwarového produktu) poskytovat potiebny vykon vzhledem k mnozstvi pouzitych

zdroju (naptiklad software, systémové prosttedky — hardware, software) pii pouzivani

za stanovenych podminek. Uginnost informaéniho systému (softwarového produktu)

zahrnuje tyto atributy:

~ Chovani v case (time behaviour). Tento atribut je vymezen jako schopnost
informacniho systému (softwarového produktu) zajistit pozadovanou piipustnost
uloh za dané casové obdobi, ¢as vypoctu definovanych uloh, nebo odezvu
informa¢niho systému (softwarového produktu) pfi jejich pouzivani za
definovanych podminek.

~ Vyuziti zdroji (resource utilisation). Tento atribut je vymezen jako schopnost
informa¢niho systému (softwarového produktu) zajistit pozadované funkce
pfiméfenym mnozstvim typli a mnozstvim a rozsahem pouzitelnych zdroju, které
jsou potiebné k zabezpeceni prace informacéniho systému (softwarového produktu).

~ Shoda v ucinnosti (efficiency compiliance). Tento atribut je vymezen jako
schopnost informacéniho systému (softwarového produktu) produkovat pozadované
mnozstvi a kvalitu vystup.

Udriovatelnost (maintainability). Tento atribut je vymezen jako schopnost

informac¢niho systému (softwarového produktu) byt modifikovatelny. Udrzovatelnost

zahrnuje tyto atributy:

~ Analyzovatelnost (analysability). Tento atribut je vymezen jako schopnost
informac¢niho systému (softwarového produktu) uleh¢it nalezeni vady v piipadé
vyskytu poruchy a schopnost urcit, co se ma zménit, aby byla vada odstranéna.

~ Me¢nitelnost (changeability). Tento atribut je vymezen jako schopnost informaéniho
systému (softwarového produktu) ulehcit uskute¢iiovani modifikaci.

~ Stabilita (stability). Tento atribut je vymezen jako schopnost informaéniho systému
(softwarového produktu) zabranit nezaddoucim dusledkim uskutecnénych
modifikaci.

~ Testovatelnost (testability). Tento atribut je vymezen jako schopnost informacniho
systétmu (softwarového produktu) zabezpecit lehkou validaci po provedeni
modifikaci.

Prenositelnost (portability). Tento atribut je vymezen jako schopnost informacniho

systému (softwarového produktu) byt pifeneseny z jednoho prostiedi do jiného.

Ptrenositelnost informaéniho systému (softwarového produktu) zahrnuje tyto atributy:

~ Ptizptsobitelnost (adaptability). Tento atribut je vymezen jako schopnost
informa¢niho systému (softwarového produktu) byt pfizplsobitelny riznym
prostiedim, ve kterych mé byt vyuzivan, a to vlastnimi prosttedky, které jsou jeho
soucasti.

~ Instalovatelnost (installability). Tento atribut je vymezen jako schopnost
informac¢niho systému (softwarového produktu) byt zavedeny tak, aby vyhovoval
pouziti a praci v konkrétnim prostiedi.
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~ Slucitelnost (co-existence). Tento atribut je vymezen jako schopnost informac¢niho
systému (softwarového produktu) pracovat spolecné s jinymi informacnimi systémy
(softwarovymi produkty) ve spole¢ném prostiedi a vyuzivat spole¢né zdroje.

~ Nahraditelnost (replaceability). Tento atribut je vymezen jako schopnost
informaéniho systému (softwarového produktu) nahradit funkci jinych systémd,
urcenych pro stejny ucel a pracujicich ve stejném, nebo podobném prostiedi.

3.  Metodika vyzkumu

Cilem provedeného vyzkumu bylo zmapovat, jak vnimaji policisté kvalitu informa¢nich
systémil, se kterymi pracuji. Provadény vyzkum je soucasti Projektu védeckovyzkumného
ukolu €. 4/3, ktery je soucasti Integrovaného vyzkumného ukolu €. 4 na 1éta 2010 — 2015,
realizovaného na Policejni akademii Ceské republiky v Praze (dale jen PA CR). Vysledky
vyzkumu jsme nésledné interpretovali pomoci metod deskriptivni statistiky a statistického
zpracovani ziskanych dat.

Na zaklad¢ kvalitativni analyzy odborné literatury byl navrzeny nestandardizovany
(originalni) dotaznik. Tento dotaznik byl ovétovany pilotni studii v roce 2013 a nasledn¢ byl
korigovany z hlediska validity (pfeformulovani nékterych nejasnych otazek, vynechéni
otazek, ve kterych vSichni respondenti deklarovali pouze souhlasny, resp. nesouhlasny postoj,
atd.).

Ziskani dat pomoci dotaznikového Setfeni jsme preferovali z divodu vyhod této
efektivni techniky sbéru dat, a to hlavn¢ z diivodi:

e moznosti ziskani velkého mnozstvi tdaji v pomérné kratkém casovém useku,

e eliminace vlivu tazatele na respondenta (respondent chce zaplisobit na osobnost

tazatele) — tzv. interviewer bias efektu,

e moznosti hromadného zpracovani dat na pocitaci.

K nevyhodam ziskavani dat pomoci dotaznikového Setfeni patfi:

¢ riziko uvedeni nepravdivych informaci ze strany respondent,

e skutecnost, Ze respondent nemusi otdzce zcela rozumét a neni mozné ji upfesnit.

Dotaznikovy formuladf byl administrovany ve vytisténé (papirové) podobé (1list A4,
oboustranné). Dotaznikovy formulai byl komponovany do t#i ¢asti. Prvni ¢ast obsahovala
identifika¢ni znaky respondenti (pohlavi, pracovni zafazeni, pocet let praxe, zafazeni ve
vedouci funkci).

Druha ¢éast dotaznikového formuldfe byla tvofena tabulkou znézoriiujici zplsob
vypliiovani dotazniku (4-bodové Likertova Skala; od respondenta se pozaduje, aby vyjadiil
stupenl souhlasu ¢i nesouhlasu s riznymi vyroky, které se tykaji ur¢itého postoje).

Tab. 1. Pouzita Skdala dotaznikového Setieni (viastni vyzkum)

4 3 2 1
Souhlasim Casteéné souhlasim Caste¢né nesouhlasim Nesouhlasim

Tteti ¢ast dotaznikového formulate predstavovala zjisStovaci ¢ast dotaznikového Setfeni.

Zjistovaci cast se skladala z Sesti okruhii vyzkumného Setieni:

1. Prvni okruh otazek byl obsahové zaméteny na funkcnost. Funkénost byla dotazovana
pomoci 14 otazek.

2. Druhy okruh otazek byl obsahoveé zaméieny na bezpecnost. Tato charakteristika byla
dotazovana pomoci 5 otazek.

3. Tteti okruh otazek se zaméfil na pouZitelnost. Tato charakteristika byla dotazovana
pomoci 10 otazek.

4.  Ctvrty okruh otazek dotazoval oblast #iéinnosti pomoci 5 otazek.
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5. Paty okruh otazek byl obsahoveé zaméteny na udriovatelnost. Tato charakteristika byla
dotazovana pomoci 5 otazek.

6.  Sesty okruh otdzek byl obsahové zaméieny na pienositelnost. Tato charakteristika byla
dotazovana pomoci 8 otazek.

Objekt vyzkumu: Provozovany informadni systém na pracovisti'. Predmét vyzkumu: Kvalita
informacniho systému na pracovisti. Oznaceny zdkladni soubor: VSichni pfisluSnici Policie
Ceské republiky. V ramci vyzkumu byl proveden vybér na zakladé dostupnosti. Respondenti:
Piislu$nici policie, ktefi studuji na PA CR a frekventanti kurzi celoZivotniho vzdélavani
organizovanych na Policejni akademii CR v Praze (pfislusnici Policie CR). Z celkového stavu
750 prislusnikd, kterym byl dotaznik administrovan, bylo ke statistickému vyhodnoceni
pouzito 531 dotaznik@i®. Ndvratnost dotaznikii: 70,8 %. Metoda vyzkumu: Dotaznikové

Setfeni, s ndslednym matematicko-statistickym vyhodnocenim. Vyzkumna otazka: Jak vnimaji

piislugnici Policie CR kvalitu provozovanych informaénich systéma? Vyzkumné predpoklady:

VP;: Predpokladame, ze u hodnoceni kvality informacénich systémi nebudou statisticky
vyznamné rozdily v zavislosti na pohlavi. Informaéni systémy u PCR slouZi pfevazné
jako poznatkové fondy, evidence, pfip. specializované informacni systémy S cilem
podpory prace pro Cinnost piislusnikli, proto nelze predpokladat rozdily v hodnoceni
kvality z hlediska pohlavi (ani v hodnoceni jednotlivych sledovanych atributi).

VP,: Predpokladame, Ze u hodnoceni kvality informacnich systémid mohou vzniknout
statisticky vyznamné rozdily v zavislosti na véku. Respondenti ve skupin€¢ nad 30let
V soucasné dobé¢ jiz disponuji relativné kvalitnimi pocitaovymi dovednostmi a proto
mohou mit kriti¢téjsi stanoviska ke kvalité, ve srovnani se skupinou respondentii do
30let. Na druh¢ strané respondenti do 30let rychleji zvladaji nové technologie, proto
Vv pfipadé, ze organizace disponuje modernimi informacnimi systémy (s integrovanymi
modernimi technologiemi), mize tato skupina respondentt byt vice kritickd ve srovnani
se skupinou respondentti nad 30let.

VP3: Predpokladame, Ze u hodnoceni kvality informacnich systémid mohou vzniknout
statisticky vyznamné rozdily v zavislosti na délce praxe. Lidé sdelSi praxi mivaji
kritictéjsi stanoviska ke kvalit¢ v obecné roving, informacni systémy nevyjimajic.
Navic, ve dneSni dobé dochazi relativné casto k fluktuaci zaméstnavatelli ze strany
zamé&stnanct, proto u respondentl s delsi praxi se mize pfedpokladat vice zkusenosti na
vétsim poctu informacnich systému a tim i jejich kritictéjsi postoj ke kvalité (disponuji
vétsimi zkuSenostmi pro srovnavani).

VP,: Predpokladame, ze u hodnoceni kvality informacénich systémid nebudou statisticky
vyznamné rozdily v zavislosti na sluzebnim zafazeni. Ridici pracovnici, stejné jako
fadovi pracovnici, zvelké ¢asti vyuzivaji stejné informaéni systémy a proto
predpokladame stejné hodnoceni ve smyslu kvality informacnich systémd.

Empiricky vyzkum byl realizovan na Policejni akademii Ceské republiky v Praze a jeho
cilem bylo na zékladé¢ ziskanych dat z dotaznikového Setfeni zjistit postoje samotnych
ptislusniki ke kvalité provozovanych informacnich systému.

Distribuce dotaznikli byla realizovana v obdobi kvéten az prosinec 2014 na PA CR.
V ramci vyzkumu byl proveden vybér na zakladé dostupnosti. Z celkového stavu 750
respondenttl, kterym byl pfipraveny dotaznik administrovan, dotazniky vyplnilo a odevzdalo
zpét celkem 562 piisluSniki. Navratnost dotaznikl: 74,93 %. Naslednym pocitaCovym

Zajima nas efektivita prace, proto nezjistujeme kvalitu konkrétniho informacniho systému ale informacniho
systému, na kterém respondent pracuje.

Dle informaci zvefejnénych servrem Policie CR  (http://www.policie.cz/clanek/pocet-prislusniku-a-
zamestnancu-policie-cr.aspx) k poc¢tu policistll v roce 2014:“ K 1. zafi 2014 skuteény pocetni stav prislusniki
Policie Ceské republiky ve sluzebnim poméru ¢&inil 39.331 osob.*
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zpracovanim bylo vyfazenych 31 dotazniki (4,13 % 2z celkového poctu obdrzenych
dotazniki) z divodu neuplného vyplnéni. Pro statistické zpracovani jsme proto pouzili
celkem 531 dotaznikii. Slo o dotazniky studentti kombinované formy studia a frekventanti
kurzti celoZivotniho vzdé&lavani organizovanych na Policejni akademii Ceské republiky
Vv Praze, ktefi vykonavaji sluzbu napfi¢ celou republikou.

Pro statistické zpracovani jsme data ziskana z dotaznikového Setfeni vlozili v numerické
podobé do programu MS Excel 2010 a vytvoftili jsme zékladni deskriptivni statistické
ukazatele, vcetné¢ pfisluSnych grafi. Zakladni demografické tudaje byly analyzovany
standardnimi ndstroji deskriptivni statistky. Data jsme nasledn¢ importovali do softwarového
prostiedi Statistica v.10, které jsme nasledné vytézovali pouzitim zvolenych statistickych
metod. Ke zpracovani dat byly vyuzity adekvatni matematicko-statistické procedury (Cramér,
1999), jez jsou obsahem tohoto softwarového prostredi.

Respondenty tvofili piislusnici Policie CR studujici na PA CR v Praze a frekventanti
kurzi celozivotniho vzdélavani organizovanych na PA CR. Zkoumany vzorek tvofili ze
65,54 % muzi (348 osob) a ze 34,46 % zeny (183 osob). Zastoupeni respondentt z hlediska
pohlavi znazoriiuje nize uvedeny obr. 1.

Pomérné zastoupeni respondentii z hlediska
pohlavi

W, 183; 34%

i Zeny
348; 66% 4 Muzi

Obr. 1. Struktura respondentii z hlediska pohlavi (vlastni vyzkum)

Z hlediska véku se dotaznikového Setfeni zcastnili respondenti od 20 do 50 let,
pramérny veék respondenti byl 32,40 let, medidnova hodnota véku byla 32 let. Nejcetnéjsi
skupinou respondentti byli 32-leti piislusnici PCR (hodnota modusu). Piehled popisnych
charakteristik respondentl z hlediska v€ku ukazuje nasledujici tab. 2.

Tab. 2. Popisné charakteristiky respondentii z hlediska veéku (viastni vyzkum)

VEk (Vv letech):

minimum 20
maximum 50
smérodatna odchylka 6,49
prameér 32,40
median 32
modus 32

Z hlediska délky praxe primérna hodnota poétu odslouzenych let u Policie CR ¢&inila
10,35 let, medianova hodnota poctu odslouzenych let byla 10let, nejcetné;si skupinu v rdmci
vyzkumu tvofili policisté s desetiletou praxi (hodnota modusu), minimalni délka praxe
u respondenttl byla 1 rok, maximalni délka praxe Cinila 29 let. Uvedené hodnoty jsou nazorné
uvedené v nasledujici tabulce (tab. 3).
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Tab. 3. Popisné charakteristiky respondentii z hlediska délky praxe (viastni vyzkum)

Délka praxe (v letech):

minimum 1
maximum 29
smérodatnd odchylka 6,29
pramér 10,35
median 10
modus 10

Z hlediska sluZebniho zarazeni jsme obdrzeli data od 129 (24,29 % celkového poctu
respondenttl) fidicich pracovnikli (manazeru), zbytek — 402 (75,70 % celkového poctu
respondentll) tvofili fadovi pracovnici. Pomérné zastoupeni respondentti z hlediska sluzebniho
zafazeni interpretuje obr. 2.

Pomérné zastoupeni respondentii z hlediska sluzebniho
zarazeni

129; 24%

_

i Radovi pracovnici

i Ridici pracovnici
402; 76%

Obr. 2. Struktura respondentii z hlediska sluzebniho zarazeni (viastni vyzkum)

Ke statistickému vyhodnoceni jsme uskutecnili vypocet souhrnti u vSech dil¢ich Sesti

sledovanych atributech kvality informacnich systému. ProtoZe povazujeme kazdy atribut
Vv hodnoceni za stejné dulezity, bylo potieba, abychom vysledky =ziskanych souhrni
normovali®. Naslednd jsme znormovanych polozek atributi funkcnosti, bezpecnosti,
pouzitelnosti, u¢innosti, udrZzovatelnosti a prenositelnosti stanovili celkovy souhrn postoji
respondentl ke kvalité provozovanych informacnich systémi, ktery jsme nasledné statisticky
vyhodnocovali.
(Meloun, Militky, 2013). Ve vyzkumech se Casto setkdvame se situaci, kdy métenou
proménnou ovliviluje soucasné vétsi pocet pomérné slabych ndhodnych vlivl. Toto plsobeni
se projevuje tim, Ze znacna cast vysledki se soustfed'uje kolem stiedni hodnoty a na obé¢
strany se vysledky vyskytuji stale méné casto. Normalni rozdéleni reprezentuje tzv. Gaussova
kiivka zvonovitého tvaru. Normalni rozdé€leni je symetrické, primér je roven medianu 1 modu
a jeho Sikmost je nulova (Meloun, Militky, 2012). Normalni rozloZeni ma tu vlastnost, zZe:

% Napt. funkcénost byla dotazovana pomoci 14 otizek, bezpecnost pomoci 5ti otazek. V piipadé kladného
stanoviska ,,4“ u kazdého respondenta docilime vyslednou hodnotu souhrnu atributu funkcénost 4*14=56,
a u atributu bezpecnost 4*5=20. Takto ziskané souhrnné postoje (56 vs. 20) u vSech respondentl mohou
vykazovat statisticky vyznamny rozdil, i kdyz vSichni odpovidali stejné — kladnym (souhlasnym) postojem.
Proto u atributu bezpecnosti jsme uskutecnili normovani faktorem (14/5), tj. (nejvyssi pocet polozek ze vSech
sledovanych atributti/pocet polozek u aktualné sledovaného atributu). U polozky pouzitelnost byl normovaci
faktor (14/10), u polozky ucinnost (14/5), u polozky udrzovatelnost (14/5), u polozky prenostitelnost (1418).
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e interval u + ¢ obsahuje 63,3 % populace,

e interval u + 2o obsahuje 95,5 % populace,

e interval u + 3o obsahuje 99,7 % populace.

Z davodi piehledné vizualizace vysledky testu znazoriiujeme diagnostickymi grafy
pomoci histogramu a tzv. N-P ploti (Normal Probability Plot), v¢éetné vypocetnich vysledki
testu normality Shapiro-Wilksovym W-testem* (tab. 4). U grafického vyobrazeni histogrami
sledujeme shodu distribuce sledované proménné s Gaussovou kiivkou, u grafického
vyobrazeni NP-plotu v pfipadé€, ze soubor vykazuje normalni rozd€leni, se (modré) body
piiblizuji k zobrazené piimce resp. v idealnim piipad¢ na ni lezi. Zna¢né odchylky bodt od
pfimky ukazuji na soubor, ktery nevykazuje normalitu. V pfipadé normalniho rozdéleni dat
budou vSechny znazornéné body lezet na piimce (pro data s kladnou Sikmosti se body fadi do
konvexni kiivky a u zaporné Sikmosti do konkdvni kiivky). Dal§imi moznymi diagnostickymi
grafy, pomoci kterych miizeme posuzovat, zda data pochazi z normalniho rozlozeni, patii
napiiklad Q-Q plot (Quantile-Quantile Plot) a P-P plot (Probability-Probability Plot). U
diagnostickych grafi N-P, Q-Q, P-P ploti miizeme vizualn¢ pozorovat, zda body lezi (témér)
na piimce. Z toho mizeme usoudit, ze data pochazeji z normalniho rozdéleni. Abychom
eliminovali pfipadny mylny zavér, je zapotiebi si toto stanovisko ziskané¢ vizualnim
posouzenim ovéfit testem normality (vypocetné).

Tab. 4. Ovéreni normality zdakladnich atributa (viastni vyzkum)

Norml, p-graf Fukenost - Shapl ro- p_
Wilk W | hodnota

Funk¢nost f=

ek nor

0,98487 | 0,00003

‘‘‘‘‘

'''''''''''''''' — Shapiro- p-
) P Wilk W | hodnota
Bezpetnost L el
o ‘ gl 0,98199 | 0,00000
=
e - Shapiro- p-

Wilk W | hodnota

| / 0,97368 | 0,00000

PouZitelnost iw

*  Shapiro-Wilsiiv W-test normality byl publikovany v roce 1965 a je zaloZeny na analyze rozptylu. Tento test je
doporuovan normou CSN 01 0225. Na testovou statistiku Shapiro-Wilksova W-testu lze nahlizet podobné
jako na korelacni koeficient mezi uspofddanymi pozorovanimi a jim odpovidajicim kvantilim
standardizovaného normalniho rozdéleni. Kdyz ma hodnotu 1, znamena to, ze data vykazuji perfektni shodu
s normalnim rozdélenim. Hypotézu o normalité¢ zamitdme na hladin€ vyznamnosti o, kdyZ se na této hladiné
neprokaze korelace mezi daty a jim odpovidajicim kvantilim normalniho rozdéleni.
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Shapiro- p-
- Wilk W | hodnota
Utinnost I
. 0,96151 | 0,00000
T Shapiro- p-
i Wilk W | hodnota
P
UdrzZovatelnost L i //
. e 0,97596 | 0,00000
d
Shapiro- p-
Wilk W | hodnota
Pfenositelnost L g .
s G 0,98149 | 0,00000
i Shapiro- p-
= Wilk W | hodnota
Souhrn- E
Kvalita & j \ . 0,99005 | 0,00117

Jak naznacuji vysledky testli normality pro sledované poloZzky, zejména konfrontace
vysledkt p-hodnot sledovanych atributt s kritickou hodnotou 5 % (p = 0,05), p-hodnoty testt
jsou pod touto kritickou hodnotou, proto zamitame predpoklad normality (na 5 % hladiné

vyznamnosti)

sledovanych atributd.

neparametrickych metod matematicko-statistického zpracovani.

Sledované atributy budeme nasledné testovat Mann-Whitneyovym testem (tzv. U-test).
Jedna se o neparametrickou obdobu studentova t-testu pro piipad, kdy nejsou splnéné
podminky normality a slouzi k porovnani medianti dvou nezavislych proménnych.

Pro testovani atributu funkénost byly pouzity 4 pracovni hypotézy:
Postoje respondentl (policistil) na funk¢énost provozovanych informacnich systému (na

HO;:

svém pracovisti) se V zavislosti na pohlavi nelisi.
HA:: Postoje respondentil na funkénost provozovanych informacénich systému se v zavislosti
na pohlavi lisi.

HO,:

Z uvedeného vysledku nasledné plyne volba

Postoje respondentl (policistil) na funk¢énost provozovanych informacnich systému (na

svém pracovisti) se u skupiny respondenti do 30 let a u skupiny respondentii nad
30 let nelisi’.
HA,: Postoje respondentd na funkénost provozovanych informacnich systémi budou
u skupiny respondentt do 30 let a u skupiny respondentli nad 30 let odlisné.

® Vékova hranice 30let vychéazi ze zaokrouhleni medianové hodnoty testovaného souboru.
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HO3: Postoje respondentd (policistl) na funkénost provozovanych informacnich systému (na
svém pracoviSti) se U Skupiny respondenti s praxi do 10 let a u skupiny
respondentii s praxi nad 10 let nelisi®.

HA3: Postoje respondenti na funkCnost provozovanych informacnich systémi budou
u skupiny respondentti s praxi do 10 let a u skupiny respondentl s praxi nad 10 let
odlisné.

HO,: Postoje respondentd (policistl) na funkénost provozovanych informacénich systému (na
svém pracovi$ti) budou u Fidicich pracovniki a u Fadovych pracovniku stejné.

HA,: Postoje respondentl na funkénost provozovanych informacnich systémii budou
u fadovych pracovnikii a u manazera odliSné.

Vysledky Mann-Whitneyova U-testu atributu funk¢énost interpretuje nasledujici tabulka.
Box-ploty’ naznacuji rozdily ve vztahu k pohlavi a sluzebnimu zarazeni. Neparametricky test
(Mann-Whitney) shodu postoji v zavislosti na pohlavi zamita (na 5 % hladin¢ vyznamnosti),
proto zamitame pracovni hypotézu HO; a pfijimame alternativni hypotézu HA;.
U proménnych vek a praxe krabicové grafy nenaznacuji rozdily mezi sledovanymi skupinami,
coz vypocetné potvrzuji i vysledky Mannova-Whitneyova U-testu. Proto pracovni hypotézy
HO, a HO; nemiizeme zamitnout na 5 % hladin¢ vyznamnosti. Z hlediska sluzebniho
zatazeni nam box-plot naznacuje rozdily mezi sledovanou skupinou manazera a sledovanou
skupinou fadovych pracovniki. Obdrzend p-hodnota je blizkd hrani¢ni hodnoté 0,05.
Podminkou testovani souborGi je ale i1 shodnost rozptyli testovanych skupin (test
homoskedasticity) a z vyobrazeného boxplotu (v tab. 5) je vidét Ze sledované skupiny nemaji
stejny rozptyl. Proto konstatujeme (v kontextu dosazené p = 0,05158), Ze pracovni hypotézu
HO; nemiZeme zamitnout na 5 % hladiné vyznamnosti.

Tab. 5. Vysledky Mann-Whitneyova U-testu atributu funkcnost (vlastni vyzkum)

Pohlavi Vék
(,0“ — Zeny, ,,1“-muzi) (,0° — do 29let, ,,1*-30let a vice)
U=25663 U=30870
N LT
L Z=-3,6768 7=-0,25718
i
i _ | _
p=0,00024 p=0,7832
Funkénost - & e
Praxe Sluzebni zaiazeni
(,,0¢ — do 9let, ,,1“-10let a vice) (,,0°“ — fadovi pracovnici, ,,1- fidici pracovnici®)
T U=35140 e U=22977
‘ Z=0,00736 E % Z=-1,9466
1 ——
p=0,99413 | L — ] p=0,05158

Hranice 10 let praxe vychazi z medianové hodnoty testovaného souboru.

! Boxplot, nékdy téz box-and-whisker plot, pfip. krabicovy diagram, nam umoziiuje posoudit symetrii
a variabilitu datového souboru, stfedni hodnotu (primér nebo median), horni i dolni kvartil, minimum,
maximum. Dolni a horni vnitini i vn&j§i hradby umoziuji detekovat existenci odlehlych a extrémnich hodnot.
Body, leZici mezi vnitfnimi a vné&jS§imi hradbami lze oznadit jako odlehlé, body za vné&j$imi hradbami jako
extrémni.
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Miuzeme proto konstatovat, Zze zeny (ve sledované skupiné respondentil) vnimaji jinak

funk¢nost informacnich systému, nez muzi.

U atributu bezpecnost nam boxploty (vyobrazené v tab. 6) naznacuji rozdily mezi

sledovanymi skupinami respondentli, proto je zapotifebi vycislit, zdali jsou tyto rozdily
statisticky vyznamné. Stanovujeme si pracovni hypotézy:

HOs:

HAs:

HOsg:

HAs:

H07:

HA;:

HOgZ

HAs:

Postoje respondentl (policistll) na bezpe¢nost provozovanych informacnich systémt (na
svém pracovisti) se V zavislosti na pohlavi neliSi.

Postoje respondentli na bezpecnost provozovanych informacénich systémt se v zavislosti
na pohlavi lisi.

Postoje respondentl (policistll) na bezpe¢nost provozovanych informacnich systémt (na
svém pracovisti) se u skupiny respondentii do 30 let a u skupiny respondenti nad
30 let nelisi.

Postoje respondentii na bezpecnost provozovanych informacnich systémi budou
u skupiny respondentii do 30 let a u skupiny respondentti nad 30let odlisné.

Postoje respondentil (policistil) na bezpe¢nost provozovanych informacnich systému (na
svém pracoviSti) se U Skupiny respondenti s praxi do 10 let a u skupiny
respondenti s praxi nad 10 let nelisi.

Postoje respondentii na bezpecnost provozovanych informacnich systémi budou
u skupiny respondentti s praxi do 10 let a u skupiny respondentl s praxi nad 10 let
odli$né.

Postoje respondentii (policisti) na bezpecnost provozovanych informacnich systému (na
svém pracovi$ti) budou u Fidicich pracovnikii a u Fadovych pracovnikii stejné.
Postoje respondentii na bezpecnost provozovanych informacnich systémi budou
u fadovych pracovnikil a u manazera odli$né.

Vysledky Mann-Whitneyova U-testu atributu funk¢nost interpretuje tab. 6. Box-ploty

naznaluji rozdily ve viech sledovanych skupinach respondentil. Ciselné hodnoty provedenych
testd ukazuji, ze obdrzené p-hodnoty jsou vétsi nez hladina vyznamnosti 0,05, proto na dané
hladiné¢ vyznamnosti se nedaji zamitnout nulové hypotézy HOs, HOs, HO; a HOg. Zjisténé
rozdily mezi sledovanymi skupinami respondenti nejsou na hladiné¢ vyznamnosti 5 %
statisticky vyznamné.

Tab. 6. Vysledky Mann-Whitneyova U-testu atributu bezpecnost (viastni vyzkum)

Pohlavi Vék
(,,0“ — Zeny, ,,1“-muzi) (,0° —do 29let, ,,1*-30let a vice)
U=29340 T U=28728
T 7=-1,48874 €T 1 7=-1,56028
: 1 -
1 p=0,136556 p=0,118694
Bezpetnost __— e . i 42 = i
P Praxe SluZebni zarazeni
(,,0“ — do 9let, ,,1“-10let a vice) (,,0°“ — fadovi pracovnici, ,,1- fidici pracovnici®)
U=32143 I U=23755
Z=-1,70490 i % L Z=-1,43313
1
p=0,088214 e p=0,151821
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U atributu pouzitelnost nam boxploty (zobrazené v tab. 7) naznacuji rozdily mezi
vSemi sledovanymi skupinami respondentli. Pro statistické ovéieni téchto rozdili pomoci
Mann-Whitneyova U-testu si stanovujeme pracovni hypotézy:

HOy: Postoje respondentti (policistll) na pouzitelnost provozovanych informacnich systému
(na svém pracovisti) Se vV zavislosti na pohlavi nelisi.

HAg: Postoje respondenti na pouzitelnost provozovanych informacnich systémi se
Vv zavislosti na pohlavi lisi.

HO1: Postoje respondentti (policistil) na pouzitelnost provozovanych informacnich systému
(na svém pracovisti) se u skupiny respondentii do 30 let a u skupiny respondenti
nad 30 let nelisi.

HA1o: Postoje respondentdi na pouzitelnost provozovanych informacénich systémt budou
u skupiny respondentii do 30 let a u skupiny respondentti nad 30let odlisné.

HO01;: Postoje respondentli (policistll) na pouzitelnost provozovanych informacnich systémi
(na svém pracovisti) se u skupiny respondenti s praxi do 10 let a u skupiny
respondenti s praxi nad 10 let nelisi.

HA11: Postoje respondentil na pouzitelnost provozovanych informacnich systémii budou
u skupiny respondentli s praxi do 10 let a u skupiny respondentti s praxi nad 10 let
odlisné.

HO1,: Postoje respondentli (policistll) na pouzitelnost provozovanych informacnich systému
(na svém pracovisti) budou u Fidicich pracovnikii (manaZeri) a u Fadovych
pracovniki stejné.

HA1,: Postoje respondentil na pouzitelnost provozovanych informacnich systémii budou
u fadovych pracovniki a u manazeri odlisné.

Tab. 7. Vysledky Mann-Whitneyova U-testu atributu pouzitelnost (viastni vyzkum)

Pohlavi Vék
(,0“ — Zeny, ,,1“-muzi) (,0° — do 29let, ,,1*-30let a vice)
% U=24168 il U=29686
B - u
i= 7=-4,56681 oI 1 7=-0,98519
R S
: p=0,000005 B ! p=0,324532
PouZzitelnost Praxe SluZebni zafazeni
(,,0“—do 9let, ,,1“-10let a vice) (,,0°“ — fadovi pracovnici, ,,1- fidici pracovnici

o T U=32688 U=25065
ﬁ i 7=-1,39646 22056946

p=0,162568

p=0,569021

nnnnn

Ciselné hodnoty Mann-Whitneyova U-testu potvrdily statisticky vyznamny rozdil ve
vnimani pouzitelnosti informacnich systém mezi sledovanou skupinou muzi a Zen na
hladiné vyznamnosti 5% (pracovni hypotéza HOqg byla zamitnuta).

U atributu ucinnost vyobrazené¢ boxploty (v tab. 8) naznacuji rozdily u vsech
sledovanych skupin respondentti, zejména v zavislosti na pohlavi. Pro vypocet, zdali jsou tyto
rozdily statisticky vyznamné, si stanovujeme pracovni hypotézy:
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H013:
HA13:

H014:

HA14:

HO45:

HA5:

HO46:

HA6:

Postoje respondentti (policistll) na uc¢innost provozovanych informacnich systému (na
svém pracovisti) se V zavislosti na pohlavi nelisi.

Postoje respondentii na ucinnost provozovanych informac¢nich systému se v zavislosti
na pohlavi lisi.

Postoje respondentti (policistll) na u¢innost provozovanych informacnich systému (na
svém pracovisti) se u skupiny respondenti do 30 let a u skupiny respondenti nad
30let nelisi.

Postoje respondentli na tUc¢innost provozovanych informacnich systémt budou
u skupiny respondentt do 30 let a u skupiny respondentt nad 30let odlisné.

Postoje respondentt (policistll) na u¢innost provozovanych informacnich systému (na
svém pracovisti) se u skupiny respondentii s praxi do 10 let a u skupiny
respondenti s praxi nad 10 let nelisi.

Postoje respondentdi na ucinnost provozovanych informacnich systémi budou
u skupiny respondentd s praxi do 10 let a u skupiny respondentii s praxi nad 10 let
odlis$né.

Postoje respondentti (policistll) na u¢innost provozovanych informacnich systému (na
svém pracovisti) budou u Fidicich pracovniki (manaZerd) a u fadovych pracovniki
stejné.

Postoje respondentdi na ucinnost provozovanych informacnich systémi budou
u fadovych pracovnikil a u manazera odli$né.

Tab. 8. Vysledky Mann-Whitneyova U-testu atributu vicinnost (viastni vyzkum)

Ucinnost

Pohlavi Vék
(,0“ — Zeny, ,,1“-muzi) (,,0“ — do 29let, ,,1“-30let a vice)
U=28093 T U=26788
- T
b= T 1 Z=-2,23059 ’ T ‘ 7=-2,72397
1 p=0,025709 1 p=0,006451
Praxe Sluzebni zarazeni
(,0“ — do 9let, ,,1“-10let a vice) (,,0°“ — fadovi pracovnici, ,,1- fidici pracovnici
U=32701 - T U=21771
fL 7=-1,38884 - 1 Z=-2,74195
as L _ e _
uuuuuuu p=0,164882 : p=0,006108

Posouzenim ziskanych hodnot Mann-Whitneyovym U-testem konstatujeme, Ze na
hladiné vyznamnosti 5 % zamitame nulové hypotézy HO03 (p = 0,0257), HO14 (p = 0,0065)
aHOis(p = 0,0061) a konstatujeme, Ze mezi sledovanou skupinou muzi a sledovanou
skupinou Zen je na hladin€ vyznamnosti 5 % statisticky vyznamny rozdil ve vnimani ti¢innosti
informacnich systémi. Statisticky vyznamny rozdil na 5 % hladin€¢ vyznamnosti ve vnimani
ucinnosti informacnich systémi detekujeme i mezi skupinou respondentit do 29let a skupinou
respondentl ve vékové kategorii 30+ (p = 0,0065), stejn¢ tak 1 mezi manaZery a fadovymi

pracovniky ve sledované skuping respondentti (p = 0,0061).
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U atributu udrZovatelnost obdrzené boxploty (tab. 9) naznacuji rozdily mezi vSemi
sledovanymi skupinami respondent. K empirickému ovéfeni rozdilt stiednich hodnot
u téchto sledovanych skupin stanovujeme nasledujici pracovni hypotézy:

HOi7: Postoje respondentti (policistl)) na udrzovatelnost provozovanych informacnich
systému (na svém pracovisti) se v zavislosti na pohlavi nelisi.

HA17: Postoje respondentii na udrzovatelnost provozovanych informacnich systémt se
Vv zavislosti na pohlavi lisi.

HOg: Postoje respondentti (policistl)) na udrzovatelnost provozovanych informacnich
systémi (na svém pracovisti) se u skupiny respondentii do 30 let a u skupiny
respondenti nad 30 let nelisi.

HA15: Postoje respondentli na udrzovatelnost provozovanych informac¢nich systémt budou
u skupiny respondentii do 30 let a u skupiny respondentti nad 30let odlisné.

HO1o: Postoje respondentli (policistl) na udrzovatelnost provozovanych informacnich
systému (na svém pracovisti) se u skupiny respondentu s praxi do 10 let a u skupiny
respondentii s praxi nad 10let nelisi.

HA19: Postoje respondentli na udrzovatelnost provozovanych informac¢nich systémt budou
u skupiny respondentli s praxi do 10 let a u skupiny respondentti s praxi nad 10 let
odlisné.

HO,: Postoje respondentli (policistl) na udrzovatelnost provozovanych informacnich
systémil (na svém pracovisti) budou u Fidicich pracovnikii (manaZert) a U Ffadovych
pracovniki stejné.

HAo: Postoje respondentli na udrzovatelnost provozovanych informac¢nich systémt budou
u fadovych pracovnikl a u manazera odliSné.

Tab. 9. Vysledky Mann-Whitneyova U-testu atributu udrzovatelnost (viastni vyzkum)

Pohlavi Vék
(,0° — Zeny, ,,1*“-muzi (,0° — do 29let, ,,1*-30let a vice)
U=31239 U=27630
‘ T “ 7=035875 | |- 1 - 7=-2,24908
. p=0,719915 p=0,026482
Udrovatelnost . e e ecn ° v‘ _ s oo
Praxe Sluzebni zarazeni
(,,0“— do 9let, ,,1“-10let a vice) (,,0°“ — fadovi pracovnici, ,,1- fidici pracovnici®)
U=32827 a T U=20025
7=-1,31747 1. il 7=-3,89347
1 -
L ) p=0,187681 . . : . p=0,000099

Jak je patrné z tab. 9, vysledky Mann-Whitneyova U-testu na hladin¢ vyznamnosti 5 %
zamitaji nulové hypotézy H045 (p = 0,026482), HO2, (p = 0,000099). Proto konstatujeme (na
hladiné¢ vyznamnosti 5%), Ze vnimani udrzovatelnosti informacnich systémt se lisi
(statisticky vyznamné&) ve skupin€ respondent do 29let ve srovnani se skupinou respondentti
ve veékové kategorii 30+ (p = 0,026482). Podobné¢ (na stejné hladiné vyznamnosti) detekujeme
statisticky vyznamny rozdil ve vniméni udrzovatelnosti informacnich systémt mezi manazery
a fadovymi pracovniky ve sledované skupiné respondentd (p = 0,000099).
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U atributu prenositelnost vyobrazené boxploty (tab. 10) naznacuji rozdily mezi
sledovanymi skupinami respondenti (proménné pohlavi, praxe, sluzebni zarazeni). Srovnani
skupin respondenti ve v€kové hranici do 29 let a respondentd ve v€kové kategorii 30+ ve
sledované skupiné respondentli jiz vizudlné ukazuje, ze skupiny se mezi sebou téméet nelisi.
Pro empirické stanoveni, zda naznacené rozdily jsou statisticky vyznamné, si stanovujeme

pracovni hypotézy:

H021:

HAL:

H022:

HA,,:

HOo3:

HAL3:

HO,4:

HAL,:

Postoje respondentii (policistil) na ptenositelnost provozovanych informacénich systémut
(na svém pracovisti) se V zavislosti na pohlavi nelisi.

Postoje respondentll na pienositelnost provozovanych informacénich systémut se
Vv zavislosti na pohlavi lisi.

Postoje respondentii (policistil) na ptenositelnost provozovanych informacénich systémut
(na svém pracovisti) se u skupiny respondenti do 30 let a u skupiny respondenti
nad 30let nelisi.

Postoje respondentii na ptenositelnost provozovanych informacnich systémi budou
u skupiny respondentt do 30 let a u skupiny respondentti nad 30 let odlisné.

Postoje respondentil (policistil) na ptenositelnost provozovanych informacnich systému
(na svém pracovisti) se u skupiny respondenti s praxi do 10 let a u skupiny
respondentii s praxi nad 10let nelisi.

Postoje respondentii na pienositelnost provozovanych informacnich systémi budou
u skupiny respondentl s praxi do 10 let a u skupiny respondentd s praxi nad 10let
odlisné.

Postoje respondentil (policistil) na ptenositelnost provozovanych informacnich systému
(na svém pracovisti) budou u Fidicich pracovnikii (manaZeri) a u Fadovych
pracovniki stejné.

Postoje respondentii na pienositelnost provozovanych informacnich systémt budou
u fadovych pracovnikil a u manazera odli$né.

Tab. 10. Vysledky Mann-Whitneyova U-testu atributu prenositelnost (viastni vyzkum)

uuuuuuu
[0 Pumbrusmen
Pr

Pohlavi Vék
(,,0¢ — Zeny, ,,1“-muzi) (,,0 — do 291let, ,,1-30let a vice)

w U=24520 U=30213
i Z=4,35702 ’ : ‘ 7=-0,66929
° p=0,000013 p=0,503309

Pi‘enosi- N B
telnost Praxe SluZebni zaiazeni
(,,0“ — do 9let, ,,1“-10let a vice) (,,0°“ — fadovi pracovnici, ,,1- fidici pracovnici

o U=33214 - T U=24358
= . T 7=-1,00827 o ’ T 7=-1,03544
p=0,272086 L p=0,300462

Vysledky Mann-Whitneyova U-testu (z tab. 10) na hladiné vyznamnosti 5 % zamitaji
nulovou hypotézu H0,; (p = 0,000013) a konstatujeme (na hladiné vyznamnosti 5 %), Ze
vnimani ptfenositelnosti informac¢nich systému se lisi (statisticky vyznamnég) v zavislosti na
pohlavi. Zeny hodnoti atribut pfenositelnosti informacnich systémii vyse (1épe), nez muzi.
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U souhrnného hodnoceni kvality jsme obdrzeli boxploty, které uvadime v tab. 11.
Vyobrazené boxploty naznacuji rozdily mezi vSemi sledovanymi skupinami respondenti.
Postupujeme stanovenim pracovnich hypotéz:

HO.5: Postoje respondent (policistii) na hodnoceni kvality provozovanych informacnich
systémil (na svém pracovisti) Se v zavislosti na pohlavi nelisi.

HA,s: Postoje respondentii na hodnoceni kvality provozovanych informacnich systému se
Vv zavislosti na pohlavi lisi.

HO.: Postoje respondent (policistii) na hodnoceni kvality provozovanych informacnich
systémil (na svém pracovisti) se u skupiny respondenti do 30 let a u skupiny
respondenti nad 30 let nelisi.

HAs: Postoje respondentii na hodnoceni kvality provozovanych informacnich systéma budou
u skupiny respondentti do 30 let a u skupiny respondentti nad 30let odli$né.

HO,7: Postoje respondentii (policistli) na hodnoceni kvality provozovanych informacnich
systému (na svém pracovisti) se u skupiny respondentu s praxi do 10 let a u skupiny
respondentii s praxi nad 10 let nelisi.

HA,7: Postoje respondentti na hodnoceni kvality provozovanych informaénich systémut budou
u skupiny respondentii S praxi do 10 let a u skupiny respondentt s praxi nad 10let
odlisné.

HO,5: Postoje respondentii (policistli) na hodnoceni kvality provozovanych informacnich
systémil (na svém pracovisti) budou u Fidicich pracovnikii (manaZeri) a u radovych
pracovniki stejné.

HAs: Postoje respondentii na hodnoceni kvality provozovanych informacnich systéma budou
u fadovych pracovnikii a u manazert odlisné.

Vysledky, obdrzené empirickym vypoétem Mann-Whitneyova U-testu (tab. 11)
deklaruji, ze mizeme u vSech sledovanych proménnych (pohlavi, veék, praxe, sluzebni
zatazeni) na hladiné vyznamnosti 5% zamitnout nulové hypotézy HO, (p = 0,03494),
HO2 (p = 0,007525), HO2; (p = 0,032501) a HO,s (p = 0,003996).

Konstatujeme, Ze na hladiné vyznamnosti 5 % je statisticky vyznamny rozdil ve
vnimani kvality informac¢nich systému z hlediska pohlavi (p=0,03494). Muzi hodnoti kvalitu
informacnich systému vyse (I€pe), nez skupina dotazovanych zen.

Z hlediska véku konstatujeme, ze je na hladiné vyznamnosti 5 % statisticky vyznamny
rozdil ve vnimani kvality informacnich systém mezi skupinou respondenti do 29 let ve
srovnani se skupinou respondentti ve vékové kategorii 30+ (p = 0,007525). Respondenti ve
veékové kategorii 30+ hodnoti kvalitu informacnich systémii vySe (1épe), ve srovnani se
sledovanou skupinou respondenti do 29 let.

Z hlediska délky praxe respondentli konstatujeme, Ze je na hladiné vyznamnosti 5%
statisticky vyznamny rozdil ve vnimani kvality informacnich systémi mezi skupinou
respondentt s praxi do 10 let (0 — 9 let) ve srovnani se skupinou respondentt s praxi nad 10let
(10let a vice) — zjisténa p-hodnota p = 0,032501. Respondenti s delsi praxi (nad 10 let)
hodnoti kvalitu informacnich systémi 1épe, nez skupina respondentl s praxi do 10 let.

Z hlediska sluzebniho zatazeni respondentli konstatujeme, ze je na hladin€ vyznamnosti
5 % statisticky vyznamny rozdil ve vnimani kvality informacnich systému mezi fidicimi a
fadovymi pracovniky (p = 0,003996). ManaZeti hodnoti kvalitu informacnich systémi 1épe,
nez fadovi pracovnici.

40



12th International Scientific Conference

HUMAN POTENTIAL DEVELOPMENT
Klaipéda, 27 — 28 May, 2015

| " " ‘

Tab. 11. Vysledky Mann-Whitneyova U-testu souhrnného hodnoceni kvality (vlastni vyzkum)

Pohlavi Vék
(,0“ — Zeny, ,,1“-muZi) (,,0 — do 291let, ,,1-30let a vice)
. U=28267 U=26874
= i Ev; Z=-2,11543 Z=-2,67267
m . p=0,03494 . p=0,007525
Souhrn- L ° e Y w - Tt
kvalita Praxe Sluzebni zaiazeni
(,,0“ —do 9let, ,,1“-10let a vice) (,,0*“ — fadovi pracovnici, ,,1- fidici pracovnici*

T U=31378 I U=21564

3 1 Z=-2,13821 Z=-2,87847
1 - .
: p=0,032501 ’ - p=0,003996

Shrnuti vysledkii ve vztahu k vyzkumnym predpokladim

U vyzkumného predpokladu VP; jsme u respondentii nepiedpokladali zjisténi
vyznamnéjSich rozdild v hodnoceni kvality provozovanych informacnich systémil na
pracovisti (ani jeho jednotlivych sledovanych slozek — funkénosti, bezpecnosti, pouzitelnosti,
ucinnosti, udrzovatelnosti a ptenositelnosti) v zavislosti na pohlavi. Vysledky realizovaného
Setfeni ukazaly, Zena hladiné vyznamnosti 5 % ve sledované skupiné respondentli existuje
statisticky vyznamny rozdil ve vnimani funkcnosti informacnich systému (testovana hypotéza
HO; — tab. 5) — Zeny povazuji funk¢énost provozovanych informacnich systému za lep$i (vyssi)
ve srovnani s dotazovanou skupinou muzi. Odlisné (statisticky vyznamné) postoje
Vv zavislosti na pohlavi jsme obdrZeli 1 v hodnoceni pouzitelnosti provozovanych informacnich
systému (testovana hypotéza HOg — tab. 7) — dotazované zeny povazuji atribut pouzitelnosti
provozovanych informacénich systémut za lepsi (vyss§i) ve srovnani s dotazovanou skupinou
muzii. Zeny (ve srovnani se skupinou testovanych muzi) vnimaji 1épe icinnost informaénich
systému (testovana hypotéza HO13 — tab. 8). Naproti tomu, oblast prenositelnosti informaénich
systému (testovana hypotéza HO0,; — tab. 10) byla 1épe (statisticky vyznamn¢) hodnocena
muZzi. Souhrnné hodnoceni kvality provozovanych informacnich systémui v zavislosti na
pohlavi (testovana hypotéza HO,s — tab. 11) ukazalo, ze na 5 % hladiné¢ vyznamnosti
dotazovana skupina Zen hodnoti kvalitu informacnich systémt Iépe, neZ skupina
dotazovanych muzi.

U vyzkumného predpokladu VP, jsme u respondentli predpokladali, Ze mohou byt
zjisténé statisticky vyznamné rozdily v hodnoceni kvality provozovanych informacnich
systémil na pracovisti (nebo jeho jednotlivych sledovanych slozek — funkénosti, bezpecnosti,
pouzitelnosti, G¢innosti, udrzovatelnosti a pienositelnosti) Vv zavislosti na véku. Vysledky
realizovaného Setfeni ukazaly, Ze na hladiné vyznamnosti 5 % ve sledované skupiné
respondentl existuje statisticky vyznamny rozdil ve vnimani ucinnosti provozovanych
informacnich systému u respondentti do 30 let a ve skupiné respondentli ve vékové kategorii
30+ (testovand hypotéza HO;g — tab.9). Respondenti ve vékové kategorii 30+ hodnoti
ucinnost informacnich systému 1épe, nez skupina dotazovanych respondentti do 30 let. DalSim
prokazanym (statisticky vyznamnym) rozdilem mezi zminovanymi skupinami z hlediska véku
byly postoje vniméni respondenti na udrzovatelnost provozovanych informacnich systémi
(testovana hypotéza HO;9 — tab.9). Respondenti star$i 30 let hodnoti udrzovatelnost

41



12th International Scientific Conference

HUMAN POTENTIAL DEVELOPMENT
Klaipéda, 27 — 28 May, 2015

provozovanych informacnich systému lépe, nez skupina respondentt do 30 let. Stejny rozdil
l1ze pozorovat i u souhrnného hodnoceni kvality informacnich systému (testovand hypotéza
HO,5 — tab. 11) — respondenti starsi 30 let hodnoti celkové kvalitu informacniho systému, na
kterém na pracovisti pracuji, 1épe (vyse), nez skupina respondentii do 30 let.

U vyzkumného predpokladu VP3 jsme u respondenti predpokladali, ze mohou
vzniknout statisticky vyznamné rozdily v hodnoceni kvality provozovanych informacnich
systémil na pracovisti (nebo jeho jednotlivych sledovanych slozek — funkénosti, bezpecnosti,
pouzitelnosti, ucinnosti, udrzovatelnosti a prenositelnosti) v zavislosti na délce praxe. Tento
rozdil byl skuteén¢ detekovan, a to u souhrnného hodnoceni kvality informac¢nich systémii
(testovana hypotéza HOp — tab. 11) — respondenti s praxi 10 let a vice hodnoti celkové kvalitu
informacniho systému, na kterém na pracovisti pracuji, 1épe (vyse), nez skupina respondentti
s praxi do 10 let.

U vyzkumného predpokladu VP, jsme u respondenti neptfedpokladali zjisténi
vyznamnéjSich rozdili v hodnoceni kvality provozovanych informac¢nich systémt na
pracovisti (ani jeho jednotlivych sledovanych slozek — funkénosti, bezpecnosti, pouzitelnosti,
ucéinnosti, udrzovatelnosti a prenositelnosti) v zavislosti na sluZebnim zaiazeni. Vysledky
realizovaného Setfeni ukdzaly, ze na hladiné vyznamnosti 5 % ve sledované skupiné
respondentll existuje statisticky vyznamny rozdil ve vnimani ucinnosti informacnich systémi
(testovana hypotéza HO; — tab. 8) — fidici pracovnici (manazeti) povazuji ucinnost
provozovanych informacénich systémut za lepsi (vyss§i) ve srovnani s dotazovanou skupinou
fadovych pracovnikii. Ke stejnému vysledku jsme dospéli i v souhrnnych postojich
respondentll na kvalitu provozovanych informacnich systému-(testovand hypotéza HO,s —
tab. 11), fidici pracovnici (manazefi) hodnoti celkové kvalitu informac¢niho systému, na
kterém na pracovisti pracuji, 1épe (vySe), nez skupina dotazovanych fadovych pracovnik.

5. Zavér

Cilem pfispévku bylo prezentovat nékteré¢ vysledky vyzkumu kvality informacnich
systémtl, které jsme realizovali v prostfedi Policie CR. Vysledky vyzkumu kvality
informacnich systém mohou byt vhodnym podkladovym materidlem pro dalsi vzdélavani
ptislusnikii, protoze umoziuje identifikovat rozdily ve vnimani kvality informacnich systému
mezi nékterymi skupinami piisluSnikd. Vysledky vyzkumu jsou i ndstrojem zpétné vazby
prace pfisluSnikli policie ve vztahu k pouzivanym technologiim a umoZiuji managementu
policie indikovat efektivitu prace policisti s provozovanymi informa¢nimi systémy.

Poznamka:

Tento vyzkum je soucasti Projektu védeckovyzkumného tkolu €. 4/3, ktery je soucasti Integrovaného
vyzkumného ukolu €. 4 na 1éta 2010 — 2014, realizovan¢ho na PA CR v Praze.
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REPEATED PRISONER’S DILEMMA IN NON-FORMAL SOCIAL
NETWORK WITHIN THE COMPANY’S ORGANIZATION

JURAJ DUBOVEC

Abstract

This article describes a repeatedly showing prisoner’s dilemma in company’s social networks. Six
interest groups of the network structures are here described: cooperation, jamming, Rachel and Bobs,
unconnected stars, connected centers and chicory. During simulations of the prisoners dilemma is
shown that specific structures are formed in the social network depending on the behavior of
individuals, which has effect on company’s results. From the time point of view the interest, group
evolves and changes its strategy to be able to survive in a changing environment in which it exists.
Environments and populations vary one from the other by their structure and their complexity.

Key words: social network, interest group, theory of games, prisoner’s dilemma.

1. Introduction

We can imagine social network as an assembly of subjects (network nodes) which are
joined together by mutual relationships (network edges), such as values, ideas, financial
exchanges, friends, kindred, business, web links, diseases transmission or air lines. Structures
resulting from these networks are usually very complex because there might be a variety of
relations between nodes. Description of conduct in social network is largely inspired by
works dealing with examination of social networks raised from repeating of prisoner’s
dilemma in evolutional environment, concretely (Smucker, Stanley, Ashlock, 1994) and
(Ashlock, 1996). The basic assumption is that conduct of the node in social network is very
heterogeneous depending on many factors. In the original work (Cook, 1983, p 280) the word
population is used instead of the word network, but the core of the term stays the same, it is a
set of nodes — individuals, between which relations are created based on the repetition of
prisoner’s dilemma. Description rises mainly from the work of Charles Kadushin. Human
beings have an inborn desire to create ‘Jing bangs’ and groups, which offer them background,
security and the feel of privacy. Interest groups are created by similar types of nodes with
common relations. All works dealing with the problem of closeness confirmed the fact that
geographically close nodes have a greater probability to create a relation. Similarly, there is a
greater chance to create a relation in case when the node lies on the geographical connecting
line of other nodes (Festinger, Schachter, Stanley, Back, 1950).

Common characteristics of interest groups:

e They differ from other groups. Interest group (sub — population) is homophile in case when
one or more characteristics of its nodes are more similar then characteristics of nodes of
whole population.

e They have different fitness.

Fighting power is given by the bigness of influence.

o Creation of ‘entrance barriers’ to interest group (parasitizing group around interest group
consists of individuals profiting from some privileges which gives them the opportunity to
be close to ‘powerful’.

e Increasing the number of interest groups and ‘creation of cartels’ increases the complicacy
and regulation in company system.

o Majority of interest groups needs PR worker — either conscious or not. Diffusing
information inside group and disinformation outside group is usual.

Milgram and Travers (An Experimental Study of the Small World Problem. 1969, pp. 425

443), posed the term ‘distance’ in their controversial work about the ‘small world’. In
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principal it is about the largeness of vertices’ surroundings, whereby the premise of the
mentioned work is that whole population is situated around the 6™ degree of any node. This
premise was lauded at least as much as it was criticized. The work of Judith Kleinfeld
(www.judithkleinfeld.com/ar_bigworld.html, 2002.) anticipates low distance between nodes in
particular networks, but a big distance (if even the junction exists) between particular
networks. Reciprocity represents a complex problem for a graph theory especially because of
a great complexity. It is enough to realize, that 10 vertices can create 7 x 10“of possible
digraphs. That is why there is a limited number of quantitative studies about reciprocity
opposite to existence of large amount of experimental studies (Kadushin, online).

2.  Repeated prisoner’s dilemma

Basis of game theories were set by von Neumann (professor of mathematical physics)
and by Morgerstern (professor of economy in Vienna) in the book ,, The theory of Games and
Economic Behaviour” (1944). In general it deals with problems of cooperative or non —
cooperative conduct of individuals and the optimal decision depends on type conflict
situation. The ancestor of psychological view on game theory (in communication) was
Austrian philosopher Ludwig Wittgenstein. He described the problem of such understood
game in 1945-1949. The most famous example of game with the non — zero sum is the
prisoner’s dilemma, where regarding own interests leads in worse solution than alternative
strategies. We can find an interesting view on human history from the game with the non —
zero sum point of view in the book: Wright, R.: Vic neZ nic, Lidové noviny, Praha, 2002.

The game description: A and B are suspects (sentenced separately) whereby the can
choose or to confess or to deny being guilty. In case of admission of guilt bought will get
same punishment (3 ; 3). In case when one admit quilt (extenuating circumstances) this one
would escape from punishment (0) and the one who denied its guilt would get (Kadushin,
online). When bought deny their quilt they win bought. The question which strategy should
arrested use.

Table 1. Prisoner’s dilemma (Kadushin, online)

A/B CONFESS DENY
CONFESS 3;3 0;6
DENY 6;0 1;1

The second very important premise is a confidence. In repeated prisoner’s dilemma
there is a possibility of pay back previous dirty tricks. When the number of repetition of game
(rounds) is know in advance, the game theory says, that bought players should always cheat.
Only when there is an infinite number of a repetition, the cooperation can manifest as a stable
strategy. Strategies are described in details in Dawkins, R.: Sobecky gen (Egoistic Gen),
Mlada Fronta, Praha, 1998.

3. Cooperation

The interest groups manifest itself by an absolute cooperation, when each individual
cooperates in each prisoner’s dilemma game. An individual considers itself as a ‘goodie’ if
his/her first step is a cooperation. As the expected profit of all players is the same in the early
stages of network development. In case when an alien enters the network, populations hive
him/her usually successfully off and keep its previous level of benefits. But the research
(Burt, 1998, p. 182) indicates that none of populations will stay in this state forever. In case
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that follows a number big enough of generations, the population will be eventually infiltrated
by less cooperative individuals.

To make astructure of such social network maintainable and resistant to aliens,
individuals have to quickly refuse to play with individuals with low cooperation — with aliens,
and leave them with a low benefit. But accidental mutations can cause that a long non-use
individuals loose this capacity of ‘protection against aliens’. This is possible also in a case
when this capacity was widespread within population in its origins but after that it didn’t have
to protect itself against aliens’ attacks.

4, Stoppage

The possibility of selection of partner allow to individuals to be ‘stopped’ on other
players. Stopped player chooses repeatedly as a partner an individual or a small group of
individuals. It is because of perception of benefit height which is in the beginning higher for
chosen individual than for others and per consequent keeps this higher level in majority of
interactions (Thomas, 2003, p. 204). In observations where the population is created by 30
individuals, the graph of population stoppage consisted of 3 to 12 components whereby the
degree of individuals was low in general (1 or 2). The low number of vertices in this kind of
graph is conditional on their big importance. In the population of this type are present the
most valued vertices besides populations mentioned here. But this graph does not represent a
pure population, means population composed exclusively of nodes with strategy of stoppage.
This population has a very different characteristic of social network graph caused by
including of adapted mutations and their successful surviving in the population. Origins of the
most common form of stoppage are in early cheating of players. Later it continues by
cooperation. As an example can be taken a population where the first step is a dirty trick and
the next one is cooperation. Bobs are a typical example of this kind of population.

Before the beginning of each game, individuals have the same expected profit from each
player. That is why they chose randomly the partner for the first cooperation. Because they
are bought from Bob population, their first interaction brings a profit represented by a dirty
trick. After that bought abate an expected profit for this player based on result of this
interaction, so after the end of this game the opponent of an individual will have a lower
expected benefit than the rest of the population. Then the player choses another opponent
because the motivation is to play with players with high profit expectation. The scenario of
the first game will repeat and over time, the player will play with every member of the
population and the level of expected benefit of everybody will decrease on the same value. In
the next round the player will chose the opponent randomly. But because these two players
played already one game together, they will play the game cooperation and their expected
benefit (of bought) will increase over the population’s level. That is why the player will prefer
this opponent over all members of population she/he already played with. And because the
repeated cooperation is more valued than the single one, expected benefit of bought players
will continue to increase and grow more distant from expected benefit of the rest of
population. Because not all players reach the state of stoppage (i.e. the state where they chose
randomly the opponent they will cooperate with and they will get ‘stopped’ on it) at the same
time, the created structure of social network is very different from the one which would be
created in case when everybody would chose a partner randomly and would keep this one.

5. Non - joined stars

Social network where is developed the structure named non — joined stars, is composed
by interactions of two ‘sub — populations’, which stay in equilibria for a long time (during
many generations in case of evolution games). The graph of such population consists of non-
joined groups which are composed of central node (star) to which all other members of group
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are joined but are not joined mutually. This kind of population is characterized by lower
average of benefit. These characteristics are similar to stopped population. Some specific
versions of such population exist, for example when there is only one star. In that case the
graph of social network looks like a graph of Bobs and Rachel. There exist many individual
strategies that lead to creation of stars. It is important that even the stars are ‘sweet’ at the
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Figure 1: On the left side, there is a graph of an interest group composed of 20 nodes following the
strategy of total cooperation. Everybody cooperates with everybody what leads to high total benefits
of population and to creation of complete graph. On the right side there is a graph of population
stoppage — 20 nodes, whereby their degree is low and the number of components in graph is high.
The population of stoppage has a lower total benefit as whole population (author’s presentation,).

beginning, they can avenge (Smucker, Stanley, Ashlock, 1994). Also stars are not sweet
towards each other.

6. Joined centres

This case is similar to non — joined stars. The main difference resides in fact, that
centers, called also ‘sweet buddy’, always mutually cooperate and so they like each other.
That allows creating a graph which have completely joined central sub — population, second
population also called bandits whose individual members are joined only with one vertex in
the group of sweet buddies. Except cases where a mutant is a member of a group, the graph is
one joined component with higher maximal degree and low average degree. An interesting
characteristic of this population is the fact, that event the centers could feel better without
bandits, who are utilizing them, centers are not able to edge them out. That is because the
centers are sweet, i.e. interactions begins by cooperation but a bandit is not sweet. Result of
this progression of actions is that a center feels worse than in case when the bandit does not
exist, but on the other side because there continue a long period of the cooperation expected
benefit from bandits is high and that is why centers are not able to refuse them even they do
never chose them as partners.

If population consists only of ‘sweet buddies’ it would develop to totally cooperative
population. But if strategies ‘sweet buddies’ and bandits mix up, they would create a long-
term relation, from which sweet buddies cannot escape easily. One of factors contributing to
this fact is that more there are bandits belonging to one sweet buddy, the higher is average
profit. Long — term cooperation balances the loss of points in the beginning and so more
bandits are joined to a sweet buddy, better is the benefit of the sweet buddy towards other
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sweet buddies (Cook, 1983, p. 280). On the other side more there are sweet buddies better is
the score of bandits, because bandit increases its benefit when s/he has a sweet buddy as a
partner instead and decrease its benefit when another bandit is its partner. This leads to
enlarging the number of bandits. Consequently that leads to decrease their successfulness,
followed by increasing of sweet buddies’ number. Here originate cycles, where population is
moving between sweet buddies and bandits, depending one from each other. Mutations or
individuals, who do not use one of these two strategies, are doing bad in such population and
this generally restrains a successful invasion.

7. Rachel and Bobs

One of possible demonstrations of numerous populations is the benefit culminating in
a specific time during the period of their evolution. One example is represented on figure 3.
The benefit grows gradually until it almost reaches value 3, and then suddenly it falls down
under the value 1,5 during only one generation. Afterward it restarts to increase again. If it is
possible to observe this kind of conduct of benefit value, in most cases it is a demonstration of
population Rachel and Bobs, named by Ashlock (Preferential partner selection in an
evolutionary study of Prisoner’s Dilemma, Biosystems, 1996). This population rises out of the
population stoppage. After several generations the benefit of population starts to increase,
maximal degree of vertex (or individual) reaches almost the biggest possible value while the
average degree of vertex stays on value 1land the number of joined components of the network
decrease to a low value (usually lor 2). Next, the average degree of vertexes stars to increase
when maximal degree of vertex and the number of components stay approximately on the
same level. But when crash takes place, characteristics of population will change to values
characteristic for stoppage population. This kind of conduct can repeat several times. To be
able understand this kind of conduct it is necessary to examine closer mentioned population.
There are two types of population. Bobs are typical stopped population. Rachel is a type of
node which always cooperates with another Rachel and is more cooperative in game with Bob
than is Bob with Bob. But nodes of Rachel type ‘die out’ extremely quickly caused by the
ratio of Bobs’ number and Rachel’s number always significantly in favor of Bobs. That leads
to the crash of the population as it can be seen on the Figure 2.
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Figure 2: Rachel and Bobs population evolution. After the 13th generation all nodes Rachel type will
die out — it becomes a chicory population. Next new node of Rachel type arise from mutation and the
benefit of population will restart to grow (Kadushin, online)

48



12th International Scientific Conference

HUMAN POTENTIAL DEVELOPMENT
Klaipéda, 27 — 28 May, 2015

8. Chicory

This population appears by elimination of a certain sub — population from the group of
nodes (for example: the die out of individuals Rachel type from population of Rachel and
Bobs). Chicory population is the worse type of population crash. The success of population is
defined by the height of benefit at the end of generation. In chicory population all individuals
are cheating very often. The consequence is that each individual evaluate everybody else as
inconvenient partners for the game already at the beginning of the generation (Boyd, 2004. p.
1293). So individuals will not initiate the game, each round they will get the ‘chicory benefit’
characteristic for benefit height of whole generation. In ideal case, any member of chicory
population would not establish any connection with other players, so the graph would be
completely non — joined. But it is not truth in this population because player plays prisoner’s
dilemma with chosen partners but the duration of cooperation is limited to only couple of
rounds. So the created relation is not strong enough to be marked in the graph. Fortunately,
this kind of population does not last longtime. In studied cases one mutant is usually enough
to change global structure of whole population.

9. Conclusion

From the time point of view the interest, group evolves and changes its strategy to be
able to survive in a changing environment in which it exists. Environments and populations
vary one from the other by their structure and their complexity. Wanted populations of almost
all networks are non — joined stars and joined centers. Existence of these types of population
affects the growing of the network. It is important to realize that as community includes some
people, it is excluding some other. The area between including and excluding can be called
the barrier of entrance and each community has some. More energy or means a community
member had to expend to pass over this barrier, more the membership in the community is
important for him/her (Powazek, 2001. p. 128). Studying different types of strategies of non-
formal networks allows us to better understand the dynamic forming process of these
networks and use these activities as convenient motivation methods for company results
improvement.
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PAY ATTENTION TO THE SHORT TERM ABSENCE:
A COMPARATIVE STUDY OF ABSENCE SURVEYS
IN UNITED KINGDOM AND SLOVAKIA

JOZEF DURIAN — MARIA SEKOVA

Abstract

This paper aim is to discover the specific field of employee absence — short-term absence. Paper
presents results of research of short-term absence in UK and Slovakia. Both researches were focused
on the analysis of absence rate and absence duration, the costs of absence and the causes of absence.
The paper looks for the answer, if the short-term absence is actual problem of companies. The final
chapter of paper presents a variety of actions to decrease the short-term absence rate. Generally,
companies believe, the short term absence can be managed and reduced. It is necessary to manage
absence by absence strategy, policy or program.

Key words: absence, stress, cause of absence, lateness, return-to-work interviews, absence review,
employee assistance program.

1. Introduction

Employee absence is a meaningful factor of employee and company performance. It is
not only the question of losses due to employee absence. Any absence can be disruptive to
colleagues. This is the reason why, absenteeism is a very important problem (Armstrong,
2007, p. 700). It is necessary to pay attention to absence rate decreasing. M. Armstrong
(2007) use the term ‘Employee presence management’ as a process of minimization of
absence and late workplace coming. The purpose of this process is to regulate absence at
a minimum of absence rate.

Searching the theory of absence definition, we can find two different approaches to
define employee absence. The first one defines the absence as the state of being away from
a working place (The Oxford Dictionary). This definition covers both — lateness and absence.
The reasons of being away can be optional (absence as a result of employee decision), or
unavoidable, e.g. sickness, transportation failure etc. (Statt, 1995, p. 7). The second one
defines absence in a ‘negative’ manner. Absence according to this approach is being away
from work without a good reason (Merridian-Webster Dictionary). This definition of absence
tend to the practice or habit of being absent from work.

Majority of companies look at the absenteeism as at the negative phenomenon.
Absence, in general, means lower productivity and performance. From this point of views, the
causes of absence are not relevant. On the other side, absence spent on workforce
regeneration and relaxation is the base for the future higher performance. Now the question:
,,Is employee absence a problem for a company?“ is in the place.

A lot of discussions with HR manager focused on the absenteeism field resulted to the
logical confirmation of ‘natural’ absence rate existence. In practice this fact means, it is not
possible to decline the absence to zero. Even this is not useful, because time to time, everyone
needs to ,,sharpen the saw*. What is the ‘natural’ absence rate and when the absence must be
solved as a problem? Long-term absence is always a problem, so looking for the answer, we
must undercover the field of short-term absence. Foggatt (1970) define short-term absence as
failure to report for work on one or two consecutive days and requires a considered decision
by the employee himself. In its widest context it is an integral of a pattern of discontinuous
work. Chartered Institute of Personnel and Development in its research uses the absence
definition as any being away from work less than four weeks. For the purpose of the short-
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term absence research in Slovakia, short-term absence is a state of being away from the work
for the reason of employee decision for more than 2 hours and less than 10 days. This
definition excludes lateness from absence and respects the Slovak national labor law
statements.

2. Short-term absence research

Chartered Institute of Personnel and Development (CIPD) is periodically running
research focused on the short-term absence since 2010 in United Kingdom (UK). CIPD
research approach was a strong inspiration for researching the state of short-term absence in
Slovakia. In 2014 we prepared research primary aimed at discovering the business market for
Employee assistance services. This tool has an impact on absence, so we decide to enrich the
survey for gquestions about short-term absence. We used very similar questions to the CIPD
research. In spite of different short-term absence definition, the majority of results are
comparable.

The research in Slovakia is based on the sample of 163 respondent companies. This
sample covers 72% of private sector companies (38% manufacturing and production and 34%
services companies) and 28% of public and non-profit companies. CIPD research in 2014
reached the sample of 513 companies at the UK territories (England, Scotland, Ireland, and
Wales). This sample consists of 60% of private sector and 40% of public sector and non-profit
companies. The structure of responding companies according to its size is in the Table 1.

Table 1. Respondent company employee number (%), (Absence Management 2014 — Annual Survey
Report, CIPD, added and enlarged by authors’ research)

Size of Respondent Company UK Slovakia
Small companies (1-49 FTE) 14 11
Middle-size companies (50-249 FTE) 37 40
Big companies (more than 250 FTE) 59 49

* FTE = Full Time Employees Equivalent

Basic attributes of short-term absence analyzed in both researches are lengths of
absence, costs of absence and the causes of absence. The length of absence is proving the
most significant differences in absence between UK and Slovakia. In spite of broader short-
term definition in research in UK (less than 4 weeks in UK; from 2 hours till 10 days in
Slovakia), the average number of days lost due to absence per employee is three times higher
in Slovakia than in UK. (The situation is very similar in case of long-term absence).
Moreover, we can see in the table below, that the differences of results between categories
(manual and non-manual employees, or private and public sector) are higher. Manual
employees tend to the absenteeism more than non-manual employees. The question is, if the
causes of absence are the same within these employee categories.

Even the loss of 2.6% of total working time per year is considered by the two third of
responding companies is a problem to be solved. These companies developed written policies
of managing absences.

The length of absence is influencing also the costs of absence. An average annual
absence costs per employee identified in UK are more than 800 €. Estimated annual costs of
absence per employee in Slovakia are very similar to UK — 820 €. Unfortunately, the
statistical significance of these results is lower, because only two fifth of respondents in UK
and one third in Slovakia is measuring costs of absence. The reason, why working time losses
and the costs of absence are not at the same level, is the average salary — the average salary in
UK is two times higher than in Slovakia.
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Table 2. Average level of employee short term absence (Absence Management 2014 — Annual Survey
Report, CIPD, added and enlarged by authors’ research)

Average working time lost Average number of days
per year (%) lost per employee per year
UK Slovakia UK Slovakia

Manual employees
Private sector 3.6 6.8 8.2 16.9
Public sector 4.2 6.6 9.6 23.8
Non-manual employees
Private sector 2.6 5.2 5.9 14.6
Public sector 25 4.9 5.7 14.1
Total 3.2 5.9 7.4 17.4

Only knowledge of absence causes can lead to successful action to reduce absence. The
majority of causes of short term absence are related to illness and injuries. The causes of
absence in the Table 3 are classified by the percentage of responses from companies in UK.
Respondents were asked to rank the five most common causes of short-term absence. The
results in Slovakia are similar to the sequence by UK, but the multiplicity of response is
different. The sequence of causes according to results of Slovakia should change only in the
case of ‘Home/family responsibility’. This factor should overtake the ‘Stress’. Injuries and
pain are more common causes of absence for manual employees. On the other hand, stress
and mental ill-health are more common absence causes for non-manual employees. Stress is
the most growing cause of absence (according to comparison of former CIPD researches).

Table 3. Common causes of absence (%), (Absence Management 2014 — Annual Survey Report, CIPD,
added and enlarged by authors’ research)

UK Slovakia
Non- Non-
Manual manual | Average Manual manual | Average
employees employees
employees employees

Minor illness (e.g. headaches, % % 9% 89 01 90
migraines, stomach upsets)
Musculoskeletal injuries and pain 58 47 53 95 82 89
(e.g. back pain, neck strains)
Stress and frustration 46 51 49 56 68 62
Home/family responsibilities 36 35 36 63 65 64
Recurring medical conditions (e.g. 34 38 36 38 39 39
asthma, allergies)
Mental ill-health (e.g. clinical 29 30 31 29 2% 24
depression and frustration)
Injuries not related to work 19 19 19 16 15 16
Acute medical conditions (e.g.
stroke, cancer, heart attack) 17 20 19 12 14 13

Stress is a very specific cause of absence, because the stress usually results to minor
illnesses, injuries and mental diseases. These are even the most causes of absence in
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generally. Not only short-term, but also long term sickness absence. Both, English and Slovak
research confirmed the workloads as the most significant source of stress. In the rest of stress
causes we can see national cultural background of respondents influencing research results.
Slovaks are more relationship based and the quality of relationship is important for their
satisfaction and well-being. The social and human dimension of working environment is
reflected in majority of causes of stress; a lot of negative experiences with organizational
change results to negative attitude towards changes.
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Figure 1. The causes of stress at work (%), (Absence Management 2014 — Annual Survey Report,
CIPD, added and enlarged by authors’ research)

The first step in taking actions to decline the short-term absence is to gather and analyze
data about absence. Unfortunately, less than one third of companies in UK and in Slovakia do
not systematically measure and analyze data about short term absence. Only in case of
momentary necessity of taking actions for absence reduction (usually if absence overcome
more than 10% of working time), company starts to analyze the data.

3. Short-term absence reduction

As we have found by research, companies start to see the absence problematic even at
2.6% of working time loss. We can simply deduce that ‘natural absence rate’ is below this
rate. We are sure, that if an employee is repeatedly absent for more than 4 hours, this case
must be recorded, analyzed and discussed. What more can be done to reduce short-term
absence? There are some popular actions that really work.

First of all, return-to-work interviews should be established in absence management
policy. The interview identifies the cause of the absence and provides an opportunity to
explore any particular problems the employee may have. They indicate to employees that
their absence was noticed and that they were missed. Above all, they demonstrate that
absence is a high priority for the employer. Return-to-work interviews should be conducted
by the employee’s manager immediately after employee is back in work. The manager should
discover the reason for the absence, assess whether the reasons offered are consistent with
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other reliable available evidence, allow the member of staff to explain the absence (CIPD,
2015).

Any organization trying to address absence issues should have access to occupational
health advice. Larger organizations may be in a position to employ an in-house doctor. The
role of the occupational health adviser is to provide a source of independent, expert guidance
in interpreting the available evidence. In general, the occupational health adviser won’t be in
a position to provide a definitive assessment or diagnosis in a given case because they won’t
have access to the individual’s medical history and records. However, they will be able to
provide you with advice on what steps you might take to help an employee improve their
attendance (CIPD, 2015).

Employee Assistance Program integrate services to employers and their employees to
alleviate psychosocial, psychological and work-related behavioral issues which impact on
work, personal wellbeing and productivity. The assistance has a form of problem discussion
and advisory, usually by telephone or face-to-face. The purpose of an Employee Assistance
Program (EAP) is to improve the psychological health of your employees. It will help your
staff develop coping skills and accept a greater degree of personal responsibility. It will help
them resolve their individual, marital, family and job performance problems. As a result, their
productivity and attendance will improve.

Employee satisfaction survey identifies employee attitudes toward HR policies. It is
a valuable feedback for the company that allows taking action for employee satisfaction
growth. Employee with higher sense of satisfaction tends to avoid absences. Moreover,
running the survey indicates the interest of company in improvement of working conditions,
interest in employee well-being. Employee survey can be except of satisfaction focused on
culture/values and appropriate behavior identification, causes of absence detection and on
preferences of actions for absence decrease from the point of view of employees.

Flexible work arrangements like part time jobs, homework or telework, flexi time, job
sharing etc., gives employee opportunity to manage working and private time in a more
flexible manner. That is the reason why flexiwork leads to reduction of importance of home
and/or family responsibilities as a cause of absence. Unfortunately, this tool can be usually
used only for non-manual employees.

Anti-stress training for employees is a tool how to increase stress resistance and how to
practice stress release and relaxation techniques. This is a direct action to weaken the stress
causes of absence.

More than ninety percent of manufacturing and production companies use the system of
attendance bonuses and/or maluses to directly stimulate employees to reduce absences. The
higher value of bonus or malus company states, the lower absence of employees reaches.

4. Conclusion

CIPD research proof, the short-term absences have slowly declining trend. In opposite
to this fact, the costs of absence are growing. Generally, companies believe, the short term
absence can be managed and reduced. It is necessary to manage absence by absence strategy,
policy or program. Two third of companies say, the prime responsibility for absence
management is on the line managers. The different results of research in UK and Slovakia are
primarily caused by the national culture and labor law differences. Hypothetical causes lies in
lower Slovak employee engagement and strong preferences of family responsibilities. Less
than one third of Slovak companies developed formal approach to absence management. This
results to low attention to absence data analysis and insufficient line managers training in the
absence management topic. If a company does not pay attention to managing short-term
absence, this company will challenge to more serious problems in the future. A lot of causes
of absence, especially health and stress issues can be solved at the time, when the impact is
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not so destructive. Finally, the government policy of health care and labor law regulations has
significant impact on decision making of company about the absence management.
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STRANKY SOCIALNYCH SIETi AKO MODERNY NASTROJ
HEADANIA ZAMESTNANIA

SOCIAL NETWORKING SITES AS A MODERN JOB SEEKING TOOL
MILOS HITKA — ZANETA BALAZOVA

Abstract

Looking for a job is an important and significant life change for many people. Especially young
people after graduation have great expectations and look for new tools to find a job, tools
designed to help them find their dream well-paid job. People looking for a job do not trust
recruitment agencies therefore this way of seeking a job is the least popular among them. Social
networking sites are the wave of the future. Nowadays many job seekers are active on them on
a daily basis. It is also very popular to create profiles on many different social networking sites. It
can be seen as a way to express the ideas, opinions or attitudes. Following the analyses we
estimate that social networking sites have a clear potential as a job seeking tool and in the future
their role will become more important.

Key words: social networking sites, job seeking, recruitment, human resource management.

1. Uvod

Technicky fenomén zohrava v naSich zivotoch vyznamnt ulohu. Technika sprevadza
cloveka pocas celej jeho existencie. Stala sa nevyhnutnou sucastou kazdodenného Zivota
a fungovania civilizacie. Vedecko-technicky pokrok zasiahol do vsetkych oblasti verejného
zivota, teda aj do riadenia ludskych zdrojov. Nie je tomu ind¢ ani v oblasti hl'adania
a sprostredkovania prace. Moderné a dostupné technoldgie nam umoziuju pohodlne a bez
namahy ziskat’ informécie nielen o spoloénosti, ale aj o jej naplni (Surhaiiak, 2009).

Cinnost’, ktora je pre hl'adanie zamestnania charakteristickd, ma velmi blizko k ¢innosti
podnikatel'skej. Podobne ako podnikatel’ h'ad4 uplatnenie pre svoje produkty ¢i sluzby a snazi
sa ich predat’ r6znymi spdsobmi, hl'add uchadza¢ uplatnenie pre svoj potencial (Siegel, 2012,
str. 15). Ziskavanie zamestnancov je proces, ktorého cielom je zabezpecit, aby mal podnik
vc€as dostatocny pocet vhodnych uchadzacov o vol'né pracovné miesta a naklady na jednotlivé
¢innosti tohto procesu boli primerané. Cielom ziskavania zamestnancov by malo byt ich
uspokojenie potreby I'udskych zdrojov.

Jednym z najatraktivnejSich nastrojov na hl'adanie si zamestnania st v poslednej dobe
socidlne siete. Od svojho vzniku zaznamendvaju stdle vysSiu popularitu. Stile sa neda
povedat, Ze ich popularita dosiahla maximum. Narast novych uzivatel'ov neevidujeme len
Vv kategoérii teenagerov, ale aj medzi strednou generaciou a seniormi. Kritici socidlnych sieti
oponuju, ze deformuju komunikaciu a vztahy medzi 'ud'mi, s ¢im mozno do urcitej miery
sthlasit. Na druhej strane ale prinaSaju velké mnozstvo moznosti, ako zasiahnut' do
profesijného zivota l'udi (Sedlacek, 2012).

Coraz viac si uvedomujeme vzajomni zavislost na socidlnom Zivote: 21. storoie je
charakteristické komunikacnymi a transportnymi technoldgiami, ktoré zmenSuju svet
a pomahajt jednotlivcom, ktori st od seba geograficky vzdialeni, spojit’ sa. Zijeme vo svete,
ktory je paradoxne maly ale Siroky. Kazdy z nas je sucast'ou lokalnej komunity (Prell, 2011).
Vynalez celosvetovej siete (anglicky WorldWide Web — www) v roku 1991, polozil zaklady
novému typu sietovej komunikacie. AZ do prelomu tisicrocia boli sietové média vacSinou
druhovymi sluzbami, na ktoré sme sa mohli pripojit’, alebo ich aktivne vyuzivat. Avsak tieto

57



12th International Scientific Conference

HUMAN POTENTIAL DEVELOPMENT
Klaipéda, 27 — 28 May, 2015

sluzby nas aktivne nepripdjali k druhym. Po roku 2000 nastal zvrat v internetovej komunikacii
a socialna komunikacia sa stala interaktivnou (VanDijck, 2013). Zavedenie socialnych sieti,
napriklad ako Facebook alebo MySpace prilakalo miliony uZzivatel'ov po celom svete. Ludia
ich integrovali do svojich kazdodennych Zivotov (Kulhankova, Camek, 2010; Monas, 2006).
Odbornici z réznych odborov sktimali socialne siete s cielom pochopit’ praktiky, dosledky,
kultaru a zmysel tohto fenoménu (Boyd, Ellison, 2007). Socialne média nie su len sluzby. Je
to spOsob zivota a prezitia v dneSnom internetovom zivotnom S$tyle. V minulosti bol internet
len o jednotlivcoch — 0 nas samych. V st¢asnosti sa internet meni. NaSe online interakcie su
viac socialne. M6zeme zdiel'at’ svoje pocity ¢i Citat’ zaujimavé recenzie a reagovat’ na ne. Sme
suCastou rozvijania online komunit, kde sa moézu individualisti s podobnymi zal'ubami
a nazormi spajat’ s ostatnymi podobne zalozenymi uzivateI'mi (Weinberg, 2009).

2. Experimentalna cast’

Termin socidlna siet’ pochddza z anglického social network. Pévodne nie je naviazany
na internetové socialne siete. V minulosti vyjadroval skupinu l'udi, ktorych spéja konkrétna
socidlna interakcia. (Mikulds, online). Socidlna siet’ je teda forma vzajomného prepojenia
kontaktov medzi 'ud'mi pomocou spolo¢nej komunikacnej platformy (Kerpen, 2011; Khare,
2012; Zimmerman, 2012; Grahl, 2011). V beZnej praxi socialna siet’” spociva v profiloch,
ktoré si zakladajii a vyplhaju samotni uZivatelia. Kazdy uZivatel sa pomocou siete moze
spajat’ s d’al§imi uzivateI'mi alebo sa moézu kolektivne zdruzovat do skupin na zaklade
podobnych zal'ub. Pozname rozne druhy socidlnych sieti, navzdjom sa liS§ia najmi svojim
zameranim, Uroviiou sukromia ¢i popularitou. S to najmi siete informacéné, vzdelavacie,
profesijné, ¢i komunitné. Kazd4 zo socialnych sieti ponika ro6zne moznosti a funkcionalitu.
Prakticky je vd’aka socialnym sietam mozné zdielat’ svoje myslienky (tzv. statusy), videa,
fotografie, rozli¢né udalosti, odkazy ¢i zakladat’ a spravovat’ skupiny a aplikacie (skupiny na
zéklade spolo¢nych zaujmov, testy, kvizy, hry atd’.). Fenomén socidlnych sieti sa zaklada na
prirodzenej Pudskej zvedavosti a potrebe zdruzovat’ sa. (Duricové, online). Podl'a Velkého
sociologického slovnika definujeme socidlnu siet ako ,,mnozinu socidlnych subjektov
pospajanych s mennymi vzt'ahmi. Subjekty su uzlami siete, vzt'ahy s vyjadrené spojnicami
bodov,* (Jandourek, 2007, s. 241).

V st€asnosti pozname rdzne druhy socidlnych sieti, ktoré sa liSia hlavne charakterom
obsahu. Su zname nasledovné socialne siete:

Spolocenské — tento typ socialnych sieti je najpopulérnejsi hlavne u mladych l'udi. Sluzi
hlavne na komunikéciu s priateI'mi, ¢i zndmymi a nadvdzovanie priatelstiev, alebo novych
kontaktov. Spdsob ako uZivatelia medzi sebou komunikujt, vytvaraju spojenia a priatel'stva,
tvori obrovské mnoZstvo menSich komunit — teda skupin uZivatelov, ktori si vzdjomne
prepojeni a maju spolocnych priatelov, zaujmy, ¢i zal'uby.

Multimedidalne — spomenuty typ slizi najmi na zdielanie multimédii, teda fotografii,
hudby, videi, a inych druhov digitdlneho obsahu. Na rozdiel od spolocenskych sieti sa
nekladie taky vel’ky doraz na formovanie komunit a vzajomnych prepojeni medzi uZivatel'mi,
kI'ai€¢ovym tcelom je podelit’ sa 0 multimedialny obsah.

Profesijné — zadkladnym tcelom profesijnych sieti je ponuknut’ prileZitosti na kariérny
rast, skratka spajajic uchddzacov o zamestnanie, zamestnancov a zamestnavatelov.
Zamestnavatelia si maju moZnost pozriet profily potencidlnych zamestnancov, ich
predchadzajtiice sktisenosti a kvalifikaciu, a tym lepSim ponuknut’ pracovnu poziciu, alebo
aspon pracovny pohovor.

Informacné — l'udia na tychto sietach Casto hl'adaju odpovede na kazdodenné otazky
a problémy. Pytat’ sa, ako aj odpovedat’ na otazky, ma moznost’ kazdy uzivatel’ — ten, ktory sa
pyta, ma potom moznost’ vybrat’ si z odpovedi ti najvhodnejSiu a najrelevantnejSiu. Siete
moézu byt velmi uzZitocné, pretoze podstatne skracuji ¢as potrebny na odpoved’, a Vvo
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viacerych pripadoch takisto uzivatel’ vie, kto na dant otdzku odpovedal a moze sa s nim
V pripade potreby spojit’.

Vzdelavacie — tento typ sluzi na prepojenie Studentov za ucelom vzdeldvania,
pracovania na roznych projektoch, prac a vyskumoch. Studenti moézu medzi sebou zdielat
dokumenty, ako napr. elektronické knihy, zadania prac, Casopisy, odkazy na web stranky,
cvicné testy a podobne. Mnohokrat je tu aj moznost’ komunikovat’ s ucitemi a profesormi
mimo Skolského prostredia, co mdze byt pre Studentov ¢asto vel'mi prinosné.

Zaujmoveé — kazdy clovek ma nejaky konicek, zal'ubu, nieco ¢o ho bavi, a urcite by sa
rad spoznal s d’alsimi 'ud’'mi ktori jeho vasen zdielaji. Tento typ sieti je skratka zaloZeny
najmi na danej spolo¢nej zalube, ako napr. psy, plavanie, serialy, rozne typy hudby atd’.
Uzivatel’ sa moze podelit’ s ostatnymi o jeho skuisenostiach a zézitkoch, najnovsich trendoch,
produktoch, atd’. (White, online). Medzi najpouzivanejSie svetové socialne siete patria:

MySpace — www.myspace.com — tato socidlna siet umoziiuje svojim uZzivatelom
vytvorenie jednostrankovej, ale za to komplexnej prezentacie. Prezentacia moze obsahovat
grafické, textové alebo multimedialne prvky. Podobne ako na napriklad na Facebooku, mézu
medzi sebou uzivatelia komunikovat, ale tu ide skor o princip kto ku komu ,,patri®.
V niektorych krajinach je MySpace popularna sluzba. Na naSom Uzemi sa vyuZziva
predovsetkym na prezentaciu kulturnych udalosti, hudobnych skupin, divadelnych stiborov
a podobne (Bednar, 2011).

LinkedIn — www.linkedin.com — tato socialna siet’ je zamerana hlavne na profesionalnu
komunitu. Zdruzuju sa tu l'udia z roznorodych sfér od konzultantov, cez personalistov az po
Pudi z IT sektora. Cielom je hlavne nadvdzovanie obchodnych vztahov, hladanie
zamestnania Ci ziskavanie zamestnancov. Zaujimavostou je, ze kazdy ¢len moze zakladat
a spravovat’ skupiny, v ktorych sa potom spdjaji podobne profesijne alebo ndzorovo
orientovani l'udia. Tato siet’ je zaujimava najmé pre jednotlivcov, zdruzenia ¢i spoloCenstva,
ktoré hl'adaji tie spravne kontakty (Duricova, online).

Twitter — www.twitter.com — je stranka, ktora ponuka socialnu siet’ pre svojich
uzivatelov s moZnostou posielat’ a ¢itat’ spravy inych uzivatel'ov nazyvanych tweets. Tweets
su textové spravy dlhé 140 znakov, ktoré sa zobrazuju na pouZivatel'ovej stranke. Zvycajne st
verejne viditelné, ale je moZné pomocou Specialnych nastaveni menit’ sukromie tychto sprav.
Twitter ponuka nastavenie si vlastného pozadia, ¢i dizajnu svojho profilu (O’Reilly, Milstein,
2011). Popularita Twitteru narastla hlavne v roku 2008, kedy pocet prispievatel'ov narastol za
rok 0 100 miliénov. V stcasnosti sa predpoklada, Ze je posielanych priblizne 750 sprav za
sekundu (Drozd, 2010).

Facebook — www.facebook.com — najpouzivanejsia socidlna siet’ na svete je datovana
od roku 2004, kedy bola zaloZena Studentmi Harvardskej Univerzity. UZivatelia tejto siete
maji moznost’ vytvarat’ si sikromny profil, pridat’ si inych uZivatel'ov ako priatelov, zdiel'at’
stkromny obsah v podobe videi a fotiek a dostavat’ automatické upozornenia o zmenach na
profilovych strankach inych uzivatel'ov. Jedna z obl'ibenych interakcii je pridavanie sa do
skupin zdruzujucich spolupracovnikov, spoluziakov, ¢i TIudi srovnakymi zaujmami
a podobne. Uzivatelom Facebooku moze byt ktokol'vek kto prehlasi, ze méa viac ako 13
rokov. P6vodne bolo ¢lenstvo povolené iba Studentom Harvardskej Univerzity. Facebook bol
spristupneny pre verejnost’ v septembri 2006. Oficialnym zakladatel'om je Mark Zuckerberg
(Drozd, 2010).

Google+ — www.plus.google.com — Google+ je socialna siet prevadzkovana
spolo¢nostou Google. Odstartovala 28. juna 2011 s integraciou cez produkty Google, vratane
Buzz. Jednym z kl'aiCovych prvkov Google+ je zameranie sa na cielené zdiel'anie svojej osoby
vytvorenim socialnych skupin — takzvanymi kruhmi (Roberts, 2011). Kruhy st malé skupiny
I'udi, ktoré je mozné nazvat’ podla vztahu k nim, napriklad kruh priatel'ov, rodinny kruh,
spoluziaci a spolupracovnici. Aj v rdmci Google+, Google vytvoril osobitnl kapitolu pre
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prehliadanie, spravu a editdciu multimédii. Je mozné zdielat akykol'vek obsah. Od
internetovych odkazov az po fotografie, kde tato socialna siet ponuka aj vlastny editor
fotografii. Editor ponuka moZznost upravit si fotografie priamo na socidlnej sieti
(http://support.google.com).

Skype — www.skype.sk — je vol'ne sa S$iriaci program, ktory je zadarmo a dostupny
vSade na svete. Jednoduchou instalaciou a registraciou ma ¢lovek k dispozicii vyuzivat’ vsetky
jej funkcie. Skype je vel'mi obl'ibeny najmad medzi mladymi, ale vyuzivaji ho aj spolo¢nosti
na komunikaciu so svojimi vysunutymi pracovnikmi alebo jednoducho na konferencné
hovory so spolo¢nikmi, ¢i dodavatelmi. Za maly poplatok uzivatel’ ziska doplnkové funkcie.
Napriklad volanie na mobilné telefony, pristup na WiFi (bezdrotovu siet’) alebo odosielanie
SMS (kratkych textovych sprav). Platit za sluzby je mozné priebezne, alebo dopredu
(http://skype.sk). Ucet Skypu je mozné prepojit’ s uétami inych socidlnych sieti, ako su
Facebook a Microsoft Windows Live Messenger atak nie je nutné znova sa registrovat.
V stcéasnosti program Skype podporuje ¢innost’ v 38 svetovych jazykoch (http://itnews.sk).

Pokec — www.pokec.sk — portal pokec.sk zoskupuje niekol’ko komplexnych sluzieb.
Prvou a najzaujimavejsSou je chat (diskusia, rychle spravy). K dispozicii ma uzivatel’ na vyber
miestnost’ v ktorej bude chatovat. Tieto miestnosti su rozdelené do niekolkych kategorii
a uzivatelia si mozu vytvarat’ svoje vlastné miestnosti. Pokec pontika moznost’ vytvorené
miestnosti zabezpecit’ heslom a tak v sikromi diskutovat’ so svojimi priatel'mi, ¢i znamymi.
Na tomto portaly sa zoskupuji rézne kategorie uzivatel'ov, ktorych spajaji rovnaké hodnoty,
alebo tych ktory spolu diskutuju len tak z dlhej chvile. K dispozicii su tri druhy posty. Prva je
klasicky e-mail, d’alSia je tzv. schrankova posta, ktora je oddelena od e-mailu a RP, cCize
rychla posta. Tato socidlna siet ponuka aj sluzby ako vytvaranie svojich verejnosti
pristupnych, alebo uzamknutych albumov, alebo detailné vyplianie profilov, kde mozu
uzivatelia napisat’ komentar a vyjadrit' tak vztah k uzivatel'ovi profilu. Portal ponuka aj
spoplatnené sluzby, ktoré ponuka rézne vyhody, ako je evidencia uzivatel'ov ktori si prezerali
profil, ¢i archiv rychlej posty (Kmet'o, online).

BOOOM — www.booom.sk — sa stal pomerne znamym portalom na slovenskom trhu.
Zameriava sa hlavne na pouZzivatel'ov, ktori chcl prezentovat’ samych seba prostrednictvom
svojich fotiek z party. Umoziiuje tak vytvaranie fotogalérii a albumov, ktoré mozu nasledne
statni pouzivatelia hodnotit’. Dalej je k dispozicii detailny filter vyhl'adavania a iné doplnky.
Tento portél je rozdeleny na tri Casti podl'a toho, v ktorej Casti Slovenska sa uzivatel’ nachadza
(Kmeto, online).

2.1. Metodika prieskumu

Cielom nasej prdce je definovat’ potencial socidlnych sieti, ako perspektivneho néstroja
pri hl'adani si zamestnania absolventov vysokych $kol. V rdmci prace porovnavame zaujem
a moznosti pri hl'adani si zamestnania absolventov na Slovenku a v zahranic¢i. Informacie boli
ziskané z dotaznikov distribuovanych v ramci vysokych $kol v Eurdpe. Otazky sa tykali
sposobov vyuzivania socidlnych sieti aredlnych moZnosti ich vyuZitia pri hladani si
zamestnania. Na vyhodnotenie dotaznikov sme pouzili jednofaktorovi analyzu ANOVA.
Zistovali sme rozdiely priemerov medzi skupinami prostrednictvom testovacieho kritéria F.
Testovali sme hypotézu, ¢i priemery v skupindch ur¢enych podsobiacim faktorom sa od seba
lisia viac neZ na zéklade prirodzenej variability.

Celkovu variabilitu mézeme rozdelit’ na dve zlozKy: rozptyl vnutornych skupin (rozptyl
medzi jedincami Vv rovnakej skupine okolo skupinového priemeru — prirodzena variabilita)
arozptyl medzi skupinami (rozptyl skupinovych priemerov okolo spolo¢ného celkového
priemeru zo vsetkych skupinovych priemerov — spdsobené posobiacim faktorom
a prirodzenou variabilitou). Pri porovnani oboch rozptylov potom mdzeme testovat’ nulovi
hypotézu o zhode rozptylov. Testovacie kritérium F sa vypocita ako pomer vnitornych skupin
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a medzi skupinami. Aplikuje sa na testovanie nulovej hypotézy o rovnosti priemerov HO:
(ul = p2 = p3 = pk). Dal3i krok je stanovenie kritického oboru C pomocou tabuliek kritickych
hodnét Fa(k-1,n-k). Pokial’ hodnota testovacieho kritéria F nepatri do kritického oboru C tak
prijimame nulova hypotézu HO. P-hodnota tieZ uruje potvrdenie vysledku. Ak je vysSia ako
zvolend hladina vyznamnosti 5 %, nulova hypotéza sa prijima Ak je rozdiel medzi strednymi
hodnotami prili§ nizky, tak je mozné posobenie nahodného vyberu (Hendl, 2004).

Dotaznik bol zhotoveny na zaklade dostupnej literatiry (Sedlacek, 2012;
Wojciechovski, Mikulas, 2011; Macalova, 2012; Greenhow, 2008). Ked'Ze prave mladi l'udia
vyuzivaju socidlne siete najCastejSie a po absolvovani Skoly si hl'adaju pracu, bolo nasou
tlohou zistit, do akej miery vyuZivaju aj potencial socialnych sieti. Struktira dotaznika bola
rozdelend na tri cCasti. Prva cast bola zamerand na otazky socio-demografickych
charakteristik, ako su pohlavie, vek, dosiahnuté vzdelanie, typ Skoly a Studijny odbor. Druha
Cast’ bola venovana otdzkam o socidlnych sietach, t. j. aké siete pouzivaju, aké funkcie na
nich vyuzivaju, kolko ¢asu na nich travia, kde sa na ne najéastejSie pripajaju a ako by sa samy
charakterizovali ako uzivatelia socialnych sieti. Posledna ¢ast’ smerovala na otdzky hl'adania
si prace a konkrétne vyuzitie socidlnych sieti pri hl'adani si zamestnania. Respondenti mali
odpovedat’ na otazky o tom, ¢i povazuju socialne siete za doveryhodné, aké maju socialne
siete vyhody a ¢i maju podla nich socidlne siete ako ndstroj na hladanie si zamestnania
potencial do buducnosti. Otazky boli koncipované tak, aby si kazdy respondent mal moznost’
vybrat' si jednu, alebo viac z poskytnutych moznosti, ale bola poskytnuta aj moznost
doplnenia vlastnej odpovede. Dotaznik bol vyhotoveny v dvoch jazykoch (slovensky
a anglicky) aumiestneny na internet pomocou aplikidcie Google doc. Dotazniky sme
nasledovne rozposielali a umiestiiovali na diskusné fora, odborné stranky, ¢i na vybrané
socialne siete, ako su Facebook a Pokec. Dotaznik v anglickom jazyku bol uverejiovany
v skupine Erasmus a zdiel'any jednotlivymi respondentmi. Otazky v oboch dotaznikoch boli
totozné, upravené boli len niektoré moZznosti, ako napriklad ktoré socialne siete pouzivaju.
Slovenského prieskumu sa zGc€astnilo 295 respondentov a zahraniéného dotaznikového
prieskumu sa zucastnilo 115 respondentov.

2.2. Vysledky a diskusia

Zo 115 respondentov zahrani¢ného prieskumu tvoril podiel muzov a Zien 50 % (obr. 1).
Konkrétne muzov bolo 58 a zien 57. Co sa tyka slovenského prieskumu, z 295 respondentov
tvorilo 62 % zien. Toto percento charakterizuje 184 respondentov a 38 % muzov, so 111
respondentmi. Z pohl'adu veku bola najvacsia pocetnost’ zaznamenana v $kale od 21 do 25
rokov, kde 90 zo 115 zahrani¢nych respondentov patrilo prave do tejto kategorie a 206 z 295
slovenskych respondentov. Kategéria 26 — 29 rokov bola zastipena 9 respondentmi zo
zahrani¢ia a 46 zo Slovenka. Poslednd kategoria, kde Skéla bola definovand nad 30 rokov,
tvoril jediny ucastnik zo zahrani¢ia a 23 zo Slovenska.

Vzdelanostna Struktara vyzerala nasledovne. Stredoskolské vzdelanie uviedlo zo
zahrani¢ného prieskumu 17 respondentov a zo slovenského prieskumu 68 respondentov.
Vysokoskolské vzdelanie I. stupfia uviedlo v zahraniénom prieskume 85 respondentov
z celkovych 115 aslovenskych respondentov bolo 178 z295. Kategériu vysokoskolské
vzdelanie II. stupna uviedlo 10 zahrani¢nych a 44 slovenskych respondentov. Posledna
kategoria ktort sme v dotazniku uviedli bolo vysokoskolské vzdelanie III. stupnia. Spominané
vzdelanie uviedli 3 zahrani¢ni respondenti a 5 slovenskych respondentov.

Zastipenie typu vysokej Skoly bolo proporcionalne. Najviac respondentov pochadza
z Ceské zemédelské univerzity v Prahe, 32 respondentov zo 115 zahraniénych bolo prave
Z tejto univerzity. Daldimi respondentmi boli $tudenti z krajin ako je Nemecko, Island,
Bulharsko, Mad’arsko, Rakusko, Taliansko, §panielsko, Francuzsko,, Svédsko, Estonsko,
Pol'sko, Ceska republika, ¢i Mexiko. Pomocou tejto Sirokej $kaly wcastnikov moézeme
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porovnat’ jednotlivé vysledky s ticastnikmi z domova. Slovenski respondenti mali moznost’
vyberu z viacerych moznosti, ale k dispozicii mali aj moznost' doplnenia inej odpovede.
V slovenskom dotaznikovom prieskume (obr. 2) prevladali respondenti z Technickej
univerzity vo Zvolene. Ttto kategdriu zastupuje 92 respondentov z celkovych 295.

Ludwig-Maximilians-Universitit - Nemecko :qf‘il
University of Iceland UGLA - Island | 10
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Obr. 1. Struktiira respondentov zo zahranicnych univerzit (vlastné spracovanie)
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Obr. 2. Struktiira respondentov zo slovenskych univerzit (vlastné spracovanie)

Vysledky ANOVA

Ziskané udaje sme spracovali pomocou jednofaktorovej analyzy ANOVA. Ciel'om bolo
posudit, ¢i vdanej vyberovej vzorke nastali rozdiely medzi strednymi hodnotami
jednotlivych skupin. Ak nastali rozdiely signifikantné (medzi strednymi hodnotami je vztah),
alebo iba ndhodné (medzi strednymi hodnotami vztah nie je).

Otazka: ,,Aké socidlne siete vyuZivate?“ bola polozend za ucelom zistenia
najpouzivanejsich socialnych sieti doma a v zahrani¢i a pomocou zaznamenanych vysledkov
mozné porovnanie odpovedi. Na zaklade priemerov, ktoré¢ su uvedené v tab. 1 modzeme
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pozorovat’, ze socidlna siet’” Facebook a jej vyuzivanie doma a V zahranici je porovnatelné
a tak rozdiel nie je signifikantny. Twitter je viac vyuzivany vo svete ako na Slovensku a tak je
rozdiel vyznamny. Profesionalna socidlna siet’ LinkedIn je taktiez vyuzivana viac v zahranic¢i
arozdiel je podstatny. Google + naopak vyuzivany viac na Slovensku ako V zahrani¢i
a vysledok je tesne pred hranicou signifikantnosti. My Space je vyuzivany priblizne rovnako.
ICQ vyuziva skoro rovnaky pocet respondentov aj doma aj v zahrani¢i. Co sa tyka
komunika¢ného programu Skype, rozdiely su evidentné, teda signifikantné. Skype sa vyuziva
najmi v zahrani¢i. Podobne je na tom aj Youtube so signifikantnymi rozdielmi. Vyznamné
rozdiely zaznamendvame v pouzivani slovenskej socidlnej siete Pokec. Meet Up nie je vel'mi
vyuzivany ani doma ani v zahrani¢i atak su vysledky porovnatelné. Siete ako Habbo,
SkyRock, Tuenti a Netlog preukazuji signifikantné rozdiely v pouzivani. Na Slovensku st
V podstate nezname.

Otazka: ,,Kol’ko hodin denne v priemere travite na socidlnych siet’ach?“ bola
polozena z dovodu urcenia, kol’ko Casu travia respondenti na socialnych siet’ach. Jednotlivym
odpovediam sme priradili ¢iselni hodnotu. OdliSnosti neboli signifikantné, Gcastnici oboch
prieskumov oznacili najc¢astejSie moznost’ do 3 hodin.

Otazkou: ,,Kde sa najcastejSie pripdjate na socidlne siete?“ sme sledovali, kde
najCastejSie vyuzivaji socialne siete. Vysledky poukdzali na vyznamné rozdiely, najmi
V pocte pouzivatel'ov. Na Slovensku sa respondenti pripajaju najmé doma a Vv zahranic¢i najma
v Skole.

Otazkou: ,,Na ¢o primdrne vyuZivate socidlne siete?“ sme analyzovali, ktoré ¢innosti
respondenti najCastejSie vyuzivaju na socidlnych sietach. K dispozicii mali moznosti ako
chatovanie (komunikdcia), hranie hier, relax, hladanie si prace, ziskavanie informacii,
prezenticia osoby pomocou statusov azdielanie obsahu ako su fotky a videa.
K vymenovanym moznostiam mali priradit, ako ich vyuzivaji. Vyznamne, priemerne,
vynimocne, alebo vdbec. Rozdiely vo vyuzivani jednotlivych funkcii st porovnatelné
Vv oboch prieskumoch, avSak v poslednych dvoch kategoriach — prezentacia 0soby pomocou
statusov a zdiel'anie obsahu ako st fotky a vided vidime, Ze odliSnosti su signifikantné. Obe
kategodrie su vyuZzivanejSie viac v zahranic¢i, ako doma na Slovensku.

Tab. 1. Vysledky ANOVA (vlastné spracovanie)

a) Facebook SS df MS F-test P-hodnota F crit
Medzi skupinami 0,034229 1 0,034229 2,375897 0,1239 3,864351
Vo vnutri skupin 5,877966 408 0,014407
Celkom 5,912195 409

b) Twitter SS df MS F-test P-hodnota F crit
Medzi skupinami 3,334191 1 3,334191 27,59879 0,0000 3,864351
Vo vnutri skupin 49,2902 408 0,120809
Celkom 52,62439 409

¢) LinkedIn SS df MS F-test P-hodnota F crit
Medzi skupinami 1,372964 1 1,372964 14,77821 0,0001 3,864351
Vo vnutri skupin 37,90508 408 0,092905
Celkom 39,27805 409

d) Google + SS df MS F-test P-hodnota F crit
Medzi skupinami 0,699851 1 0,699851 3,760828 0,0531 3,864351
Vo vnutri skupin 75,92454 408 0,18609
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Celkom 76,62439 409
e) My Space SS df MS F-test P-hodnota F crit
Medzi skupinami 0,01011 1 0,01011 0,385698 0,5349 3,864351
Vo vnttri skupin 10,69477 408 0,026213
Celkom 10,70488 409
f) ICQ SS df MS F-test P-hodnota F crit
Medzi skupinami 0,281856 1 0,281856 | 2,257605 0,1337 3,864351
Vo vnttri skupin 50,93766 408 0,124847
Celkom 51,21951 409
g) Skype SS df MS F-test P-hodnota F crit
Medzi skupinami 0,159613 1 0,159613 | 5,668138 0,0177 3,864351
Vo vnttri skupin 11,48917 408 0,02816
Celkom 11,64878 409
h) Youtube SS df MS F-test P-hodnota F crit
Medzi skupinami 5,139531 1 5,139531 73,52113 0,0000 3,864351
Vo vnttri skupin 28,52144 408 0,069906
Celkom 33,66098 409
i) Pokec SS df MS F-test P-hodnota F crit
Medzi skupinami 28,93065 1 28,93065 164,4169 0,0000 3,864351
Vo vnttri skupin 71,7913 408 0,175959
Celkom 100,722 409
J) Meet Up SS df MS F-test P-hodnota F crit
Medzi skupinami 0,015213 1 0,015213 | 1,573045 0,2105 3,864351
Vo vnttri skupin 3,945763 408 0,009671
Celkom 3,960976 409
k) Habbo SS df MS F-test P-hodnota F crit
Medzi skupinami 0,025027 1 0,025027 5,195769 0,0232 3,864351
Vo vnttri skupin 1,965217 408 0,004817
Celkom 1,990244 409
I) SkyRock SS df MS F-test P-hodnota F crit
Medzi skupinami 0,306575 1 0,306575 19,0271 0,0000 3,864351
Vo vnttri skupin 6,573913 408 0,016113
Celkom 6,880488 409
m) Tuenti SS df MS F-test P-hodnota F crit
Medzi skupinami 0,025027 1 0,025027 5,195769 0,0232 3,864351
Vo vnttri skupin 1,965217 408 0,004817
Celkom 1,990244 409
n) Netlog SS df MS F-test P-hodnota F crit
Medzi skupinami 0,100106 1 0,100106 10,57877 0,0012 3,864351
Vo vnttri skupin 3,86087 408 0,009463
Celkom 3,960976 409
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Tab. 2. Vyuzivanie socidlnych sieti (viastné spracovanie)

a) Na chatovanie (komunikdciu) SS df MS F-test P-hodnota Fcrit
Medzi skupinami 0,45475 1 0,45475 | 1,093367 0,2963 3,864351
Vo vnttri skupin 169,694 408 0,415917
Celkom 170,1488 409
b) Hranie hier SS df MS F-test P-hodnota Fcrit
Medzi skupinami 0,738503 1 0,738503 | 1,437039 0,2313 3,864351
Vo vnutri skupin 209,6737 408 0,513906
Celkom 210,4122 409
¢) Na relax a zibavu SS df MS F-test P-value Fcrit
Medzi skupinami 1,185082 1 1,185082 | 1,865019 0,1728 3,864351
Vo vnutri skupin 259,2539 408 | 0,635426
Celkom 260,439 409
d) Hladanie prac. prileZitosti SS df MS F P-value F crit
Medzi skupinami 1,917948 1 1,917948 | 3,068464 0,0806 3,864351
Vo vnutri skupin 255,0211 408 | 0,625052
Celkom 256,939 409
e) Na ziskavanie informdcii SS df MS F-test P-hodnota F crit
Medzi skupinami 0,3721 1 0,3721 | 0,523257 0,4699 3,864351
Vo vnttri skupin 290,1377 408 0,711122
Celkom 290,5098 409
f) Prezentdcia osoby — statusy SS df MS F-test P-hodnota F crit
Medzi skupinami 21,91718 1 21,91718 | 27,23895 0,0000 3,864351
Vo vnutri skupin 328,2877 408 | 0,804627
Celkom 350,2049 409
g2) Zdiel’anie obsahu — fotky SS df MS F-test P-hodnota F crit
Medzi skupinami 20,67988 1 20,67988 | 30,37558 0,0000 3,864351
Vo vnutri skupin 277,7689 408 | 0,680806
Celkom 298,4488 409

Otazkou: ,,AKO0 si predstavujete hl’adanie prdace? nas zaujimalo, ako si respondenti
(pokial’ pracu este nehladali) predstavuju hladanie si prace. Ugastnici oboch prieskumov mali
k dispozicii moznosti ako Urad prace, socialnych veci a rodiny, denna tla¢, internet, pomocou
znamych, cez socidlne siete, osobne, pomocou vel'trhov prace, cez personalne agentury, alebo
mali moZnost’ napisat’ vlastni odpoved’, ktorou najcastejSie bolo hl'adanie si prace za pomoci
skoly, ktorGi navstevuju. Hned’ v prvej mozZnosti nastala signifikantna odlisnost. Urad prace,
socidlnych veci a rodiny nie je vyuzivany prili§ ani doma ani v zahranici, avSak v zahranici je
vyuzivany astejsie. Dalsi vyznamny rozdiel sme spozorovali v druhej moznosti — denn4 tlag.
Tato moznost’ je CastejSie vyuzivana na Slovensku. Pomocou internetu a znamych si pracu
hl'add priblizne rovnaky pocet respondentov. Signifikantny rozdiel pozorujeme prave pri
moznosti hl'adania si prace pomocou socidlnych sieti. Tie su vyuZivanejSie najmé v zahranici.
Nasledujuca moznost’ — 0sobne taktiez preukazala vyznamné rozdiely. V zahrani¢i tato
moznost’ vyuziva menej respondentov ako na Slovensku. Ostatné tri kategorie — veltrhy
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prace, persondlne agentury aSkola vyuziva priblizne rovnaky pocet odpovedajicich na

Slovensku aj v zahranici.

Tab. 3. Ako si predstavujete hl'adanie prdce (vlastné spracovanie)

a) Pomocou Uradu price,

socidlnych veci a rodiny SS df MS F-test P-hodnota F crit
Medzi skupinami 2,339955 1 2,339955 16,93787 0,0000 3,864351
Vo vnutri skupin 56,36492 408 0,138149
Celkom 58,70488 409
b) Cez dennui tla¢ SS df MS F-test P-hodnota F crit
Medzi skupinami 2,119805 1 2,119805 12,69566 0,0004 3,864351
Vo vnutri skupin 68,1241 408 0,166971
Celkom 70,2439 409
¢) Pomocou Internetu SS df MS F-test P-hodnota F crit
Medzi skupinami 0,098417 1 0,098417 1,545013 0,2146 3,864351
Vo vnutri skupin 25,98939 408 0,063699
Celkom 26,0878 409
d) Cez zndamych SS df MS F-test P-hodnota F crit
Medzi skupinami 0,321601 1 0,321601 1,956756 0,1626 3,864351
Vo vnutri skupin 67,05645 408 0,164354
Celkom 67,37805 409
e) Pomocou socidalnych
sieti SS df MS F-test P-hodnota F crit
Medzi skupinami 1,50809 1 1,50809 6,738486 0,0097 3,864351
Vo vnutri skupin 91,31142 408 0,223803
Celkom 92,81951 409
f) Osobne SS df MS F-test P-hodnota F crit
Medzi skupinami 0,992234 1 0,992234 3,988564 0,0465 3,864351
Vo vnutri skupin 101,498 408 0,24877
Celkom 102,4902 409
2) Na vel’trhoch prdce SS df MS F-test P-hodnota F crit
Medzi skupinami 0,012085 1 0,012085 0,07518 0,7841 3,864351
Vo vnutri skupin 65,58791 408 0,160755
Celkom 65,6 409
h) Cez persondlne
agentury SS df MS F-test P-hodnota F crit
Medzi skupinami 0,117792 1 0,117792 0,493202 0,4829 3,864351
Vo vnutri skupin 97,44318 408 0,238831
Celkom 97,56098 409
i) Pomocou Skoly SS df MS F-test P-hodnota Fcrit
Medzi skupinami 0,032273 1 0,032273 1,133523 0,2877 3,864351
Vo vnutri skupin 11,61651 408 0,028472
Celkom 11,64878 409
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Otazka “Ako hodnotite socidlne siete pri hl’adani si zamestnania?“ slizila na zistenie,
aky maju respondenti nazor na socialne sicte pri hl'adani si zamestnania. Z vysledku
uvedeného v tab. 4 nam vyplyva, Ze rozdiel v pouzivani je signifikatny. Zahrani¢ny tcastnici
sa vyjadrili, Ze socialne siete anastroj pri hladani si zamestnania povazuji za menej
doveryhodny. Slovenski tiastnici oznacili najcastejSie moznost, ze socidlne siete pri hl'adani
si zamestnania povazuju za nedéveryhodné.

Tab. 4. Ako hodnotite socidlne siete pri hladani si zamestnania (viastné spracovanie)

Hodnotenie SS df MS F-test P-hodnota F crit
Medzi skupinami 10,05307 1 10,05307 11,55639 0,0007 3,864351
Vo vnutri skupin 354,925 408 0,869914
Celkom 364,978 409

V dotaznikovom prieskume sme polozili ucastnikom otazku ,Aké financné
ohodnotenie ocakavate po absolvovani prace?“ Z vysledkov sme dostali odpoved’, ktorad
zaznamenala vyznamnu S$tatisticki odliSnost. Ako mézeme vidiet' v tab. 5, priemery zo
zahrani¢ného a slovenského prieskumu sa vyrazne liSia. Kym na Slovensku ocakavaju
respondenti ohodnotenie do 800 €, zahrani¢ni respondenti ofakavajii financné ohodnotenie
1 000 € a viac.

Tab. 5. Aké financné ohodnotenie ocakavate (vlastné spracovanie)

Finanéné ohodnotenie SS df MS F-test P-hodnota F crit
Medzi skupinami 200,203 1 200,203 | 76,32849 0,0000 3,864351
Vo vnutri skupin 1070,148 408 2,622912

Celkom 1270,351 409

Otazkou: “Aké faktory su pre Vis rozhodujuce pri hl’adani si zamestnania?“ sme
zistovali odpovede na otazku, aké faktory st pre respondentov zo domova a zo sveta
rozhodujtice pri hl'adani si zamestnania. MoZnost' z vyberu mali z nasledovnych moznosti:
plat, finan¢né benefity, nefinan¢né benefity, pracovné prostredie, miesto vykondvania prace,
pracovny kolektiv, moZnost’ kariérneho rastu, moznost’ vyuzivania firemného prisluSenstva,
flexibilna pracovnd doba, moZnost prace z domu, ¢i vzdelanie. Plat oznacila vécSina
opytanych z oboch prieskumov. MozZnost’ vzdelania nie je popularna ani vo svete, ani U nas
doma atak rozdiel nie je vyznamny. Naopak ostatné moznosti zaznamenali signifikantné
rozdiely. Finan¢né benefity su vyzadovanejSie viac na Slovensku ako v zahrani¢i. Tak isto aj
moznosti nefinanéné benefity, pracovné prostredie, miesto vykonavania prace, pracovny
kolektiv, moZnost’ kariérneho rastu a moZnost’ vyuzivania firemného prislusenstva. Naopak
Viac vyuZivané mozZnosti v zahrani¢i ako na Slovensku so signifikantnymi rozdielmi patria
flexibilnej pracovnej dobe a moznosti prace z domu.

Tab. 6. Aké faktory su pre Vis rozhodujiice pri hladani si zamestnania (vlastné spracovanie)

a) Plat SS df MS F-test P-hodnota Fcrit
Medzi skupinami 0,021354| 1 | 0,021354 | 0,48141 0,4882 3,864351
Vo vnttri skupin 18,09816 | 408 | 0,044358
Celkom 18,11951 | 409
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b) Finanéné benefity SS df MS F-test P-hodnota F crit
Medzi skupinami 0,759387| 1 | 0,759387 |4,258093 0,0397 3,864351
Vo vnitri skupin 72,76256 | 408 | 0,17834
Celkom 73,52195 | 409
¢) Nefinanéné benefity SS df MS F-test P-hodnota F crit
Medzi skupinami 1,829863| 1 | 1,829863 |7,434155 0,0067 3,864351
Vo vnitri skupin 100,4262 | 408 | 0,246143
Celkom 102,2561 | 409
d) Pracovné prostredie SS df MS F-test P-hodnota F crit
Medzi skupinami 6,925911| 1 | 6,925911 |29,56931 0,0000 3,864351
Vo vnitri skupin 95,56433 | 408 | 0,234226
Celkom 102,4902 | 409
e) Miesto vykondvania prdce SS df MS F-test P-hodnota F crit
Medzi skupinami 7,297707 | 1 | 7,297707 |31,43297 0,0000 3,864351
Vo vnttri skupin 94,72424 | 408 | 0,232167
Celkom 102,022 | 409
f) Pracovny kolektiv SS df MS F-test P-hodnota F crit
Medzi skupinami 8,231213| 1 | 8,231213 |35,64816 0,0000 3,864351
Vo vnutri skupin 94,20781 | 408 | 0,230901
Celkom 102,439 | 409
2) MoZnost’ kariérneho rastu SS df MS F-test P-hodnota F crit
Medzi skupinami 5,823463| 1 | 5,823463 |24,90895 0,0000 3,864351
Vo vnttri skupin 95,38629 | 408 | 0,23379
Celkom 101,2098 | 409
h) Moznost’ vyuZivania firem. prisluSenstva SS df MS F-test P-hodnota F crit
Medzi skupinami 1,472087| 1 | 1,472087 |6,295163 0,0125 3,864351
Vo vnutri skupin 95,4084 | 408 | 0,233844
Celkom 96,88049 | 409
i) Flexibilna pracovnd doba SS df MS F-test P-hodnota Fcrit
Medzi skupinami 1,113232 | 1 | 1,113232 |4,624027 0,0321 3,864351
Vo vnutri skupin 98,22579 | 408 | 0,240749
Celkom 99,33902 | 409
J) Moznost’ prdce 7 domu SS df MS F-test P-hodnota F crit
Medzi skupinami 0,804431| 1 | 0,804431 |4,929996 0,0269 3,864351
Vo vnutri skupin 66,57362 | 408 | 0,163171
Celkom 67,37805 | 409
k) Vzdelanie SS df MS F-test P-hodnota F crit
Medzi skupinami 0,715641| 1 | 0,715641 |3,598469 0,0585 3,864351
Vo vnutri skupin 81,14046 | 408 | 0,198874
Celkom 81,8561 | 409
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Posledna otazka v prieskume: ,, Md podl’a Vis hl’adanie si zamestnania cez socidlne
siete potencidal do buducnosti?“ bola polozena za ucCelom zistenia, ¢i socidlne siete ako
nastroj pri hl'adani si prace ma pre respondentov potencial do buducnosti. Moznostiam ano,
nie a neviem sa vyjadrit’ boli priradené ¢isla (ano — 3, nie — 2, neviem sa vyjadrit — 1) a spolu
S pocetnost'ami a nasledovne vypocitanym priemerom (tab. 7) sme dospeli k vysledku, ze
socialne sicte podl'a respondentov oboch prieskumov maju potencial do budicnosti a tak
vysledok nezaznamenal signifikantné rozdiely. Aj na Slovensku aj v zahranici respondenti
odpovedali podobne atak predpokladame, Ze socialne siete ako nastroj pri hladani si
zamestnania sa bude rozvijat’ a Coskoro sa stane prirodzenou sucast'ou hl'adania si prace.

Tab. 7. Mad podla Vais hladanie si zamestnania cez socidlne siete potencidl do budiicnosti (viastné
spracovanie)

Potencidal SS df MS F-test P-hodnota F crit
Medzi skupinami 2,270748 1 2,270748 3,336443 0,0685 3,864351
Vo vnutri skupin 277,6805 408 0,680589
Celkom 279,9512 409

3. Zaver

Hladanie zamestnania znamend pre mnohych pomerne déleziti a vyrazni zivotni
zmenu. Hlavne mladi l'udia, ktori koncia vysoka Skolu st plni o¢akdvania a hl'adaju nové
anové moznosti hl'adania si prace. Moznosti, ktoré im prinesu vysnivanll pracu s dobrym
platom. Cudia, ktori hl’adaja pracu, prili§ nedéveruji schopnostiam tradnika na tradoch prace
a tak tato moznost’ je pre nich na poslednom mieste. Omnoho pohodlnejsie je svoj zivotopis
uverejnit’ na internete, na roéznych pracovnych portdloch. Tento trend je nasledovany aj
hl'adanim si prace cez socidlne siete. NajvyraznejSie zmeny nastali v otdzke spdsobu
vyuzivania socidlnych. Zahrani¢ni respondenti obl'ubuji prezentaciu svojej osoby. V sti¢asnej
dobe mame moznost’ registrovat’ sa na velkom mnozstve socidlnych sieti a v zahranici je
populdrne mat’ profil na ¢o najviac socidlnych sieti. Je to isty spdsob vyjadrovania svojich
myslienok, nazorov, & postojov. Dal§im vyraznym rozdielom odpovedali respondenti pri
otazke aké faktory rozhoduji pri hl'adani si zamestnania. Miesto vykonavania prace je
dolezité najmd pre slovenskych respondentov. Je diskutabilné preco odpovedali domaci
respondenti s takou odlisnostou od zahraniénych respondentov. Jednou z dedukcii je, ze
Slovaci neradi cestuju d’aleko za pracou a je pre nich zdihavé travit hodiny v aute, ¢ inom
dopravnom prostriedku. Tak sa skracuje ¢as na rodinu, ¢i iné¢ vol'no-Casové aktivity. Pracovny
kolektiv preukazal vyraznii zmenu v odpovediach. Domnievame sa, Ze respondenti
pochadzajuci zo Slovenska neradi pracuji s 'ud’'mi, ktori nemaji podobné konicky, ¢i nazory.
Praca s 'udmi s podobnymi zdujmami je uvolnenejSia a timova praca tak dynamickejsia.
Odburava stres a napétie v praci. Pri moznosti kariérneho rastu mézeme predpokladat’, ze
slovenski ucastnici prieskumu pokladaji kariérny rast za dolezity. PovySenie pocit
zadost'uCinenia, kedy ¢clovek ziskava uspokojenie z prace a samozrejme zvySenie platu, ktory
je smerodajny pri kazdom hladani si prace. Z analyz odhadujeme, ze socidlne siete ako
nastroj hl'adania si prace ma do buduicnosti velky potencial a ma vel’kli mozZnost’ stat’ sa
plnohodnotnym spdsobom hl'adania si préce.

Acknowledgement

This scientific study has been supported by the project VEGA No. 1/0268/13 “Perspectives of facility
management application for the increasing of competitiveness within the wood processing and forestry
companies in the context of outsourcing principles”.

69



12th International Scientific Conference

HUMAN POTENTIAL DEVELOPMENT
Klaipéda, 27 — 28 May, 2015

Pouzita literatiara:

[1] Bednat, V. (2011). Marketing na socidlnich sitich. Prosadte sa na Facebooku a Twitteru. Brno:
Computer Press. 200 s. ISBN 978-80-251-3320-0.

[2] Boyd, D. M., Ellison, N. B. (2007). Social Network Sites: Definition, history, and scholarship.
Journal of Computer — Mediated Communication, 13(11). (online). [cit. 2012-10-02]. Dostupné
na: http://jcmc.indiana.edu/vol13/issuel/boyd.ellison.html.

[3] Drozd, M. (2011). Ochrana sukromia na socidlnych sietach. Bakalarska praca. Brno:
Masarykova univerzita, Fakulta informatiky, Rok obhajoby: 2011.

[4] Duricova, I. (2011). Podnikatel’ na internete — ast’ 1: Firma a socialne siete. (online). [cit. 2012-
10-02]. Dostupné na: http://www.podnikajte.sk/prevadzka-firmy/c/376/category/%20internet-v-
podnikani/article/firma-socialne-siete.xhtml.

[5] Grahl, T. (2011). The 6 Types of Social Media. (online). [cit. 2012-10-02]. Dostupné na:
http://outthinkgroup.com/tips/the-6-types-of-social-media.

[6] Hendl, J. (2004). Prehled statistickych metod zpracovani dat. (online). [cit. 2013-01-15].
Dostupné na: http://cit.vfu.cz/statpotr/POTR/Teorie/Predn3/ANOVA .htm.

[7] Jandourek, J. (2007). Sociologicky slovnik. Praha: Portal. 288 s. ISBN 80-7367-269-3.

[8] Kerpen, D. (2011). Likeable Social Media: How to Delight Your Customers, Createan Irresistible
Brand, and Be Generally Amazing on Facebook (&Other Social Networks). New York:
McGrawHill Professional. 272 s. ISBN 9780071769501.

[9] Khare, P. (2012). Socialmedia Marketing eLearning kit for dummies. San Francisco:
JohnWiley&Sons. 304 s. ISBN 9781118119150.

[10] Kulhankova, H., Camek, J. (2010). Fenomén facebook: objevte moznosti, které Vim oteviou svét:
pro juniory, Zeny, muze, seniory, spolecnosti. Kladno: BigOak. 128 s. ISBN 978-80-904764-0-0.

[11] Magalova, P. (2012). Socialni sité se stavaji béznym firemnim nastrojem. Pouzivaji ho uz dvé
tietiny firem. (online). [cit. 2013-01-15]. Dostupné na: http://kariera.ihned.cz/c1-59359510-
socialni-site-se-stavaji-beznym-firemnim-nastrojem-pouzivaji-ho-uz-dve-tretiny-firem.

[12] Mikulas, P. (2010). Komunika¢né preferencie uzivatel'ov socialnych sieti. (online). [cit. 2012-10-
02]. Dostupné na: http://pmikulas.weebly.com/uploads/4/3/0/3/4303126/mikul_peter.pdf.

[13] Monas, S. (2006). Your Space. Fast Agency. 306 s. ISBN 9781419646003.

[14] O'Reilly, T., Milstein. S. (2011). The Twitter Book, O'Reilly Media, Inc. 256 s. ISBN
9781449318963.

[15] Prell, CH. (2011). Social Network Analysis: History, Theory and Methodology. London: Sage.
272 s. ISBN 9781446254103.

[16] Roberts, R. (2011). Google Plus FirstLook: A Tip-Packed, Comprehensive Lookat Google+.
Packt Publishing, Ltd. 208 s. ISBN 9781849685344.

[17] Sedlacek, M. (2012). Potencial socialnych sieti pri hl'adani si zamestnania. Socidlno-ekonomicka
revue, 118 — 125. ISSN 1336 3727.

[18] Siegel, Z. (2012). Jak hledat a najit zaméstnani — Rady atipy pro uchadzace. Praha: Grada
Publishing. 110 s. ISBN 9788024744070.

[19] Surhanék, L. (2009). Vplyv techniky na existenciu ¢loveka. Diplomova praca. Trnava: Univerzita
sv. Cyrila a Metoda v Trnave, Filozoficka fakulta, Rok obhajoby: 2009.

[20] Weinberg, T. (2009). The New Community Rules: Marketing on the Social Web. O'Reily Media,
Inc. 370 s. ISBN 9781449379285.

[21] White, M. (2011). What Types of Social Networks Exist. (online). [cit. 2012-10-02]. Dostupné
na: http://socialnetworking.lovetoknow.com/What_Types_of Social_Networks_EXxist.

[22] Wojciechovski, L., Mikulas, P. (2011). Socialne siete ako Specificka forma komunikacie
s dérazom na fotografiu. Tolerancia a intolerancia v spolocnosti, 72 — 80. Bratislava: Melius.
ISBN 9788097063009.

[23] Zimmerman, J., Ng. D. (2012). Socialmedia Marketing all-in-one for dummies. New York: John
Wiley&Sons. 792 s. ISBN 9781118285091.

70


http://jcmc.indiana.edu/vol13/issue1/boyd.ellison.html
http://www.podnikajte.sk/prevadzka-firmy/c/376/category/%20internet-v-podnikani/article/firma-socialne-siete.xhtml
http://www.podnikajte.sk/prevadzka-firmy/c/376/category/%20internet-v-podnikani/article/firma-socialne-siete.xhtml
http://outthinkgroup.com/tips/the-6-types-of-social-media
http://pmikulas.weebly.com/uploads/4/3/0/3/4303126/mikul_peter.pdf
http://socialnetworking.lovetoknow.com/What_Types_of_Social_Networks_Exist

e 12th International Scientific Conference
‘ % | HUMAN EOTEMTII&L DEVELOPMENT
S “ . Klaipéda, 27 — 28 May, 2015
Addresses of authors:
Assoc. prof. Ing. Milo§ HITKA, PhD. Mgr. Zaneta BALAZOVA
Department of Enterprise Management Institute of Foreign Languages
Faculty of Wood Sciences and Technology Faculty of Wood Sciences and Technology
Technical University in Zvolen Technical University in Zvolen
T. G. Masaryka 24 T. G. Masaryka 24
960 53 Zvolen, Slovakia 960 53 Zvolen, Slovakia
tel.: 00421-45-5206433 tel.: 00421-45-5206189
e-mail: hitka@tuzvo.sk e-mail: zaneta.balazova@tuzvo.sk

www.miloshitka.szm.com

Positively reviewed by first reviewer: April 4, 2015
Positively reviewed by second reviewer: April 24, 2015
Accepted by Editorial Board of the Conference HPD 2015: April 30, 2015

71



12th International Scientific Conference

HUMAN POTENTIAL DEVELOPMENT
Klaipéda, 27 — 28 May, 2015

PRIORITNI OBLASTI PRO HpDNOCENi PRISLUSNIKU POLICIE
CESKE REPUBLIKY

PRIORITY AREAS FOR EVALUATION OF MEMBERS
OF THE CZECH REPUBLIC POLICE FORCE

PETR JEDINAK — MAREK CANDIK

Abstract

The paper deals with the monitoring and evaluation of the officers of the Police of the Czech Republic,
and within it defined areas that are identified as crucial in the evaluation methodology of police
officers. 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: priority areas, performance evaluation, service performance, research task, evaluator —
a policeman occupying a managerial position, research, professional competence.

1. Uvod

NejpfednéjSim zdjmem managementu organizace je sledovani a vyhodnocovani
pracovniho vykonu zaméstnancl, ktery rozhodujicim zplisobem ovliviiuje UspéSnost
organizace. Proto se soudobé pojeti managementu lidskych zdroji intenzivné zabyva fizenim
pracovniho vykonu, tzn. i jeho hodnocenim (Mladkova, Jedindk a kol., 2009, s. 98).
Ptispévek se zabyva problematikou sledovéani a hodnoceni piislusSnikii (dale také policistl)
Policie Ceské republiky (dale také policie), a v jeho ramci vymezenymi oblastmi, které jsou
stanoveny jako klic¢ové v metodice hodnoceni policista.

2. Hodnoceni policistii

V ramci policie je hodnoceni pracovniho vykonu pfislusniki stanoveno jako sluzebni
hodnoceni. Formalng se provadi kazdy rok (priibézné hodnoceni) a dale napt. z diivodu, kdyz
se policista hlasi do vybérového fizeni na volnou sluZebni pozici v ramci policie (sluZebni
hodnoceni). Samotny postup provadéni sluzebniho i prubézného hodnoceni je v ramci
jednotného postupu a metodiky pro vSechny ptislusniky policie (40 000 policisti) upraven
Zavaznym pokynem policejniho prezidenta (dale jen ZP PP) ¢. 79/2009, k provadéni
sluzebniho a priibézného hodnoceni piisluniki Policie Ceské republiky).

Pravni vymezeni hodnoceni

Podle zékona o Policii Ceské republiky® a zékona o sluzebnim poméru piislugniki
bezpecnostnich sbori? jsou vedouci prislusnici povinni hodnotit vysledky prace podiizenych
prislusniké®. Vlastni metodika procesu sluzebniho hodnoceni® pfislusnikii je upravena

Zakon &. 273/2008 Sb., o Policii Ceské republiky, ve znéni pozdg&jsich zmén a dopliki, ktery je ucinny od
1.ledna 2009. Zcela zrusil zakon, ktery mu piedchazel zakon ¢. 283/1991  Sb.,
o Policii Ceské republiky, ve znéni pozdéjsich zmén a dopliki.

Zakon ¢. 361/2003 Sb., o sluzebnim poméru prislusnikii bezpecnostnich sborii, ve znéni pozdé€jsich zmeén
a dopliku je uc¢inny od 1. ledna 2007.

Zakon ¢. 361/2003 Sb., o sluzebnim poméru prislusnikii bezpecnostnich sborii, ve znéni pozdéjsich zmeén
a doplnkd, § 45, odst. 2, pism. a.
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internimi akty fizeni (IAR) platnymi v ramci policie. Tyto IAR jsou vydavany prevazné
formou ZP PP, a to z divodu jednotného postupu v ramci zpracovavani hodnoceni pracovniho
vykonu na jednotlivé policisty. Kazdy novy IAR, ktery upravoval danou metodiku hodnocent,
byl vzdy kriickem vpted a to ve vztahu ke zjednoduSeni dané metodiky. Vzdy se vychazelo
z provedenych analyz vyzkumii zaméfenych na systém hodnoceni a z pfipominek z praxe
(k danému systému hodnoceni se mohli vyjadfovat vSichni pfislusnici policie — forma
oteviené diskuze na webovych strankach Policejniho prezidia Ceské republiky, sit intranet).
Urceny tym posuzovatelil tyto piipominky dale vyhodnocoval a rozpracovaval do konkrétni
podoby s cilem zlepsit stavajici metodiku hodnoceni. Piechled IAR k metodice hodnoceni
vykonu sluzby policistii od pocatku po soucasnost:

e ZP PP ¢. 96 ze dne 28. Cervna 2002 k provadéni prubézného hodnoceni piislusnika
Policie CR.

* ZP PP ¢. 136 ze dne 6. listopadu 2003, kterym se méni ZP PP €. 96/2002 k provadéni
prabézného hodnoceni ptislusnika Policie CR.

e ZP PP ¢. 67 ze dne 7. kvétna 2007, kterym se stanovi zplsob provadéni sluzebniho
a prubézného hodnoceni piislusnikii Policie CR.

e ZP PP ¢. 141 ze dne 29. srpna 2008, kterym se stanovi zpisob provadéni sluzebniho
a prubézného hodnoceni piislusnikii Policie CR.

e Rozkaz policejniho prezidenta ¢. 189 ze dne 15. prosince 2008, kterym se méni ZP
PP €. 141/2008, kterym se stanovi zpisob provadéni sluzebniho a pribézneho
hodnoceni ptislusnikt Policie CR.

e ZP PP ¢. 79 ze dne 26. ervna 2009, k provadéni sluzebniho a prabézneho hodnoceni
ptislusnikt Policie CR.

Metodika hodnoceni policistii
Kazdy policista, predevsim vsak policisté ve vedoucich pozicich by méli umét popsat
a definovat piinosy plynouci z procesu hodnoceni, a to jak pro samotného hodnoceného
ptislusnika, tak i1 pro celou organizaci. Kazdy policista by m¢l umét odpovédet na zdkladni
otazky souvisejici s procesem hodnoceni pracovniho vykonu:
e (o je to pracovni vykon (vykon sluzby) pozadovany od policisty a jaké je jeho misto
V ramci rizeni pracovniho vykonu v policii.
e Popsat proces hodnoceni pracovniho vykonu policisty (vykonu  sluZby)
a zndt metody jeho hodnoceni.

e Umét definovat objekt (hodnoceného) a subjekt (hodnotitele) hodnocen:.
o Znat, jak nejlépe vyuzit vysledkii hodnoceni pracovniho vykonu (vykonu sluZby), a to
nejen ve vztahu k samotnému policistovi (hodnocenémuy), ale téz k celé organizaci.
Cela metodika vykonu sluzby je slozena z péti dil¢ich metod, kdy patd (zavérecné
hodnoceni) vychazi ze ¢tyt predchozich:
1. Posouzeni klicovych oblasti pro vykon profese hodnotitelem - odbornosti, kvality plnéni
sluzebnich povinnosti a urovné teoretickych znalosti, v¢etné jejich aplikace pii vykonu
sluzby — zpracovava hodnotitel (pfimy nadfizeny hodnotitele), ktery ohodnoti pomoci

pétistupiiové Skaly pracovni vykon hodnoceného ve vybranych oblastech (ur¢eno 19
zékladnich oblasti).

2. Sebehodnoceni klicovych oblasti pro vykon profese hodnocenym (pokud hodnoceny
vyuzije moznosti sebehodnoceni). Hodnoceny ohodnoti svilj pracovni vykon pomoci

* Zakon &. 361/2003 Sb., o sluzebnim poméru prislusnikii bezpecnostich sborii, ve znéni pozd&jsich zmén
a dopliku, § 203.
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pétistupiiové skaly ve vybranych oblastech (urceno 19 zakladnich oblasti — shodné jako
vV bode¢ €. 1).

3. Rozhovor hodnotitele s hodnocenym, ktery je veden cilem projednani vysledki
hodnoceni, pfipadné¢ téZ k porovnani sebehodnoceni s vysledky hodnoceni. Tato metoda
zastfeSuje metodiku vychazejici z bodu €. 1 a €. 2).

4.  Hodnoceni vyznamnych udalosti. Zaznamy vyznamnych udalosti se provadéji pouze
U hodnocenych, u nichz se projevil vyrazné podstandardni nebo vyrazné nadstandardni
vykon sluzby. Slouzi téz i k projednani negativniho ¢i pozitivniho jednani hodnoceného.

5.  Zaveérecné hodnoceni, Vv jehoz ramci jsou v zavéru hodnoceni stanoveny ukoly dalSiho
odborného rozvoje na hodnocené obdobi. Jednd se o terminované tkoly hodnocenému,
sméiujici k odstranéni nedostatka v jeho sluzebni Cinnosti a pro ptfipad rozvoje jeho dalsi
sluzebni kariéry.

V nasledujicim textu se zaméfime pouze na tu ¢ast hodnoceni, kterd se zabyva
vymezenymi klicovymi oblastmi pro vykon sluzby.

Posouzeni klicovych oblasti pro vykon profese hodnotitelem, diive posouzeni
kompetenci. Policejni manazer (hodnotitel) zpracuje po uplynuti hodnoticiho obdobi (jeden
rok) hodnoceni na hodnoceného policistu pro jednotlivé oblasti hodnoceni. Jako méfitko
hodnoceni bude brat stanoveny standard pro jednotlivou oblast hodnoceni, s niz byl
hodnoceny pfed zacatkem hodnoticiho obdobi prokazatelné seznamen. Standard odpovida
Ciselnému vyjadreni skalového hodnoceni znamce tii. Jednicka predstavuje vynikajici vykon
sluzby, dvojka velmi dobry vykon sluzby, ctytka je definovana, ze hodnoceny dosahuje
dobrych vysledka s vyhradami a pétka, ze dosahuje neuspokojivych vysledkt. Jednotlivé
hodnocené oblasti: sebevzdeélavani, organizacni schopnosti, odbornost, Fizeni, reprezentace
policie, odolnost wuci zatezi, télesnd priprava, strelecka, takticka a sluZebni priprava,
odpovédnost za majetek stitu svereny policie, odpovédnost za vykonanou sluzbu, ochota
a iniciativa, schopnost tymové sluzby, komunikace, schopnost rozhodovani, sebeoviddani,
schopnost ziskat autoritu, respekt viici nadrizenym, splnéni ukolii stanovenych poslednim
sluzebnim hodnocenim a administrativni dovednosti. Policejni manazer mize dale zohlednit
védhu jednotlivych oblasti s pfihlédnutim k prioritnim c¢innostem v ramci vykonu sluzby
policisty.

V ramci metody sebehodnoceni klicovych oblasti pro vykon profese si sam policista
vypracuje obdobny formulaf hodnoceni (jak uvedeno v metodé €. 1), v némz si sdm zhodnoti,
jakych vysledkii dosahl v jednotlivych oblastech hodnoceni. Vypracovani sebehodnoticiho
formulafe neni pro policisty povinné. Urcité ho doporucuji policistitm vypracovat. Policista
tak dokazuje, Ze mé zajem o své celkové hodnoceni a zna jeho metodiku. Obhgjeni svého
hodnoceni provede v rdmci hodnoticiho rozhovoru.

Policista si uvédomuje pozadavky vykonu sluzby i to, jak je plni, a muze tak byt
podnécovan ke zlepSeni. Mezi nevyhody patii, ze policisté nejsou schopni objektivné
ohodnotit sami sebe, popiipadé ochotni to udélat a zvetejnit, maji spiSe tendenci se preceniovat
(to potvrdily vystupy z provedenych vyzkumii a moje dlouholetd praxe garanta a hodnotitele
hodnocenti policistii).

Metoda rozhovoru hodnoceného a hodnotitele sehrava vramci celé metodiky
hodnoceni policistii kli¢ovou roli (Jedinak, Sugar, 2011, s. 106). Z hlediska uziti cile slouzi
jako syntéza kroki pfedchazejici metody a je zaméfena na projednavani vysledkli hodnoceni
a sebehodnoceni. Cilem této metody je nalezeni optimalni cesty pro zlepSeni sluzebniho
vykonu piislusnika a zaroveil jde o spolecné hledani nejlepSich moZznosti pro rozvoj
pracovnich kvalit, vycvik a planovani profesniho ristu ptislusnika.
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3. Metodika vyzkumu

V ramci stanovené metodiky hodnoceni se budeme snazit sefadit stanovené oblasti dle
miry dulezitosti tak, jak je vnimaji samotni policisté. Bude nas téz zajimat, jestli je
prokazatelny rozdil ve stanoveni prioritnich oblasti mezi muzi a Zenami.

Monitoring nazorti p¥isluinikii PCR na uréené kli¢ové oblasti pro vykon sluzby (viz
tabulka ¢. 1 + pfidélené Cislo oblasti pro statistické vyhodnoceni P8 az P26). Polozky P1 az
P7 byly zaméfeny na tidaje k zakladnimu souboru (pohlavi, pocet let u policie, vykon sluzby,
policista ve vedouci funkci, odvétvi sluzby, forma studia, sluzba v uniformg¢).

Tab. 1: Stanovené oblasti hodnoceni policistii

P8 sebevzdeélavani P18 ochota a iniciativa

P9 organizacni schopnosti P19 schopnost tymové sluzby

P10 odbornost P20 komunikace

P11 rizeni P21 schopnost rozhodovani

P12 reprezentace policie P22 sebeovldddni

P13 odolnost viici zatezi P23 schopnost ziskat autoritu

P14 telesna priprava P24 respekt viici nadrizenym

P15 strrelecka, takticka a sluzebni priprava P25 spinéni ukolii ulozenych poslednim sluzebnim
P16 odpovédnost za majetek statu svereny policii hodnocenim

P17 odpovédnost za vykonanou sluzbu P26 administrativni dovednosti

Testovana hypotéza: Ho; — Mira duleZitosti klicovych oblasti uréenych pro vykon sluzby se
V zavislosti na pohlavi nelisi.

Vyzkumna hypotéza: Ha; — Mira dulezitosti klicovych oblasti urcenych pro vykon sluzby se
V zavislosti na pohlavi lisi.

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
samotnych piislusnikd na klicové oblasti v ramci jejich sluZebniho hodnoceni. Dotaznikového
Setfeni se zucastnilo celkem 454 ptislusnikt. Byli to studenti kombinované formy studia, ktefi
vykonavaji sluzbu napfti¢ celou republikou — z toho 395 muzi a 59 Zen (od jedné Zeny nebyly
vyplnéna vSechna data, proto piislusny vyhodnocovany program pracoval s daty od 58
respondentek), primérna délka sluzby u policie 10 let. Zanalyzy néazort dotazanych
ptislusnikii byl vypracovan setfidény seznam jednotlivych oblasti prioritnich pro vykon
sluzby podle miry jejich dilezitosti a dale sledovana rozdilnost na tyto oblasti mezi muzi
a Zenami.

Oznaceny zdkladni soubor: vsichni pfislusnici Policie Ceské republiky. V ramci
vyzkumu byl proveden vybér na zakladé dostupnosti.

Respondenti: piislusnici policie, ktefi studuji na PA CR. Z celkového stavu 1207
piislusnikt, kterym byl nasledné¢ administrovan po internetu piipraveny dotaznik, dotazniky
vyplnilo a odeslalo zpét celkem 454 ptislusnikli. Navratnost dotaznikti: 37,6%.

Metoda vyzkumu: Metoda dotazovani (technika dotaznik). Matematicko-statistické
metody zpracovani dat. Dotaznikovym polozkam byly pfitazeny $kaly v rozmezi 1 (prioritni
oblast) az 5 (nedtlezita oblast) — viz tabulka 2.
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Tab. 2: Hodnotici Skdly pro miru diilezitosti oblasti

1
Prioritni oblast

2
Velmi dulezita
oblast

3
Dulezita oblast

4
Méné dllezita
oblast

5
Nedulezita oblast

4, Ziskané vysledky vyzkumu

Pouzité metody zpracovani vystupii z dotazniku: matematicko-statisticka analyza
empirickych Udaji. Ke zpracovani dat byly vyuzity adekvatni matematicko-statistické
procedury, jez jsou obsahem statistického software Statistica v. 10.

Tab. 3: Stanovené oblasti hodnoceni policistu dle diilezZitosti — celkové (viastni vyzkum)

Popisné statistiky
proménnd platEYCh Primér | Median | Modus Cnigl(;);t Mimimum | Maximum Ig/ (;lrrtliil Iﬁ\l/ (;rr?iil Rozptyl odscrﬁ)é/il.(a
P10 454 1,702643 | 2,000000 | Vicenas. 199 1,0000000 | 5,000000 | 1,000000 | 2,000000 | 0,536108 | 0,732194
P20 454 1,887665 | 2,000000 | 2,000000 226 1,0000000 | 4,000000 | 1,000000 |2,000000 | 0,550267 | 0,741800
P22 454 1,889868 | 2,000000 | 2,000000 221 1,0000000 | 5,000000 | 1,000000 |2,000000 | 0,557381 | 0,746579
P17 454 1,900881 | 2,000000 | 2,000000 250 1,0000000 | 5,000000 | 1,000000 |2,000000 | 0,478012 | 0,691384
P21 454 1,911700 | 2,000000 | 2,000000 238 1,0000000 | 4,000000 | 1,000000 |2,000000 | 0,514310 | 0,717154
P11 454 1,995595 | 2,000000 | 2,000000 191 1,0000000 | 5,000000 | 1,000000 |3,000000 | 0,777022 | 0,881489
P19 454 2,008811 | 2,000000 | 2,000000 224 1,0000000 | 5,000000 | 1,000000 | 2,000000 | 0,591534 | 0,769112
P8 454 2,033040 | 2,000000 | 2,000000 213 0,0000000 | 4,000000 | 1,000000 | 3,000000 | 0,570650 | 0,755414
P13 454 2,079295 | 2,000000 | 2,000000 245 1,0000000 | 4,000000 | 2,000000 |3,000000 | 0,514670 | 0,717405
P12 454 2,099119 | 2,000000 | 2,000000 197 1,0000000 | 5,000000 | 1,000000 |3,000000 | 0,694348 | 0,833275
P9 454 2,099119 | 2,000000 | 2,000000 235 1,0000000 | 4,000000 |2,000000 |3,000000 | 0,566313 | 0,752537
P23 454 2,136564 | 2,000000 | 2,000000 235 1,0000000 | 5,000000 |2,000000 |3,000000 | 0,542016 | 0,736217
P18 454 2,194260 | 2,000000 | 2,000000 197 1,0000000 | 5,000000 |2,000000 |3,000000 | 0,687843 | 0,829363
P24 454 2,231586 | 2,000000 | 2,000000 181 1,0000000 | 5,000000 |2,000000 |3,000000 | 0,660151 | 0,812497
P15 454 2,488987 | 2,000000 | 2,000000 168 1,0000000 | 5,000000 |2,000000 |3,000000 | 0,881777 | 0,939030
P26 454 2,590308 | 3,000000 | 3,000000 219 1,0000000 | 5,000000 |2,000000 |3,000000 | 0,635314 | 0,797066
P14 454 2,612335 | 3,000000 | 3,000000 183 1,0000000 | 5,000000 |2,000000 |3,000000 | 0,851591 | 0,922817
P25 454 2,645374 | 3,000000 | 3,000000 185 1,0000000 | 5,000000 |2,000000 |3,000000 | 0,891623 | 0,944258
P16 454 2,704846 | 3,000000 | 3,000000 186 1,0000000 | 5,000000 |2,000000 |3,000000 | 0,875164 | 0,935502
Tab. 4: Stanovené oblasti hodnoceni policistii dle diileZitosti — muzi (viastni vyzkum)
Popisné statistiky (muzi)

proménnd plat’:ych Pramér | Median | Modus Crﬁgiéﬁt Mimimum| Maximum IR/ erltliil g/ (;rrl:iil Rozptyl odsélr:)é/fl.(a
P10 395 1,734177 | 2,000000 | 2,000000 180 1,0000000 | 5,000000 | 1,000000 | 2,000000 | 0,545910 | 0,738857
P17 395 1,898734 | 2,000000 | 2,000000 216 1,0000000 | 5,000000 | 1,000000 |2,000000 | 0,487181 | 0,697984
P22 395 1,908861 | 2,000000 | 2,000000 196 1,0000000 | 5,000000 | 1,000000 |2,000000 | 0,560200 | 0,748465
P20 395 1,924051 | 2,000000 | 2,000000 192 1,0000000 | 4,000000 | 1,000000 |2,000000 | 0,577973 | 0,760246
P21 395 1,931472 | 2,000000 | 2,000000 202 1,0000000 | 4,000000 | 1,000000 |2,000000 | 0,537277 | 0,732992
P11 395 2,012658 | 2,000000 | 2,000000 169 1,0000000 | 4,000000 | 1,000000 | 3,000000 | 0,779027 | 0,882625
P19 395 2,032911 | 2,000000 | 2,000000 191 1,0000000 | 5,000000 | 1,000000 | 3,000000 | 0,605513 | 0,778147
P8 395 2,053165 | 2,000000 | 2,000000 180 0,0000000 | 4,000000 | 2,000000 | 3,000000 | 0,588537 | 0,767162
P13 395 2,091139 | 2,000000 | 2,000000 210 1,0000000 | 4,000000 |2,000000 |3,000000 | 0,529744 | 0,727835
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P9 395 2,116456 | 2,000000 | 2,000000 204 1,0000000 | 4,000000 | 2,000000 | 3,000000 | 0,570160 | 0,755089
P12 395 2,124051 | 2,000000 | 2,000000 167 1,0000000 | 5,000000 | 1,000000 | 3,000000 | 0,712999 | 0,844393
P23 395 2,144304 | 2,000000 | 2,000000 205 1,0000000 | 5,000000 | 2,000000 | 3,000000 | 0,550190 | 0,741748
P18 395 2,215736 | 2,000000 | 2,000000 173 1,0000000 | 5,000000 | 2,000000 | 3,000000 | 0,698887 | 0,835994
P24 395 2,326582 | 2,000000 | 2,000000 155 1,0000000 | 5,000000 | 2,000000 | 3,000000 | 0,687490 | 0,829150
P15 395 2465823 | 2,000000 | 2,000000 147 1,0000000 | 5,000000 | 2,000000 | 3,000000 | 0,883981 | 0,940203
P14 395 2,600000 | 3,000000 | 3,000000 157 1,0000000 | 5,000000 | 2,000000 | 3,000000 | 0,870051 | 0,932765
P26 395 2,625316 | 3,000000 | 3,000000 194 1,0000000 | 5,000000 | 2,000000 | 3,000000 | 0,651134 | 0,806929
P25 395 2,681013 | 3,000000 | 3,000000 165 1,0000000 | 5,000000 | 2,000000 | 3,000000 | 0,892913 | 0,94941
P16 395 2,708861 | 3,000000 | 3,000000 162 1,0000000 | 5,000000 | 2,000000 | 3,000000 | 0,856647 | 0,925552

Tab. 5: Stanovené oblasti hodnoceni policistit dle diilezitosti — Zeny (viastni vyzkum)

Popisné statistiky (Zeny)

Proménnd platEYCh Primér | Median | Modus Cnigl(;)jt Mimimum|Maximum Ig/ glrrtliil Ii_\[/ :ﬁiil Rozptyl odscrrflilka
P10 59 1,491525 | 1,000000 | 1,000000 35 1,0000000 | 3,000000 | 1,000000 |2,000000 | 0,426651 | 0,653185
P20 59 1,644068 | 2,000000 | 2,000000 34 1,0000000 | 3,000000 | 1,000000 |2,000000 | 0,302162 | 0,549693
P22 59 1,762712 | 2,000000 | 2,000000 25 1,0000000 | 3,000000 | 1,000000 |2,000000 | 0,528930 | 0,727276
P21 59 1,779661 | 2,000000 | 2,000000 36 1,0000000 | 3,000000 | 1,000000 |2,000000 | 0,347165 | 0,589207
P19 59 1,847458 | 2,000000 | 2,000000 33 1,0000000 | 4,000000 | 1,000000 |2,000000 | 0,476330 | 0,690166
P11 59 1,881356 | 2,000000 | 1,000000 23 1,0000000 | 5,000000 | 1,000000 | ;000000 | 0,761543 | 0,872664
P8 59 1,898305 | 2,000000 | 2,000000 33 1,0000000 | 3,000000 | 1,000000 | 2,000000 | 0,437756 | 0,661631
P17 59 1,915254 | 2,000000 | 2,000000 34 1,0000000 | 3,000000 | 1,000000 |2,000000 | 0,423729 | 0,650945
P12 59 1,932203 | 2,000000 | 2,000000 30 1,0000000 | 4,000000 | 1,000000 |2,000000 | 0,547049 | 0,739627
P9 59 1,983051 | 2,000000 | 2,000000 31 1,0000000 | 4,000000 | 1,000000 |2,000000 | 0,534191 | 0,730883
P13 59 2,000000 | 2,000000 | 2,000000 35 1,0000000 | 3,000000 |2,000000 |2,000000 | 0,413793 | 0,643268
P18 59 2,050847 | 2,000000 | 2,000000 24 1,0000000 | 3,000000 | 1,000000 |3,000000 | 0,600818 | 0,775125
P23 59 2,084746 | 2,000000 | 2,000000 30 1,0000000 | 3,000000 |2,000000 |3,000000 | 0,492694 | 0,701922
P24 59 2,288136 | 2,000000 | 2,000000 26 1,0000000 | 3,000000 |2,000000 |3,000000 | 0,484512 | 0,696069
P26 59 2,355932 | 2,000000 | 2,000000 27 1,0000000 | 4,000000 |2,000000 |3,000000 | 0,474576 | 0,688895
P25 59 2,406780 | 2,000000 | 2,000000 22 1,0000000 | 4,000000 |2,000000 |3,000000 | 0,831677 | 0,911963
P15 59 2,644068 | 3,000000 | 2,000000 21 1,0000000 | 4,000000 |2,000000 |3,000000 | 0,853887 | 0,924060
P16 59 2,677966 | 3,000000 | 3,000000 24 1,0000000 | 4,000000 |2,000000 |3,000000 | 1,015196 | 1,007569
P14 59 2,694915 | 3,000000 | 3,000000 26 1,0000000 | 5,000000 |2,000000 |3,000000 | 0,732905 | 0,856099

Pro dalS§i matematicko-statistické vyhodnoceni jsme ovéfovali normalitu u vSech
sledovanych oblasti (P8-P26) Shapiro-Wilksovym W-testem a zajimala nas p-hodnota, coz je
pozorovana hladina vyznamnosti. Vysledky testu normality prezentuje nasledujici tabulka 6.

Tab. 6: Ovéreni normality sledovanych oblasti (vlastni vyzkum)

Kompetence | Shapiro-WilksW | P

P8 0,84093 0,0000
P9 0,84063 0,0000
P10 0,77811 0,0000
P11 0,84519 0,0000
P12 0,85781 0,0000
P13 0,82945 0,0000
P14 0,89459 0,0000
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P15 0,89043 0,0000
P16 0,89558 0,0000
P17 0,80623 0,0000
P18 0,86068 0,0000
P19 0,83896 0,0000
P20 0,82063 0,0000
P21 0,81823 0,0000
P22 0,81710 0,0000
P23 0,83703 0,0000
P24 0,85886 0,0000
P25 0,89426 0,0000
P26 0,86033 0,0000

Vzhledem Kk tomu, Ze vysledky testovani normality u vSech testovanych oblasti pomoci
Shapiro-Wilksovym W testem a vyhodnocenim p hodnoty (p < 0,00000) jsme dospéli
k zamitnuti normality na hladiné¢ vyznamnosti 5% a nasledné jsme pfistoupili K volbé
neparametrickych matematicko-statistickych metod pro dalsi zpracovani. Ovéieni statistické
vyznamnosti rozdilti v postojich na prioritu stanovenych oblasti hodnoceni (v zavislosti na
pohlavi respondentl) jsme uskute¢nili Mann-Whitneyovym U-testem. Vysledky tohoto
testovani vyobrazuje tabulka 7.

Tab. 7: Komparace dileZitosti stanovenych oblasti muzi a Zeny (viastni vyzkum)

Dle promén. P1

Mann-Witneytv U-test (kompetence)

Proménna Oznacené testy jsou vyznamné na hlading p < 0,05000

Elitjgorl Elitjgorl v z p-hodn. uprazvené p-hodn. I:k?llpa.trl. I:k?llpa.tg
P8 91387,00 | 11898,00 | 10187,00 | 1,38930 | 0,164743 | 1,49652 | 0,134518 396 58
P9 91145,00 | 12140,00 | 10429,00 | 1,12998 | 0,258486 | 1,23453 | 0,217007 396 58
P10 92086,50 | 11198,50 | 9487,50 | 2,13887 | 0,032447 | 2,34738 | 0,018907 396 58
P11 91053,50 | 12231,50 | 10520,50 | 1,03193 | 0,302106 | 1,09748 | 0,272431 396 58
P12 91491,50 | 11793,50 | 10082,50 | 1,50128 | 0,133284 | 1,59841 | 0,109952 396 58
P13 90942,00 | 12343,00 | 10632,00 | 0,91245 | 0,361534 | 1,00705 | 0,313913 396 58
P14 89527,50 | 13757,50 | 10921,50 | -0,60223 | 0,547024 | -0,63631 | 0,524572 396 58
P15 88776,00 | 14499,00 | 10180,00 | -1,39680 | 0,162475 | -1,46622 | 0,142589 396 58
P16 89825,00 | 13460,00 | 11219,00 | -0,28343 | 0,776846 | -0,29872 | 0,765155 396 58
P17 90014,00 | 13271,00 | 11408,00 | -0,08090 | 0,935518 | -0,09006 | 0,928238 396 58
P18 90694,50 | 12136,50 | 10425,50 | 1,10526 | 0,269047 | 1,17976 | 0,238096 396 58
P19 91422,50 | 11862,50 | 10151,50 | 1,42734 |0,153483 | 1,54709 | 0,121844 396 58
P20 92454,50 | 10830,50 | 9119,50 | 2,53321 | 0,011303 | 2,76359 | 0,005717 396 58
P21 90835,50 | 11995,50 | 10284,50 | 1,25671 | 0,208859 | 1,38286 | 0,166710 396 58
P22 91461,00 | 11824,00 | 10113,00 | 1,46860 | 0,141943 | 1,59671 | 0,110332 396 58
P23 90423,00 | 12862,00 | 11151,00 | 0,35630 |0,721617 | 0,39013 | 0,696444 396 58
P24 90385,00 | 12900,00 | 11189,00 | 0,31558 | 0,752322 | 0,33779 | 0,735518 396 58
P25 91715,50 | 11569,50 | 9858,50 | 1,74131 | 0,081630 | 1,84306 | 0,065322 396 58
P26 92151,50 | 11133,50 | 9422,50 | 2,20852 | 0,027209 | 2,39708 | 0,016527 396 58
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Na zakladé vysledkt vyobrazenych v tab. 7 1ze konstatovat, ze na hladin¢ vyznamnosti
5% musime zamitnout hypotézu o shod€ (rovnosti) obou testovanych soubori — hypotézu Ho
o shod¢ postoju respondentti na miru diilezitosti klicovych oblasti ur¢enych pro vykon sluzby
v zavislosti na pohlavi respondenti na 5%-ni hladin€ zamitdme. Pozorovany rozdil
U testované skupiny muzii a Zen povazujeme na hladiné vyznamnosti 5% za statisticky
vyznamny. Z uvedené tabulky €. 7 plyne, Ze doslo ke statisticky vyznamnému rozdilti postoji
respondentll k hodnoceni oblasti P 10, P 20, P 26 v zavislosti na pohlavi. Tento statisticky
vyznamny rozdil byl detekovan na 5%-ni hladin¢ vyznamnosti.

Polozka P10 piedstavuje oblast odbornost. Rozdil ve sledované skupiné respondentt
interpretuje boxplot® znazorn&ny na obr. 1. Z vyobrazeného boxplotu je vidét, e Zeny
(poloZka 2) tuto oblast hodnoceni povazovaly za vice prioritni z pohledu hodnoceni, nez muzi
(polozka 1).

Krabicovy graf : Odbornost

19
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1,7
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16
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14
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2 2 O PramérsSmCh
Pohlavi T Pramér+1,96*SmCh

Obr. 1: Boxplot odbornost muzi (1) — Zeny (2), (viastni vyzkum)

Polozka P20: oblast komunikace. Rozdil ve sledované skupiné respondentl
interpretuje boxplot znazornény na obr. 2. Z vyobrazeného boxplotu je vidét, ze Zzeny
(poloZka 2) tuto oblast hodnoceni povazovaly za vice prioritni z pohledu hodnoceni, neZ muzi
(polozka 1).

Polozka P26: oblast administrativni dovednosti. Rozdil ve sledované skupiné
respondentll interpretuje boxplot znazornény na obr. 3. Z vyobrazeného boxplotu je vidét, ze
zeny (polozka 2) tuto oblast hodnoceni povazovaly za vice prioritni z pohledu hodnoceni, nez
muzi (polozka 1).

5 Boxplot (krabicovy graf) je v deskriptivni statistice jeden ze zpasobt grafické vizualizace numerickych dat
pomoci jejich kvartilt. Stfedni ,krabicova™ Cast diagramu je shora ohranicena 3. kvartilem, zespodu
1. kvartilem a mezi nimi se nachazi linie vymezujici median. Tzv. vousy, vyjadiujici variabilitu dat pod
prvnim a nad tfetim kvartilem.
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Obr. 2: Boxplot komunikace muzi (1) — Zeny (2), (vlastni vyzkum)
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Obr. 3: Boxplot administrativni dovednosti muzi — Zeny (viastni vyzkum)

Na zaklad€ vyhodnoceni ziskanych dat potvrzujeme vyzkumnou hypotézu a zamitdme
hypotézu testovanou (shodu v ndzorech policisti na klicové oblasti hodnotici vykon sluzby).
Analyza ziskanych dat potvrdila, ze mira dileZitosti klicovych oblasti uréenych pro vykon
sluzby se v zavislosti na pohlavi lisi.

Vyhodnocenim dat miizeme dale konstatovat:

o 24

e Mezi nejdilezitéjsi oblasti pro hodnoceni vykonu sluzby fadi policisté odbornost,
komunikaci, sebeovlddani, odpovédnost za vykonanou sluzbu a schopnost
rozhodovéani.

e U vétSiny (15) oblasti ma naméfeny modus i medidn hodnotu 2 (viz tab. 3), coz
potvrzuje tvrzeni, Ze vybrané oblasti pro hodnoceni vykonu sluzby byly zvoleny
dobie. Policisté je hodnoti jako velmi diilezité oblasti.

e Mezi nejméné hodnocené oblasti fadi policisté administrativni dovednosti, télesnou
piipravu, splnéni tkold uloZenych poslednim sluZebnim hodnocenim a odpovédnost
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za majetek statu svéfeny policii. Tyto oblasti hodnoti policisté jako dilezité
(naméfeny modus a median ma hodnotu 3).

e Za zajimavost povazujeme tu skutecnost, ze skupina muzii byla ndzorové
homogennéjsi (nizsi rozptyl) ve srovnani se sledovanou skupinou Zen (vyssi rozptyl)
a to ve vSech sledovanych oblastech, i kdyz pocetné byli muzi zastoupeni cca 7x
(6,8x) vice.

Navrhovana doporucent:

V ramci stanovenych oblasti hodnoceni je velmi dulezité, jak vymezi (vedouci
prislusnik) hodnotitel dany standard pro kazdou oblast na nasledujici hodnocené obdobi, vzdy
musi brat v ivahu proménné faktory, mezi které patii napf-.:

e definovany standard v minulém hodnoceném obdobi,

e slozeni hodnocené skupiny,

e pocet let praxe policisti,

e nov¢ definovany standard pro jednotlivé oblasti hodnoceni konzultovat

S hodnocenymi policisty (oproti minulému standardu by mélo byt vidét posunuti
nahoru v ramci zkvalitnéni vykonu sluzby v dané oblasti hodnoceni).

5. Zavér

V policii vykon sluzby zabezpeCuji policisté, ktefi jsou ve sluzebnim poméru. Od
kazdého policisty se vyzaduje, aby na zastavaném sluzebnim misté vykonavat sluzbu co
nejlépe. Kazdy policista by proto mél znat, co se od n¢j ofekava — jaky je pozadovan
standardni vykon sluzby, za ktery bude hodnocen. Hodnoceni pfislusnikli policie znamena
posuzovani jejich vlastnosti, postojii, nazord, jednani, vystupovani a vysledki sluzebniho
vykonu vzhledem k urc€ité situaci, v niz se pohybuji, vzhledem k ¢innostem, které vykonavaji,
a vzhledem k lidem, s nimiz vstupuji do kontaktu (Jedinak, 2009, s. 65). Na zaklad¢ vysledkti
se odviji dalsi kariéra policisty v organizaci — napf. moznost se hlasit na vybérova fizeni do
vysSich sluzebnich pozic, moZnost absolvovat vzdélavaci aktivity.

V piispévku byly zkracené piedstaveny vystupy z vyzkumu, provedeny ve vztahu
k procesu hodnoceni, ktery byl veden snahou ziskat relevantni data pro dalsi zlepSovani a
zkvalitnovani procesu hodnoceni piislusnikli policie. Vyzkumy provadéné v rdmci organizace
by mély vychéazet z pozadavkli praxe a nasledné vystupy ziskané z téchto vyzkumil by mély
do praxe smétovat (Jedindk, 2012, s. 98).

Poznamka:

Tento vyzkum je soucasti Projektu védeckovyzkumného tkolu €. 4/3, ktery je soucasti Integrovaného
vyzkumného tkolu ¢. 4 na 1éta 2010 — 2015, realizovaného na PA CR v Praze.
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OPEN AND BROAD COMMUNICATION IN ALL DIRECTIONS
INFLUENCES COMPETITIVENESS IN A GREAT EXTENT

ANNA KACHANAKOVA — KATARINA STACHOVA — ZDENKO STACHO

Abstract

Communication influences the management process in each organisation in a great extent. Many
studies implied that a great amount of problems occurred during the management process is a result of
ineffective or unreliable communication, particularly among different functional departments of the
organisation. It is therefore important to put emphasis on the development of open and quality
communication. Within focusing of our research on the course and way of communication in
organisations, we were finding out whether organisations have established a functional system of
communication, whether horizontal or vertical, and whether they provide their employees the feeling
of safety to such extent that they submit comments.

Key words: communication, communication methods, formal communication, research.

1. Introduction

Communication is understood as transmission and receiving of notifications between
two or more subjects. Notification is any subject of communication, arbitrary verbal and non-
verbal facts and events having a signal nature. Communication is predominantly
a relationship, since at least two subjects are necessary in order to communicate (Polakova,
2007; Sedlak, 2008). It is possible to use new technologies like “groupware” (group
software), intranet or social knowledge networks for this purpose.

The importance of verbal (oral and written) communication is a major challenge for
managers because they are responsible for providing information, which results in efficient
and effective performance in organizations. It is the creation or exchange of thought, ideas,
emotions, and understanding between sender and receiver. It is essential to building and
maintaining relationships in the workplace. Communication is considered to be the backbone
of today’s multi-cultural business world. Although managers spend most of their time
communicating (e.g. sending or receiving information), one cannot assume that meaningful
communication occurs in all exchanges (Dunn, 2002).

Appropriate communication should fulfil two basic tasks, particularly (Polakova,
2007):

e To exchange the greatest possible amount of notified content between

communicating entities in a certain time unit — effectiveness of communication,

e To transmit notifications between communicating entities with regard to the
existence of disturbance (disturbing elements) with the lowest possible losses —
reliability of communication.

Contrary to interpersonal communication, taking place between two and more people,
organisational communication deals with exchange and transmission of information within
the whole organisation. It concerns a great number of people and a great and varied amount of
communication patterns and connections often occurs in it.

Organisational formal communication, i.e. communication network of an organisation
with all its directions and channels is determined by management organisational structure in
the organisation. It ensures maintaining of different relationships between departments,
coordination of their activities, following of decision procedures, etc. If formal
communication did not reflect management organisational structure it could happen that
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information necessary to solve a problem reaches a wrong recipient, arrives late or gets lost
altogether (Hornak, et al., 2012).

Organisational informal communication works in organisations through informal
communication channels. It is a direct result of the behaviour of people as such. There are
sympathies and antipathies, friendships etc. at each workplace. These contacts do not reflect
formal management organisational structure. Transmission of various information from
various sources at various places in the organisation takes place in informal communication
(Hornak, et al., 2012; Potkany, 2008).

Many organisations do not approve of informal communication, as it restricts the extent
of control over information flow and can at the same time significantly misrepresent
information (or it can be made up) (Filip et al. 2011). This informal information can at the
same time contradict the formal one. Development of excessive informal communication can
lead to an increase in non-productive time, a decrease in time for working duties fulfilment
(Stachova & Stacho, 2012; Urbancova, 2012).

However, adequate informal communication can have a positive impact on organisation,
as it can reveal channels which are covered but necessary. Informal communication is in
many cases fast and effective, and at the same time it fulfils the need of people to
communicate (Kachanakova, et al. 2009). Manager should be able to use these advantages of
informal communication and look for ways how to ensure a higher preciseness of information
flowing through it (Kachanakova, et al., 2011, gujanové, et al., 2012; Gubiniova, Pajtinkova-
Bartakova, 2014).

The aforementioned shows that open effective communication is generally very
important for success of innovations in organisations, however its impact is neither negligible
in the need of involving the highest possible number of employees in the innovation process.

Miscommunication on workplace can lead to errors. In the workplace, the repercussions
can be serious. Poor productivity, unmotivated employees can result from communication
breakdowns at the office.

Effective communication is one of the most critical goals of organizations (Spillan,
Mino, Rowles, 2002). Effective manager is one who spends considerable time on staffing,
motivating, and reinforcing activities.

2. Materials and methods used in the research

In order to determine a suitable research sample, two stratification criteria were set out.
The first criterion was a minimum number of employees in the organisation, which was
determined at 50 employees. The given stratification criterion excluded micro and small
enterprises from the research on the one hand, however, on the other hand, the justness and
need to focus on a formal system of human resources management in companies with more
than 50 employees were observed and especially declared by means of this criterion. The
second stratification criterion was a region of organisation’s operation, while the structural
composition of the research sample was based on the data of the Statistical Office of the
Slovak Republic).

According to the Statistical Office of the Slovak Republic the number of companies
with a number of employees 50 and more was 3,261. The regional structure of companies
with more than 50 employees in the given years is shown in Table 1.

Determining an optimal research sample of the given basic group of companies,
Confidence Level of the research was set at 95%, and Confidence Interval of the research was
set at H = +/- 0.10. On the grounds of the given criteria an additional, respectively relevant
research sample for individual regions of Slovakia was set in the analysed years. It is shown
in Table 2.
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Table 1. Regional structure of companies with more than 50 employees (data processed according to

the Statistical Office of the Slovak Republic)

Region Whole Slovakia | Western Slovakia | Central Slovakia | EasternSlovakia

Districts All districts Bratlslav\{a, T(nava, BanSIS%B.ysmca’ Kosice, Presov
Trencin, Nitra Zilina

Number of companies 3,261 2,005 644 612

Table 2. Size of the research sample for individual regions of Slovakia (own study)

Region Western Slovakia Central Slovakia Eastern Slovakia

Districts Bratlslav\{a, Tr'nava, BanskaBystrica, Zilina Kosice, Presov
Trencin, Nitra

Number of companies over 2,005 644 612

Size of the research sample 92 84 83

Approximately 500 organisations were included in the research, however due to a great
extent and the form of data collection only approximately 65% of questionnaires used to be
returned comprehensively completed. Subsequently, 259 organisations, corresponding to the
optimal research sample determined on the grounds of stratification criteria, were selected
from these organisations.

Companies from all sectors of economy are represented in the (Table 3). The reason, the
research results were evaluated cumulatively, i.e. regardless of sectors companies operate in.

Table 3. Percentual share of companies operating in individual sectors (own study)

Sector / share of companies in % in year Share of companies in %
Industry 39 %
Agriculture, forestry and fishery 8%

Power industry and water management 4%

Services 33%

Banking, finance and insurance 5%

Civil engineering 10 %

Other 1%

TOTAL 100 %

Key methods used in the conducted research include logical methods, adopting the
principles of logic and logical thinking. Particularly the methods of analysis, synthesis,
deduction and comparison were applied from this group of methods. Mathematical and
statistical methods were also applied in the paper. From software products available on the
market, a text editor, a spreadsheet and statistical software were used in the research work,
particularly including MS Word 2013, MS Excel 2013 and SPSS 15.0 statistical software for
Windows®.

Analysis of the Open and Broad Communication in All Directions

Within focusing of our research on the course and way of communication in
organisations, we were finding out whether organisations have established a functional system
of communication, whether horizontal or vertical, and whether they provide their employees
the feeling of safety to such extent that they submit comments.
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First of all, we focused on finding out the overall informedness of individual employee
categories about organisation’s formal strategic information. Answers to question. “To what
extent do you use the following communication to communicate key information to your
employees?” demonstrated that most preferred way of organisations to communicate key
information to employees is verbal form, either at team meetings and meetings in 66—72% or
directly to a particular employee in 58-67%. Written method is the second most preferred — in
the form of either whole organisational electronic communication or directly to a particular
employee. Least used method to communicate key information to employees is
communication through a link element whether through an employee representative or
a union authority. Some organisations stated that they also use notice boards and company
magazine for the purpose of such communication.

Table 4. Extent of the usage of methods to communicate key information to employees (own study)

Extent of the usage of methods to communicate key % of organisations
information 2010 | 2011 | 2012 | 2013 | 2014
Through an employee representative or a union authority 22 19 23 23 18
In writing, directly to employees 61 68 67 62 58
Electronic communication 45 47 51 50 48
Verbally, directly to employees 63 65 71 67 60
Team meetings, meetings 69 70 72 69 66
80
70 E—
60 —— = —
50 '
40
30
20
10

0

Through an In writing, directly Electronic Verbally, directly to  Team meetings,
employee to employees communication employees meetings
representative or a
union authority
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Figure 1. Extent of usage of methods to communicate key information to employees (own study)

We subsequently focused on vertical bottom-up communication, mainly concerning
provision of a safe room for employees to express their opinions about working issues as well
as whole organisation. Like in vertical top-down communication, it is possible to use several
ways, e.g.. employees can express their opinions to organisational management through
a direct superior, trade unions, regular meetings and assemblies, boxes designed for it, surveys
among employees, directly to a superior, etc. The research implies that methods mostly used
by employees in interviewed organisations to communicate information to management are
verbal communication methods, through a direct superior in 65-72%. Other methods are
represented in significantly lower amounts (Table 5, Figure 2).
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4%

Table 5. Extent of the usage of methods to communicate information by employees to management
(own study)

Do you use the following methods to communicate % of organisations
. - "
information by employees to management? 2010 2011 2012 2013 2014
Through a direct superior 65 72 65 69 68
Through representatives 18 28 26 20 17
Through a personnel employee 33 30 33 28 27
Through a survey 17 19 20 21 20
Anonymous box 11 15 13 13 14
80
70
60
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——
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0

Through a direct Through Through a personnel Through a survey  Anonymous box
superior representatives employee
2010 2011 2012 2013 2014

Figure 2. Extent of the usage of methods to communicate information to management (own study)

Whether an organisation provides its employees the feeling of safety in expressing their
opinions and comments is mostly expressed by the way of their submission itself. In
organisations we analysed, comments are most often submitted directly to a superior or at
departmental meetings, where room is created for this purpose, or directly at managerial
meetings. Unfortunately, the research showed that in up to 17% of organisations, employees
either do not submit comments at all, because they are afraid, or only discuss them among
themselves, or some organisations have so called comment box used by employees to submit
comments.

Table 6. Most often used forms of submitting comments in organisations (own study)

% of organisations

Most often used forms of submitting comments in organisations
2010 | 2011 | 2012 |2013]| 2014

Are not submitted 6 7 8 9 8
Openly told to a superior 32 37 35 36 | 38
Room at departmental meetings 27 25 30 32 | 29
Room at managerial meetings 17 15 15 18 | 19
Anonymous box 12 9 7 14
Otherwise 1 3 3 2 1
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Figure 3. Most often used forms of submitting comments in organisations (own study)

3. Conclusion

The aim of our research on the course and way of communication in organisations, we
were finding out whether organisations have established a functional system of
communication, whether horizontal or vertical, and whether they provide their employees the
feeling of safety to such extent that they submit comments.

The results demonstrated that most preferred way of organisations to communicate key
information to employees is verbal form, either at team meetings and meetings in 72% or
directly to a particular employee in 67% it is positive. Wherein the written method is the
second most preferred — in the form of either whole organisational electronic communication
or directly to a particular employee. Some organisations stated that they also use notice boards
and company magazine for the purpose of such communication.

We subsequently focused on bottom-up communication, mainly concerning provision of
a safe room for employees to express their opinions about working issues. The research
implies that methods mostly used by employees in interviewed organisations to communicate
information to management are verbal communication methods, through a direct superior in
69%. Other methods are represented in significantly lower amounts.

In organisations we were analysed, comments are most often submitted directly to
a superior or at departmental meetings, where room is created for this purpose, or directly at
managerial meetings. Unfortunately, the research showed that in up to 17% of organisations,
employees either do not submit comments at all, because they are afraid, or only discuss them
among themselves, or some organisations have so called comment box used by employees to
submit comments.
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SKUMANIE TELESNYCH POLOH PRI PRACI A ICH VPLYV
NA PRACOVNU EFEKTIVITU A KREATIVITU

INVESTIGATION OF BODY POSITIONS AND THEIR INFLUENCE
TO WORK EFFICIENCY AND CREATIVITY

VERONIKA KOTRADYOVA

Abstract

The paper is aimed at analyzes of the topic of body position in the non-industrial environment and
their relation to working efficiency and creativity. Freedom of choice of body position is an instrument
for reduction of stress and increasing of well-being and chance to get new perspectives, approaches
and outputs from human resources as well. Nowadays there is a strong need to incorporate a non-
formal working style which is also related to non-formal spatial design that can be then occupied by
all spectrum of body positions. Paper present the theoretical assumptions of relation between work
efficiency, creativity and body working position and pilot experimental methodology for measuring
this relation as well.

Key words: spatial design, body position, work efficiency, creativity, sedentary culture, non-formal
space.

1. Uved

Nastavenie pracovného prostredia a komfort alebo stres v iom pocitovany ovplyviuje
ludské spravanie, verbalnu aj neverbalnu komunikiciu — medziludské vztahy, socidlnu
atmosféra, produktivitu prace a v kone¢nom désledku aj celkové zdravie. Nase zamestnanie
a prostredie, v ktorom ho vykonavame, jednozna¢ne ovplyviiuje nas psychicky a fyzicky stav.
Aj preto je bezné, ze pri vySetreni lekdrom by malo byt prvotné spracovat’ pacientovu
pracovnu anamnézu.

Jedna tretina Zivota, ktort vacSina l'udi preZije v praci, modifikuje psycho-socidlne
postoje pacienta, ako i fyzické danosti a pohybové stereotypy. V nedavnej minulosti bol inik
do choroby chédpany ako akysi navyk, ktory u niektorych I'udi pretrval zo Skolskych rokov,
ked sa k lekdrovi unikalo ,,v strachu pred pisomkou“. Dnes je ddsledkom pracovnych
problémov, stresov, pocitu ohrozenia, strachu pred zodpovednost'ou, redlnou skuto€nost'ou.
Aj u pacienta , ktory udadva, ze sa v zamestnani neciti ohrozeny a tvrdi, Ze ma ,,I'ahkt pracu®,
sa snazime informacie o zamestnani spresnit’ (az formou profesiogramu), kedze vieme, zZe
i ,,Lahka® , ale statickd praca méze mat’ z dlhodobého hl'adiska na pohybovy aparat pacienta
nedozerné nasledky. VSetky uvedené fakty mézu modifikovat’ subjektivnu vypoved pacienta,
jeho prezivanie tazkosti a v koneénom dosledku niektoré objektivne parametre,” (Guth a kol.,
1996).

Na jednej strane je ohodnotenie, pracovna napli, azloZzenie pracovného
kolektivu/socidlna atmosféra, na strane druhej je prostredie, v ktorom sa to vSetko odohrava.
Dobréd socidlna atmosféra je vSak priamo podmienend aj priestorovym usporiadanim
pracoviska, a celkovou mikroklimou na fiou.

Popri jednozna¢nych environmentalnych stresoroch ako je hluk, prach, vibracie, emisie,
zéapach, extrémna teplota, nespravne osvetlenie, slaby kontakt s exteriérom atd’., zohravaju
vyznamnu rolu aj menej meratelné parametre kvality pracovného prostredia. Jednym z nich
su telesné polohy pri praci.
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2. Suvislost’ telesnych poloh s efektivitou a kreativitou

Népln prace samozrejme do velkej miery predurcuje telesnii polohu, ale na
pracoviskach s pocitacmi, ktoré su stile CcastejSie aj v priemyselnych prevadzkach
s inteligentne riadenou vyrobou, existuje urcita variabilita v telesnych polohach. V priamej
vyrobe, kde je tok materidlu, technologii al'udskych zdrojov, sa skor rieSi problém
jednostranného zat'azovania tela a riesi sa to striedanim pracovnych stanovist’ a zlepSovanim
ergondmie samotného pracovného tkonu. Jednostranné zat'azovanie je mozné kontrolovat’ vo
velkych prevadzkach, ale pri malych diellach o niekol’kych Tl'udoch, kde nie je uzka
Specializacia jednotlivych pracovnikov, je tazké nezdravé polohy nejakym spdsobom

Obr. 1. Alternativy ku Standardnému pravouhlému sedeniu. Zlava Focal od americkej firmy
Upright furniture je uréeny na perching (polosed), v strede Balance Feminy pre STOKKE je
kombindciou polosedu a klaku a pravo sedadlo od finskej firmy Salli pre sedlové sedenie, ktoré sa
ortopédmi povazuje za najzdravsiu polohu pri praci

regulovat’ az eliminovat. Co vsak s pracou za statickym pogitatom, ktora je zakladnym
kamenom sedavej kultary? Urc¢itd mieru flexibility priniesla praca na laptopoch, nie je ale
mozné ich pouzit’ pri vSetkych typoch pracovnych ukonov. Stale viac zamestnavatel'ov vSak
uz vsadza aj na kvalitu neformalneho prostredia pre svojich zamestnancov a nehovorime tu
len 0 zazemi.

Neformalne priestory boli odjakziva miestom pre team building a vSeobecné
zlepSovanie socialnej atmosféry. Sucasny pracovny $tyl im vSak dava stale vacsi priestor aj
v hlavnej pracovnej zone. To stvisi aj s neformalnymi a uvolnenej$imi telesnymi polohami.
S telesnymi polohami suvisi aj pracovny S§tyl moznostou sa stretdvat’ aj v neformalnych
priestoroch. Zaujimavou suvislostou je to, Ze prave v neformélnych priestoroch je mozné
zaujat’ aj iné polohy neZ Standardny pravouhly sed. Prave k tomu by mali byt neformalne
priestory vyuzivané. Neformalne priestory podnecuju aj neformalne spravanie, z ktorého
moézu vzniknat aj neStandardné rieSenia. A tie s v sucasnej dobe viac nez ziaduce. V ramci
efektivity prace ma striedanie telesnych poloh nasledujuce suvislosti:

e kazdd zmena telesnej polohy v ramci svojho pracovného miesta, ale idedlne aj
Vramci priestoru so sebou prinaSa ,,obCerstvenie” nervového systému a pohyb
vSeobecne prekrvenim a okysli¢enim organizmu zlepsuje aj exekutivne funkcie,

e dynamizuje to pracovny S$tyl, podporuje kreativitu a medziludské vztahy na
pracovisku.
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Stratégie dynamizacie by sme tak mohli rozdelit’ na $tyri nasledujice stratégie:

1. Menenie poloh v ramci priestoru a striedanie medzi aktivitou a pasivitou.

2.  Dynamizovanie v ramci zotrvavania na jednom mieste: aktivne sedenie = dynamické
sedenie, mdze byt bud’ vylepSovanie prispdsobivosti 'udskému telu u Standardnych
pracovnych stoli¢iek alebo ich tvarovanim tak, aby sa zvysila ¢o najviac variabilita
telesnych poloh. Tu mozno zahrnut aj rehabilitacné pomocky na zdynamizovanie sedu.

3. Zakomponovavanie pohybovej aktivity v podobe rehabilitanych pomocok a fitnes-
principov do bezného obytného priestoru (koncipovanie beznych interiérovych prvkov
tak, aby umoznovali cviCenie, stretching, v idealnom pripadne aj silové cvicenie).

4,  Zakomponovéavanie pohybovej aktivity do beznej prevadzky budov pomocou celkovej
koncepcie budovy, napriklad formou zatraktivnenia schodisk a ramp.

Praca mimo Standardného sedu a moznost menit telesné polohy mé nasledujice
fyziologické/zdravotné ti¢inky:

e znizuje sa tlak na medzistavcové platnicky, ¢im sa predchddza mnohym funkénym

ochoreniam chrbtice,

e zlepsuje sa krvny obeh acelkové prekrvenie/okysli¢enie vnutornych organov
a panvy plus je mozné ratat’ aj lepSim okysli¢enim mozgu,

e znizuje sa tlak na vnatorné organy (suvislost' s problematickym travenim,
psychickym stavom a ukladanim toxinov),.

e 7ZniZuje sa miera monotonneho/jednostranného namahania tela, z ktorej vznikaji
rozne deformécie a degeneracie pohybového Ustrojenstva s trvalymi zdravotnymi
nasledkami,

e zlepSuje sa celkova postura (drzanie tela).

Z tejto pracovnej perspektivy by sme mohli rozdelit’ polohy na formdine, semi-formalne

a neformalne. 1dedlnym stavom je, ak je pracovisko zariadené tak, ze v nom dokézeme tieto

situdcie striedat’ podla potreby. Pracovné krajina by teda mala byt dimenzovana tak, aby

V nej boli stanovistia pre rézne polohy a tak stimulované nielen celé telo, ale aj obe mozgové

hemisféry. Pri formalnych polohach (pravouhly sed, stoj) je pracujuci Clovek vzpriameny

a jeho telo vo vertikalnej rovine, ktora je pre pracu a fungovanie prevazne 'avou hemisférou

mozgu najviac vhodnd. Lavd hesmiféra (kauzalna) je Specializovand na recové funkcie,

riadenie komplexnych volovych pohybov, citanie, pisanie, aritmetické Ukony, analytické
spracovanie informécii a abstraktné myslenie. Je teda aktivna hlavne pri presnej praci

S ur¢itym ¢asovym limitom.

Prava hemisféra (intuitivna) je Specializovand najmi na nere¢ové funkcie, komplexné
spracovanie zrakovych, sluchovych a taktilnych podnetov, na priestorové vnimanie, sic¢asné
a komplexné spracovanie informécii. Prave pre pravi hemisféru by mali fungovat’ viac
v neformalnych situaciach, neformalnom prostredi , kde je mozné zaujat’ aj neformalne (drep,
sed na zemi, dynamicky sed, I'ah, polol'ah) a semi-formalne telesné polohy (perching/polosed,
klak, sedlovy sed), kde uz sa jedna aj o prechod do horizontalnej roviny.

Horizontalna rovina tela je podla Tolju (2004) spojena so stimuldciou pravej hemisféry.
Préave v tomto rozpoloZeni dostavame tie najlepSie napady. Okrem toho, ¢innosti podporujuce
prechod na myslenie pravou hemisférou st napriklad grafické znazornenie rieSenych
problémov (symboly, diagramy, myslienkové mapy), pouzivanie gest, hudba, spev, tanec,
odburavanie Cisto racionalneho myslenia, hra a ,,robenie hlaposti *, ,,hands-on experiences* —
sktiSanie ¢innosti na vlastnej kozi (neodhadovat vysledky iba na zdklade hypotéz). Tu sa
nukaju metddy ak je brainstorming alebo bodystorming. Pre toto vSetko je potrebné vytvorit
aj vhodné a podporné prostredie. A to zaCina prave jeho dynamizéiciou, ¢o je vlastne
opustenie Standardného statického sedu a striedane telesnych poloh podl'a aktualnej potreby aj
pocas beznych pracovnych ukonov.
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2.1. Formalne telesné polohy
Tu moézZeme zaradit’ pravouhlé sedenie a stdtie. V prvom rade je tu opét’ potrebné

zdoraznit, ze sedenie nie je jedind vhodna poloha na pracu s dokumentmi, informéciami

a pocitacovou technikou. Pracovné sedenie — jeho ergonomia, celkova kvalita a vzhl'ad — st

vSak stale najdolezitejSim kritériom pri posudzovani celkovej urovne pracovného miesta.

Preto tu pracovnému sedeniu venujeme este zvlaStnu pozornost.

Sedava kultura sa dostava prostrednictvom habitudcie (socidlneho ucenia) a zacina uz
udeti v Skolskych zariadeniach a prave tam treba zacat aj so zdravS§imi navykmi pri
praci/uCeni. Aj preto st v sucasnosti vyrazné aktivity pre dynamizéaciu sedu spojené so
Skolskym prostredim (projekty ako mandalovsky sed danskej firmy SIS funiture, irsky projekt
Perch, norsky School desk od Petra Opsvika, novozélandska Bodyfurn stool od firmy
Furnware atd. Dobré aj zI¢é navyky ziskané tu sa potom pozitivne prejavia aj pri pracovnom
prostredi v dospelosti.

Pri pravouhlom sedeni (90°) vzniké riziko funkéného ochorenia pohybového aparatu,
vznika tlak na vnatorné organy, ¢o ma vplyv na zhorSenie vitality, a riziko depresie. V beznej
rehabilitacnej praxi je znamy fakt, Ze uzkostlivi pacienti — bolesti $ije, trapéz, tenzné cefalea —
a depresivni pacienti ¢asto trpia depresivnym lumbago, &o su silné bolesti krizov. Dalej tu
mame negativny vplyv na plodnost a pri bolestivych stavoch sa neskor prejavia aj
metabolické zmeny.

Pravouhlé sedenie v§ak ma svoje fyziologické vyhody, napriklad Ze poskytuje ul'avu pre
chrbtové svaly, pokal je k dispozicii operadlo a tiez dolné koncatiny po dlh§om stati. NavysSe
sa Vv nej da zotrvat’ zo vSetkych pracovnych poloh najdlhsie. Pre efektivitu prace pravouhlé
sedenie poskytuje lepSie podmienky pre jemnu pracu atiez je tu dolezity fakt z pohladu
riadenia personalnych zdrojov, ze nad sediacimi zamestnancami je jednoduchSie udrzat
kontrolu. Podl'a uznévaného SvajCiarskeho ergondéma Etiena Grandjeana z ETH Zurich su
vyhody sedenia, respektive prace po sediacky nasledovné: ubratie vahy, ktori musia niest’
nohy, predchadzanie neprirodzenych telesnych poldh, redukcia spotreby energie a mensie
naroky na krvny obeh (Grandjean, 1980;1987). Treba tiez dodat’, Ze netrénovanému ¢loveku
sa z pravouhlého sedu I'ahSie vstava a rovnako I'ahko sa doitho dostava nez napriklad z drepu
alebo sedu na pétach ¢i vSeobecne sedenia na zemi.

Co sa uz stalo zédkladnym vybavenim kancelarskej stolicky, je maximalne mozné
nastavovanie vsetkych rozmerov (prevazne vySok) a v lepSom pripade aj sklonov/uhlov
pracovnej stolicky sa uZz, nastastie, Standardom stalo. Ergonomicky inovovat’ pracovné
sedenia sa da aj drobnymi detailmi. Snahy o zlepSenie kvality pracovného sedenia moéZeme
rozdelit’ do Styroch skupin:

1.  Samotné tvarovanie pracovnej stoliCky tak, aby umoZznovala viacero moZnosti pre
vykladanie konc¢atin a menenie telesnych poloh/drzania tela (napr.Capisco od HAG).

2. Umoznenie naklapania operadla a sedadla podla potreby vd'aka réznym kibovym
systétmom. (napr. stop and go Wilkhahn, ID chair concept od Antonia Citteria firmy
Vitra).

3. Naklapanie celej konstrukcie stolicky (Pendulum a Balance of Stokke/Varier Design,
Tip ton od Vitry atd’.).

4.  Uplna dynamizacia sedu, ¢o spravidla znamena Gplnu alebo &iastoénu destabilizaciu
sedu (napriklad koncepty ako Spinalis alebo slovensky Ergonomis, ktory umozZiiuje
striedat’ medzi dynamickym a statickym sedom, ¢i Virsana chair, ktora profituje
Z tvarovania sedadla tak, aby umoznovala polohu virsana zndmu z jogy, d’alej fitlopty,
zdravotné pomdcky ako tsecovy vankas PC-vankus atd’ od firmy Prokinesis).

Idedlny stav ale je uvolnit’ ¢loveka zo sedu a zrovnopravnit’ s nim vSetky ostatné telesné
polohy, ktoré umoziiuju pracu s materidlom, informéciami a technikou. Preto je vyzvou pre
manazment, technolégiu a dizajn opustit’ sed a prejst’ do inych poloh ako je perching (polosed
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s nohami na zemi, kl'ak, sedenie na podlahe, stoj alebo praca v pololahu, ktoré uz patria
medzi semi-formalne a neformalne polohy. Musime ale pripustit, ze aj dynamicky sed uz
patri skor ku semi-formalnym poloham.

2.2. Semi-formalne polohy

Tu moézeme zaradit' polohy perching/polosed, kl'acanie, sedlové sedenie a ako sme
vyssie uvadzali, aj dynamicky sed. Z viacerych lekarskych vyskumov vyplyva, Ze vyssi
polosed, videalnom pripadne sedlovy, je pre chrbticu aj vnitorné organy najidealnejSia
poloha pre pracu (Hornacek, Turzova, 1998; Koskelo, 2008; Mandal, 1981). Tak sa koncatiny
dostavaju do otvoreného uhla, ¢im sa lepSie prekrvuju koncatiny aj celé telo a pri sedlovom
rozkro¢enom sede na sedadle s medzerou alebo dierou v strede sa dokonca aj odl'ah¢uje tlak
na genitalie, vnutorné organy umiestnené v panve a kostrc.

Ur¢ité ,,dekérum™ je pri tychto polohach zachované, este stale sa vSak mnoho l'udi pri
tom pozastavi, ze sa deje nieCo mimo Standardov. Je otazne, ¢i pracovnik takto vzbudi skor
nesympatie, alebo zvedavost’ a sympatie za svoju originalitu alebo uvedomelost’ v oblasti
zdravovedy/ergondomie. Kazdopadne tak vznika dovod na komunikaciu a rozpravanie pribehu

(obr. 2).

Obr.2. Koncept Craftseat od Petra Opsvika z roku 1985 poniikol lahko prenosné riesenie pre
remeselnikov, ktori su nuteni pracovat’ na zemi ako su stolari/podlahari, dlazdici, zahradnici,
rolnici a pod. , Ide o kovovii konstrukciu a oc¢alunené podperky pod kolena (Opsvik, 2008)

2.3. Neformalne telesné polohy

Tu mézeme zaradit’ pololah, 'ah, sedenie v tureckom sede a na zemi. VSetky tieto
polohy so sebou nesu vysokii mieru ,nezvyCajnosti“ pre pracovné prostredie a tym
vyvolavaju aj rozne reakcie okolia.

Sedenie na zemi je pre cCloveka pdvodnou odpocinkovou aj pracovnou polohou,
a doteraz od batoliat po deti akéhokol'vek veku je vychodiskovou polohou pre objavovanie
sveta okolo a hry. Az s vyspelou civilizaciou sa zacal viac preferovat’ sed na stolicke, ¢o bolo
znakom postavenia spolocnosti. V orientalnych krajindch nie je sedenie na zemi znakom
socialnej nevyhody.

Podl'a Eliasa Canettiho (1987) zem je celistva a sedenim na nej jedinec zo zeme ziskava
enormny pocit bezpeCia a vyrovnanosti, ¢o moze vyjadrovat' jeho Specificky postoj
k materialnemu vlastnictvu. V orientalnych krajinach sa l'udia sediaci na zemi spravaju akoby
zem bola ich stcastou a boli si tym Uplne isti. Pri zostavani v tejto pozicii necitia starosti
alebo uzkost’ z okradnutia alebo z akejkol'vek straty.
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Prvym a zakladnym predpokladom pre zaujatie poloh sedu na pétach na zemi alebo
drepu, je mat’ k dispozicii podlahu, ktora poskytuje dobry hapticky, resp. kontaktny komfort.
To znamend, Ze podlaha nesmie byt studend a extrémne tvrda, ako je napriklad keramicka
glazovana  podlaha, liata
betonova podlaha a bez
podlahového kurenia a pod. Je
to velmi jednoducha zasada,
avSak v stavebnej praxi
ignorovana. Drevend masivna
podlaha (idedlne z mékkého
dreva, ktoré je vSak menej
mechanicky odolné nez drevo
tvrdé), koberec, rohoz alebo
ina textilnd podlozka ¢i
zinenka st idedlnym
kontaktnym materialom pre
sedenie na zemi.

Vytvorit’ si pracovisko
na zemi je jedna z moznosti,
ktort bez problémov mdzeme
vytvorit predovsetkym ako
home-office. Moze to byt
praca za nizkym stolikom,
ktory by mal byt vysoky
minimalne 28 cm, optimalne
35 cm, aby sa nam poden
zmestili nohy vystreté aj
pokréené¢ do tureckého sedu.
Inak tento sed je mimoriadne
vhodny aj pre pracu deti Obr. 3. Stolik WWD na prdcu na zemi od Studentsky Anny
v predskolskom veku, ale aj Dulikovej z Fakulty architektury STU v Bratislave, pedagog:

v §kolskom veku ni¢ nebrani Veronika Kotradyova, foto Noro Knapp

tomu, aby dieta dokazalo

vytrvat’ v tejto polohe aj dlhSie pri ¢asovo naro¢nejSich domécich tlohach. Nastavit’ ale cely
priestor len na tuto polohu méze so sebou prinasat’ aj zdravotné rizika, nehovoriac o tom, ze
sedenie na chladnejSej podlahe so sebou prindsa neprijemné pocity a zdravotné rizika
v podobe podchladenia zenskych organov a zapalu mocovych ciest. Prikladom prace na zemi
je kancelaria ergonémky Barbary Tietze v Berline, ktora je celd zalozena na podlahe ( z angl.
floor based office), pricom aj jednania v nej sa odohravaji na podlahe. Na obr. 2 je koncept
Craftseat od Petra Opsvika, ureny pre pracu remeselnikov na zemi. Na obr. 3 je zas navrh
Anny Dulikovej — WWD - stolik pre pracu na zemi. Je ureny pre vsetky vekové kategorie.
Pre deti je podlaha prirodzenym miestom pre pracu a ak sa vytvori vhodné prostredie na
podlahe, mdze sa s tymto navykom pokracovat pocas celého Zivota.

Co sa tyka chrbtice, funguje tu jej zakrivenie rovnakym principom ako sme spominali:
nahrbenie je ul'avou pre chrbtové svaly, drzanie sa vzpriamene ¢asto vyzaduje ur¢iti ndmahu.
Podla MUDr. Miriam Cepikovej je drep a sed na zemi su¢astou beznych pohybovych
navykov u deti. S pribudajicim vekom, ked” sa nam menia svalové skupiny, vyvijaji sa
svalové nevyvazenosti, tito schopnost’ stracame. Diet’a tiito poziciu v priebehu dila zaujima
v priebehu hry kratkodobo, hoci ma mnoho inych pohybovych stereotypov, u ktorych vie drep
zakomponovat' ako nezatazujuci, kym u dospelych prevazuje pozicia sed, alebo stoj
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a malokto z dospelych l'udi tieto pozicie intenzivne strieda. Vyvojom svalovej nevyvazenosti
tieto pozicie dospely Clovek nedokaze udrzat’ dlhodobo, pretoze nasa sedava kultira nam to
neumoziuje a tieto poziadavky sa zviac¢sa vnimaju viac ako zat’azujice nez ako prinosné.

Dal$ou moznostou je umoznit’ pracovnikom dostat’ sa do pololahu, alebo aZ polohy
lezmo. ldedlny stav je umoznit pracovnikom aj kratky denny spanok. Obzvlast ak ide
0 duSevnu pracu, ma toto privilégium hned’ niekol’ko vyhod aj pre zamestnavatel’a. Tesne po
prebudeni je totiz 'udsky mozog vo frekvencii theta, av nej ho prichadzaji tie najlepsie
myslienky. Extrémom je tzv. polyfazovy spanok, ktory funguje tak, ze cClovek nespi
Standardnym sposobom v noci, ale rozdel'uje si spanok na viacero usekov vymedzenymi
napriklad 20-minatoymi ,,zdriemnutiami“. Udajne tymto sposobom spavali Leonardo da
Vinci ¢i Nicola Tesla. Aj vizionar Buckmister Fuller vypracoval systém polyfazového spanku
s ndzvom Dymaxion, ktory sa skladal zo Styroch tridsatminttovych zdriemnuti, ktoré vSak
museli byt v ramci dvadsatStyrihodinového dila presne a pravidelne nacasované. Cielom
tychto alternativnych spankovych rezimov je najmad maximalizovat’ ¢as bdenia a efektivitu
¢innosti vykonavanej pocas bdenia. Sved¢iac podla genidlnych technickych napadov
a umeleckych diel, ktoré spominani polymati vytvorili, z ¢astého stavu v hladine theta zjavne
profitovali. Je samozrejme tazké zladit' pracovny S$tyl/rezim vSetkych pracovnikov tymto
spdsobom, ale vytvorit’ priestory na pracoviskach tak, aby bolo mozné sa doslovne ,,vystriet’
a pripadne si na niekol’ko minit zdriemnut™. Nie je nutné kvoli tomu tvorit’ doslovné 16zka,
staCia univerzalne plochy z materidlov s vysokym kontaktnym komfortom a volné ¢alinené
matrace/zinenky, ktoré je mozné pouzit’ aj na sedenie, doplnené vankasmi. Dolezité pri tom
je, aby takéto relaxacné zoény boli niekde bokom a pripadne boli aj vizualne oddelené
zavesom ¢i dverami.

Je to Uplne iny pracovny S$tyl, ktory je ale bezny pre umelcov/kreativcov a l'udi
Vv slobodnych povolaniach. Interné kultira mnohych organizacii vSak tento princip bude t'azko
implementovat,, pretoze nastane moment obav toho, ¢o si budi o nich ,,ti druhi® mysliet’ a ako
sa pri tomto principe podari udrzat pracovni moralku. Ano, tento systém si ziada vysokii
davku duSevnej vyspelosti, zrelosti a samostatnosti v rozhodovani tak, aby tato ,,uvolnena*
moralka neohrozila plnenie pracovnych povinnosti. Dolezita je vSak aj schopnost’ delegovat’
kompetencie, del'bu prace dobre premysliet tak, aby kazdy ¢len timu vedel, ¢o ma robit
a kedy ma deadline. Prave systém projektového manazmentu umoziuje vacsiu variabilitu
a slobodu telesnych poloh — je idedlne mat’ moznost’ sa utiahnut’ so samostatnou pracou na
svoje pracovisko, utiahnut’ sa do r6znych zakuti pracoviska, d’alej mat’ moznost’ si oddychnut’
Vv relaxaénej zone a nasledne mat’ aj stretavaciu zonu, kde sa poskytnti informacie a pokroky
pri rieSeni problému a nové poznatky z nich vyplyvajuce a tie prezentovat’ ostatnym ¢lenom
timu, ¢i kde sa poznatky zdiel'aji medzi sebou. Tu sa pracovnici dokazu rozist do réznych
zékuti s rdznymi moznost’ami zaujatia telesnych poloh a potom znovu zist’ podl'a potreby, aby
spolu zdielali pokroky pri rieSeni svojich uloh.

V ateliéroch je tento pracovny S$tyl bezny a prindSa to Casto prave kreativne ndpady
a neStandardné rieSenia. Tie su vSak viac nez Ziaduce vo vSetkych odvetviach priemyslu
a sluzieb (obr. 4).

Napriklad alternativna Skola Brigthworks, kde sa wucia deti prostrednictvom
,majstrovania“, by nemohla fungovat’ v statickom sedeni a v tichu. Patri k nej pohyb
a prirodzeny pracovny Sum/hluk. Deti st v neustdlom pohybe a maji vysoku mieru slobody
pohybu pocas vyucovania. Rovnako aj pri Daltonovskom vzdeldvani, ktoré si aj na Slovensku
ziskava stale viac priaznivcov, mozu deti slobodne menit’ polohy pri zadaniach na prvom
stupni vzdelavania.

Je pritom vel'mi jednoduché dopriat’ taktito slobodu aspofi v rdmci mikroprostredia, a to
viac otvorenymi konceptmi priestoru a samotnymi vyrobkami uréenymi pre priamu interakciu
s Tudskym telom. Zahlcovanie priestoru nadbytocnym mnozstvom mobilidru a vlastnymi
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osobnymi vecami tieZ prispieva vyrazne k obmedzeniu pohybu a variability pouZivania
jednotlivych prvkov a tym aj celého interiéru.

Obr.4. Sedacky HOKKI pre dynamicky sed od nemeckej firmy VS v ateliéri NCAD v Dubline
pocas workshopu,
foto: Veronika Kotradyova

Obr. 5. prvé pilotné testy pre stanovenie metodiky merania fyziologicky odoziev a ukazovatelov
pozornosti, vwkonnosti a kreativity, foto: Veronika Kotradyova

3. Vyskum a vyvoj

V stcasnosti  prebiechaji v nasom  vyskumno-vyvojovom  laboratoriu = prvé
experimentalne testy v spolupraci s Univerzitou Komenského v Bratislave, na prvych
5 respondentoch vo veku 24 — 30 rokov, nastavuje sa metodika tak, aby bola pouzitena na

97



12th International Scientific Conference

HUMAN POTENTIAL DEVELOPMENT
Klaipéda, 27 — 28 May, 2015

vy$Som pocte respondentov. Zamerali sme sa pri nich na suvislost’ telesnych poloh
a produktivitou prace, exekutivnymi funkciami, vykonnostou a Kreativitou. Vyznamné su
parametre a testy na vykonnost’, pozornost, exekutivne funkcie a verbalnu kreativitu, ktora je
ukazovatelom kreativity vSeobecnej. Z doterajSich vysledkov vyplyva, ze kauzalita medzi
telesnou polohou a vykonnostou sa prejavuje po dlh§om nez 15-minitovom useku. V Case
uzavierky zbornika tejto konferencie neboli eSte publikovatelné, ale budu uverejnené
V najbliz8om moznom termine. Optimalizujeme pri tom cas, ktory je potrebny stravit' na
jednotlivych lokaciach. Vytvorili sme 5 pracovnych lokacii: Standardny sed, dynamicky sed,
polosed/perching, stoj a polol'ah, pricom na kazdom stanovisti vykonavali respondenti t0 ista
¢innost’ (obr. 5). Metodika je stale v §tadiu optimalizacie, jej overeniec na vacSom pocte
respondentov bude vykonané do jina 2015 a nésledne publikované.

Velky potencial pre slobodu vyberu telesnej polohy ma praca doma, ktora v sebe ale
skryva mnohé rizikd. Hlavnym je problematické delenie prace do sukromia, ¢o moze vyustit’
do psychickym problémov, zavislosti od prace, depresie ¢i syndromu vyhorenia. Tento
potencial sme otestovali v experimentalnom vyrobku Horse office, ktory je vlastne
polohovacim domacim pracoviskom (autori Veronika Kotradyova a DuSan Koclik, BCDlab)

(obr. 6).

Obr. 6. Horse Office- Polohovaci homeoffice, autori: Veronika Kotradyova a Dusan Koclik,
vznikol v ramci vyskumu APVV 0469-11- Interiérovy dizajn ako prostriedok prevencie a liecenia
Civilizacnych choréb, foto: Noro Knapp

4. Zaver

Neformalne stretnutia v rdmci pracoviska ako novy nastroj efektivity prace. Ak je tazké
zariadit’ jednotlivé pracovné stanovistia tak, aby bolo mozné zaujat’ aj neformalne a semi-
formalne polohy a vytvorit’ relaxacné zény a hlavne dovolit’ zamestnancom ich pouzivat’
podla potreby, je dobré zariadit’ aspont mitingové/rokovacie priestory tak, aby v nich bolo
prostredie pre brainstormingy a bodystormingy, ktoré vynikajico funguju prave pri vicsej
slobode telesného pohybu. Zda sa vsak, ze vSetky alternativne koncepty pracovnych krajin
budi este dlho len zaujimavost'ou, a len pomaly sa dostanu do Standardov.
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CURRENT STATE OF THE MATHEMATICAL LITERACY
IN SLOVAKIA AND SOLUTIONS

ALES KOZUBIK — ZUZANA KOZUBIKOVA

Abstract

Certified measuring knowledge in the form of external part of the leaving exam has been going on for
over a decade. In the present article we subjected their results to the statistical analysis. Based on its
results authors analyze the trends in the quality of education of mathematics and numeracy, which is
a precondition for successful study at technical universities. They show that, in the long term there is
the decrease in the level of competence achieved. Without fast and effective changes in the system will
not be able to achieve improvement.

Key words: education, mathematical numeracy, leaving exam, key competencies, human resources.

1. Introduction

The aim of modern education is to reach the competencies of the younger generation
that enable individuals to participate fully in social and working life. According to forecasts
Eurostat (2013), by 2020, the EU up to 35% of all jobs will require higher education.®
However, as stated in (Kozubikové, 2013, p. 187) “Skills do not automatically convert into
jobs and economic growth. The OECD (2012) 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.” The OECD (2012) 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.

It follows that in a highly competitive environment, the quality becomes a critical factor
that determines the success of the training and education system. Therefore, it is also a hot
topic today, which has received increased attention worldwide. Education can be in general
defined as a process in which individuals acquire cognition, create knowledge and skills and
develop their competences. ,,Education allows you to move forward in the area of individual
and social progress and provides highly skilled human capital that is needed to create jobs,
achieving economic growth and prosperity* (Kozubikova, 2014, p. 167).

Europe’s future welfare will crucially depend on the education and skill development of
human capital. Knowledge can be defined from different 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).

,Claims for education and training are changing under the influence of labor market
needs. The emphasis is not to describe the skills that an individual has achieved, but to

1 At present, only 26% of the adult workers in the European countries have a higher education qualification.
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acquire knowledge, skills and competences* (Kozubikova, 2013, p. 180). Human resources
represent the people in the working process and bearers of human capital and potential.
(Vodak-Kuchar¢ikova, 2005, p. 45).

The European legislation (EPAR, 2008) defines knowledge, skills and competencies as
follows: Knowledge is the result of the assimilation of information through learning.
Knowledge is the body of facts, principles, theories and practices relating to the field of work
and study. These ones may be theoretical or factual. Skill is the ability to apply knowledge
and use know-how to complete tasks and solve problems. They are divided into cognitive
(involving the use of logical, intuitive and creative thinking) and practical (involving manual
dexterity and the use of methods, materials, tools and instruments). Competence means the
proven ability to use knowledge, skills and personal, social, methodological abilities, in work
or study situations and in professional and personal development. The European
Qualifications Framework is described in terms of responsibility and autonomy.

In this article we focus on the quality of secondary education in Slovakia, because it is
the quality of secondary education decides on the preparedness of students for college. We
teach at the Faculty of technical specialization, where the knowledge of mathematics belongs
to the basic precondition for coping with higher education studies. Therefore the current status
and background numeracy in Slovakia will be examined. We will build on the results of the
school leaving examination, as a relevant tool to measure the knowledge and skills of students
in secondary study.

2. Methods and data

School leaving exam is an objective tool for measuring knowledge, skills and general
competence of secondary school graduates. Although in some cases the measurements
qualitative impact is difficult, but it does not mean that it is negligible (Tokar¢ikova, 2013)
School leaving certificate — ‘Maturita Certificate’, as is it called in Slovakia, has a special
importance for students, it tells them about their ability to continue in their future careers.
Since 2005 this leaving exam consists of two parts — external and internal while in case of
foreign and national languages the internal part is divided into written and oral form. The
external part is obligatory for all students in their native language, foreign language and
Mathematics. It is necessary to note here the leaving exam in Mathematics is not obligatory —
it depends on the choice of the student, but if they apply for mathematics the external part is
obligatory part of the exam.

The external part was prepared and realized by National Institute of Education and since

2008 it is organized by National Institute for Certified Educational Measurements. The results
are then published on the web site of the National Institute for Certified Educational
Measurements and are freely accessible at web site of this institute.

The Recommendation of the European Parliament (EPAR, 2006) defines eight key

competences as follows:

o Communication in the native language, which is the ability to express and interpret
concepts, thoughts, feelings, facts and opinions in both oral and written form
(listening, speaking, reading and writing) and to interact linguistically in an
appropriate and creative way in a full range of societal and cultural contexts;

o Communication in foreign languages, which involves, in addition to the main skill
dimensions of communication in the mother tongue, mediation and intercultural
understanding. The level of proficiency depends on several factors and the capacity
for listening, speaking, reading and writing;

e  Mathematical competence and basic competences in science and technology.
Mathematical competence is the ability to develop and apply mathematical thinking
in order to solve a range of problems in everyday situations, with the emphasis
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being placed on process, activity and knowledge. Basic competences in science and
technology refer to the mastery, use and application of knowledge and
methodologies that explain the natural world. These involve an understanding of the
changes caused by human activity and the responsibility of each individual as
a citizen;

e Digital competence involves the confident and critical use of information society
technology (IST) and thus basic skills in information and communication
technology (ICT);

e Learning to learn is related to learning, the ability to pursue and organize one’s own
learning, either individually or in groups, in accordance with one's own needs, and
awareness of methods and opportunities;

e Social and civic competences. Social competence refers to personal, interpersonal
and intercultural competence and all forms of behavior that equips individuals to
participate in an effective and constructive way in social and working life. It is
linked to personal and social well-being. An understanding of codes of conduct and
customs in the different environments in which individuals operate is essential.
Civic competence, and particularly knowledge of social and political concepts and
structures (democracy, justice, equality, citizenship and civil rights), equips
individuals to engage in active and democratic participation;

e Sense of initiative and entrepreneurship is the ability to turn ideas into action. It
involves creativity, innovation and risk-taking, as well as the ability to plan and
manage projects in order to achieve objectives. The individual is aware of the
context of his/her work and is able to seize opportunities that arise. It is the
foundation for acquiring more specific skills and knowledge needed by those
establishing or contributing to social or commercial activity. This should include
awareness of ethical values and promote good governance;

o Cultural awareness and expression, which involves appreciation of the importance
of the creative expression of ideas, experiences and emotions in a range of media
(music, performing arts, literature and the visual arts).

With respect to the conclusions (CEU, 2010), which report a growing demand for
qualified human resources in mathematics, science and technology, we decided to analyze the
results in the mathematical education during the years 2006-2014. Our analysis is based on
the mentioned data from the National Institute for Certified Educational Measurements. We
have to note, that during the years from 2006 till 2009 students could select the one of two
difficulty levels. In our analysis we combined results of both groups in one sample, to get data
comparable with other years when all had the same difficulty level.

For purposes of the analysis we selected the average, modus and quantile based
characteristics of the participants’ performance sample. The performance is measured by
percentage of the correct answers in the written test. The results of the computation we
summarize in the Table 1.

To analyze the recent development in the students’ percentage at the leaving exam we
assume the linear model in the form

yi=o+pxite (1)

For the numerical computations we have used the free open source statistical
software R. We have calculated the regression coefficients a and S for each of the mentioned
characteristics and as well the ¢-statistics and p-value for rejecting the null hypothesis
Hy: f = 0. The values received by computation we present in the Table 2.
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Table 1. The key characteristics computed from the leaving exam samples in the period from 20006 till
2014 (own calculations on the base of data of NUCEM)

Year Average Mode Median 95—th. 10-th. I_St. 3-rd'
percentile percentile quartile quartile
2006 58.0 70.0 60.0 90.0 30.0 43.3 73.3
2007 61.2 73.3 63.3 93.3 333 46.7 76.7
2008 56.6 60.0 56.7 86.7 30.0 433 73.3
2009 51.2 56.7 533 83.3 26.7 40.0 66.7
2010 59.0 60.0 60.0 90.0 333 46.7 73.3
2011 57.9 56.7 60.0 86.7 333 43.3 70.0
2012 50.8 46.7 50.0 83.3 26.7 36.4 63.3
2013 50.9 50.0 50.0 83.3 26.7 36.4 66.7
2014 54.4 56.7 56.7 86.7 26.7 40.0 70.0

Table 2. The results of the linear regression for selected characteristics of the leaving exams
percentage during the period from 2006 till 2014 (own processing)

Characteristic a p t-value p-value
average 59.7389 -0.8367 -1.931 0.09484
modus 71.3750 -2.4950 -3.597 0.00877
median 61.6500 -0.9967 -1.881 0.10200
95-th percentile 90.9167 -0.7767 -2.008 0.08460
10-th percentile 32.3830 -0.5500 -1.495 0.17900
1-st quartile 46.3389 -0.9100 -2.231 0.06090
3-rd quartile 75.3583 -0.9983 -2.243 0.05980

3. Results of the statistical analysis

From the Table 2 we can easily see that all characteristics have downward trend. For
almost all sample characteristics we can reject the null hypothesis at significance level of
90 percent or higher. The only exception is the lowest decile, where the significance level is
only at about 80 percent, but we have to consider, that 10 percent of the worst results are not
so important for the quality of the educational process evaluation. Much more important are
the best performance levels.

The most rapidly decline we can observe at the mode value, which decreases 2.5 times
faster than the average performance. Moreover, if we omit the last year value, we get the f
value equal to -3.32 with #-statistics -5.162 and p-value 0.00209 that enables rejecting the zero
hypothesis at significance level exceeding 99 percent. The S coefficient for the average
performance in the same period remains almost unchanged at the value of -1.0714 with the #-
statistics -2.016 and p-value equal to 0.0904. So the modal value decreases much faster. We
can compare both regression lines for the mode at Figures 1 and 2. The regression lines for
the average values are presented at Figures 3 and 4.

So we can conclude that the performance of the most abundant group of the exam
participants declines very dramatically when compared with the average. That means the final
performance is in long time view approaching only the average level. Moreover, the average
performance has as well decreasing trend.
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Figure 3. Linear regression of the average  Figure 4. Linear regression of the average values
values during the nine years during the first eight years (own processing)
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The harmful tendencies in education, which lead all to the average values, can be
confirmed observations of the lower quantiles. We can see again, that the upper bound of the
1-st decile declines slower than the average and as well the 3-rd quartile and median decrease
faster than the 1-st quartile. That confirms all the values get closer each other.

Rejection of the null hypothesis together with the results of the linear regression
ultimately means that:

e Percentage of all graduates approximates the average level;

e This average value decreases permanently.

Thus if the absence of changes in the long term, this can lead to total decay of the
secondary education.

4. Discussion

It is clear from the analysis, that actual state of the human potential education is
unsatisfactory. Here are necessary many changes in the system. One of the most important
aspects is the motivation. The main reason for motivation of the students is their ability and
opportunity to continue their studies at universities. Let us therefore look at the chances of
acceptance their application for the university. In the Table 3 we collected the numbers of the
students which have passed the leaving exam at their secondary school and number of
accepted applications at home universities. We see, here remains the oversupply for almost
whole period from the year 2005 till the year 2014. Moreover, here is a rapidly increasing
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number of graduates, which apply for further studies in the Czech Republic. By data of the
Czech Statistical Office? it has grown from 8466 students in 2003 to 24058 students in 2013.
That represents the average increase of 1559 students yearly, which can be considered as the
new applicants for study. If we add this value to the number of accepted applications at home
universities, the percentage of acceptance exceeds 100% in all years. For the objectivity we
have to note, that the numbers being greater than 100% are also influenced by two factors:

e The possibility to apply for study at more than one university;

e Not all applicants have finished their secondary school studies in the same school

year.

Table 3 The survey about candidates and accepted applications for the university studies during the
period from 2005 till 2014 (http://'www.uips.sk/statistiky/ostatne)

. Number of accepted Percenfage. of the
Year Number of candidates C . applications
applications

acceptance
2005 61121 55 041 90.05
2006 60 603 55102 90.92
2007 59 644 61518 103.14
2008 56 631 63 491 112.11
2009 55 866 59 885 107.19
2010 57 645 60 776 105.43
2011 56 076 54 056 96.40
2012 55624 57614 103.58
2013 54 449 57 735 106.04
2014 51561 54179 105.08

Throughout, these numbers clearly shows there is almost no competition among the
candidates. So they have only minimal motivation to increase their knowledge in order to be
better than their competitors. On the contrary, there is a growing number of candidates for
whom is good enough to stay in the average. Moreover, the average decreases and therefore it
is achievable with minimum effort.

Investment in educational institutions as a percentage of GDP is one of the lowest
across the OECD: for all levels of education, the total spending on educational institutions is
only 4.4% of GDP, compared with an OECD average of 6.1%. This represents a decrease
from the level in 2009 (4.8%).

5. Conclusion

The conclusions of the statistical analysis show the continual deterioration of the level
of mathematical competencies of the secondary education graduates. Correction of this
unsatisfactory situation is possible only with the help of deep systematic changes. These
reforms must be targeted to these areas:

e Restoration of mathematics as an obligatory subject of the leaving examination;

e Must be reduced the number of students admitted to universities (but also the
number of universities themselves is to be reduced), admission to the university may
not be an easily accessible obviousness;

e Significant enhancement of the whole educational system financing;

e Change in school funding - the number of students cannot be the only criterion;

2 https://www.czso.cz/csu/cizinci/4-ciz_vzdelavani#c
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e Across the board knowledge testing should be carried out regularly not only in the

last year of the secondary education;

e Cumulative results should be a criterion for admission to the tertiary education;

e Create public quality rankings of the secondary schools just on the basis of these

results;

e Strengthen the social status of teachers by adequate valuation of his work.

These measures should be the motivation of students and teachers. Just so adjusted
motivation should lead to an improvement in the level.

Our experience has shown us that if the teacher makes efforts, i.e. is highly motivated to
work with students responsibly and zealously, he or she also supports the other teachers in
such motivational efforts; moreover, the teacher sensitively and correctly influences the
motivation of students, acts as a positive role model for them, and leaves a significant and
inspiring impression on their lives (Blaskova, Blasko, Kuchar¢ikova, 2014). It is a way to
motivate teachers across the board, but only with adequate financial evaluation.
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ON THE UTILITY OF THE SECONDARY EDUCATION
IN MATHEMATICS IN SLOVAKIA

ZUZANA KOZUBIKOVA — ALES KOZUBIK

Abstract

In the present article authors bring the analysis of the added value of the secondary education and
opportunities of its improvement in the Slovak Republic. The subject of the research consists in the
results of mathematical education at secondary education system. In the analysis were exploit the
results of the nationwide tests from the years 2005-2014. Really significant outcomes were found by
this investigation. Detailed analysis discusses the state of quality of mathematical skills and
competencies and summarizes all the main reasons for the observed condition and proposals to reform
the state. In conclusion, the authors present real solutions to identified state.

Key words: education, numeracy, leaving exam, knowledge, skills.

1. Introduction

In contemporary society, which is oriented towards knowledge gets to the fore the
quality of education and the education system. The skills acquired by young people are crucial
for success in their professional and personal lives. Of course the quality of education of the
population has an impact on the competitiveness of the country's economy. This issue is
crucial in the long term, as demonstrated by a number of scientific contributions (see e.g.
Bandura, 1977; Ceulemans, De Prins, 2009; Ellington, 2000; Clark, Andrews, 2010;
Kozubik, Kozubikova, 2011; Luskova, 2013; Blaskova, Blasko, 2013; etc.). Regardless of the
professional orientation, economic knowledge and skills are useful in everyday decision
making and they help graduates to solve the complex situations occurring either in the
workplace, but also in personal life (Tokar¢ikova, Durisova, Kuchar¢ikova, 2015).

An integral part of the use of economic knowledge is the necessity to quantify the
economic variables that is based on knowledge of mathematics (superior mathematical
education). For this purpose are implemented various knowledge measuring (not only in
mathematics) at the national level in the different European countries. The great explanatory
power about the status of students’ knowledge in the individual countries has the global
comparison of results also issued in the OECD publications.

During the recent years there were held many tests around the Europe that were
concerned in the student skills and knowledge. The most popular is the PISA testing. The
Programme for International Student Assessment (PISA) is a triennial international survey
which aims to evaluate education systems worldwide by testing the skills and knowledge of
15-year-old students. To date, students representing more than 70 economies have
participated in the assessment. Since the year 2000, every three years, fifteen-year-old
students from randomly selected schools worldwide take tests in the key subjects: reading,
mathematics and science, with a focus on one subject in each year of assessment. In 2012,
some economies also participated in the optional assessments of Problem Solving and
Financial Literacy.

Beside this international measurement, here in Slovakia are organized nationwide tests
for the 15 years old students. This ‘External testing of pupils of 9th grade at primary schools’
is carried out each year in order to detect individual level of pupils” knowledge of
Mathematics and national language.

The knowledge and skills of the young people in the age of 18-19 years are then
measured at external part of the leaving exam which is called ‘Maturita’ in our country.
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How we have said, Maturita is school leaving exam for the upper secondary education
(ISCED 3) and it is obligatory for all students of secondary grammar schools, schools of art
and vocational schools. Every student is given Maturita Certificate after passing the exam.
School leaving exam consists of two parts — external and internal while in case of foreign and
national languages the internal part is divided into written and oral form. Internal part of every
subject is obligatory for all students. External part is obligatory for all students only in foreign
languages, Slovak language or Hungarian language and Mathematics. Here we must note, that
Mathematics is not obligatory part of the Maturita, but if it is selected by student as one of the
optional subjects, the external part is then obligatory for them.

Since the school year 2004/2005, when the systematic testing has started in Slovakia,
we have a sufficiently long time series that enable to analyze the development in the quality
of knowledge, skills and competencies. Moreover, we can compare the results of the same
generation in the age of 15 years, when they enter in the secondary education and results of
the same generation four years later, when they finish the secondary school. We can answer
the natural questions: Does the secondary education provide better skills? Are the
competencies of the students improved or not? If we find, the skills and competencies get
worse, where are the reasons and how we can change it? We try to answer these questions in
the following paragraphs.

The article focuses on the contribution of secondary education in mathematics that is
largely assumption of the readiness for the studying at the university. We teach at the Faculty
of technical specialization, where the knowledge of mathematics belongs to the basic
precondition for coping with higher education studies. The results of the research suggest the
need for better access and motivation of the students to learn economically and technically
oriented subjects.

2. Data, methods and calculations

In the analysis of the educational progress at the secondary schools we used the public
data. These data sets are obtained from the external part of the leaving exams at secondary
schools and from the nationwide testing of the pupils of the last year at the elementary
schools. These nationwide tests and external part of the leaving exams are organized by the
National Institute for Certified Educational Measurements and the results are published on-
line on its web site.

The aim of our analysis is to confirm or reject the hypothesis, that secondary education
improves the level of the mathematical abilities of the student. For these purposes we
compared the data from the nationwide testing with the 4 years delayed results of the external
part of the leaving exams. The movement in the knowledge we have tested by nonparametric
Kolmogorov-Smirnov two sample tests whether two underlying probability distributions
differ. This two sample test is based on the Kolmogorov-Smirnov statistic D, defined for
two samples whose sizes are n and m as

Dn,m = SupxlFl,n(x) - Fz,m(x)l' (1)

where F;,(x) and F,n(x) are the empirical distribution functions of the first and the
second sample respectively. The null hypothesis is rejected at level alpha if

2 Dy > c(a) @)

n+m

Here we assigned c(a) the critical value of the Kolmogorov-Smirnov test. Tables of
these critical values are published for example in Pearson, S. and Hartley, H. O., ed. (1972) or
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in Andél (2007). The empirical distribution functions we stated from the data published in
Kuzma (2005) and Juscakova et al. (2009) for the first comparison; Kuzma (2006) and
Jusc¢akova and Kelecsényi (2010) for the second comparison. The data for comparing the
years 2007 vs. 2011 and 2008 vs. 2012 are not accessible in the suitable form (no numerical
values are published, only graphical form of the histogram is available), therefore for the

further comparison we took the data from NUCEM (2009) and Hajduk et al.

(2013), resp.

Polgaryova et al. (2010) and Kelecsényi (2014). The results we present as graphs on the

Figures 1-4.
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Here we can observe, that the initial value, at very low level of the percentage are
almost identical, but for the higher percentages is the curve representing the leaving exams
moved left. The exact calculations of the testing statistics are summarized in Table 1. In all
cases we can reject the null hypothesis at 99% significance level that means our samples do
not come from the same distribution. It is clear from the second and third columns of Table 1.

To analyze the differences between the distributions we can apply the principles of the
stochastic dominance. This term represents a form of stochastic ordering and is broadly
applied in the decision theory and decision analysis. We recognize more orders of the
stochastic dominance. The first order stochastic dominance, expressed in the terms of the
cumulative distribution functions means, that A dominates B if Fax) < Fg(x). It is easily
observable from the graphs where the graph of the dominating distribution function lies
completely below the second one.

From the Figure 1it is clear, that the results of the Test9 in 2005 dominate over the
results of the Maturita in 2009. For the other comparisons it is not so clear and we have to
apply the stochastic dominance of the second order. We say, that A dominates over B in the
sense of the second order stochastic dominance if

JX [Fe(t) — Ex()]dt = 0, forall x, (3)

with strict inequality for at least one x. Similarly we can define the stochastic
dominance of the third order if

f_xoo f_ZOO[FB (t) — F4(t)] dt dz = 0, for all x, (4)

with strict inequality for at least one x.
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Figure 3. The empirical distribution functions for percentages at the nationwide testing in the last
class of the elementary school in the year 2009 (Test9) and at the leaving exam at the secondary
school (Maturita) in the year 2013 (own processing of data by NUCEM, 2009, Hajduk et al., 2013)

112



12th International Scientific Conference

HUMAN POTENTIAL DEVELOPMENT
Klaipéda, 27 — 28 May, 2015

1,20

1,00

0,80

Test9

0,60 Maturita

0,40 /

0,20 =

0,00 T Trrrrrrtrrrrrrrrrrrrrrrrrrrrrrrrrrrrrrrrrrrrrrrrrri
0,0% 10,0% 20,0% 30,0% 40,0% 50,0% 60,0% 70,0% 80,0% 90,0%

Percentage

Figure 4. The empirical distribution functions for percentages at the nationwide testing in the last
class of the elementary school in the year 2010 (Test9) and at the leaving exam at the secondary
school (Maturita) in the year 2014 (own processing of data by Polgadryova et al., 2010;
Kelecsényi et al., 2014)

Table 1. Results of the Kolmogorov-Smirnov tests, if the samples come from the same probability
distribution (own calculations)

Kolmogorov-Smirnov Percentage of the first

Years compared Critical value

statistic value rejection
2005-2009 0.29 0.02 30.0
2006-2010 0.13 0.02 40.0
2009-2013 0.14 0.02 30.0
2010-2014 0.18 0.02 30.0

The calculations show, that the results of the Test9 in 2006 dominate over the results of
the Maturita in 2010 in the second order and the results of the Test9 in 2009 dominate over
the results of the Maturita in 2013, and the results of the Test9 in 2010 dominate over the
results of the Maturita in 2014, both in the third order of the stochastic dominance.

Moreover, if we observe data illustrated on the Figures 1-4, we can as well recognize
the percentage value, at which we can at first time reject the null hypothesis. These values are
summarized in the last column of Table 1. We can also see that starting from the 40-th
percentile the results of the Test9 in all cases dominates over Maturita in the sense of the first
order stochastic dominance.

3. Key findings

In this paragraph we will interpret the results of the numerical calculations made above.
We have started with the assumption, that secondary education should increase the
mathematical abilities and skills of the students. It was expressed in the form of the null
hypothesis that two samples do not come from the same distribution. This hypothesis was
rejected with a very high significance level, so we can conclude that the distributions of the
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percentages in both tests are not identical. To decide if this hypothesis rejection is really
positive message, we have to decide, if the movement in the distribution is in the positive
sense or not. In order to make such decision we applied the stochastic dominance rules.

Our results say, that in all observations the Tets9 probability distributions dominate in
some of the of the first three dominance orders over the results of the Maturita exam results.
Expressed in terms of the competencies it means, that to reach the same percentile in the
Test9 is much harder than in the Maturita tests. In other words, the probability that any
student does not reach some portion of points at Maturita exam is greater than in the Test9. So
it is clear that the results get worse after the secondary education than after the elementary
school.

Let us here emphasize the results do not mean that the students do not acquire new
knowledge or skills or they even forget the knowledge from the elementary school. It only
means decrease in their ability to exploit new knowledge and skills. Moreover, the results
show that this decrease occurs especially in the group of students, which achieve the higher
percentage levels. From the figures 1-4 we can observe that if we consider the group of
above-average results, then in all four cases the results of Testing 9 stochastically dominate in
the sense of the first order over the results of the external part of the leaving exam at the
secondary school. This result points to the lack of work with talented students. While the
group of weaker students is maintained similar levels, with a stronger group drop in occurs.
Such a situation deemed unacceptable.

It should also be emphasized that graduation in mathematics is not a mandatory part of
the leaving examination. This allows us to assume that the subject is selected only by those
students who have had no difficulties in coping with mathematics. Therefore it can also be
assumed that they belonged to the higher level of percentage in Testing 9. This fact only
underlines the poor state, because even among students who are graduating at below-average
levels actually decrease occurred in comparison with Testing 9.

4. Demotivation as the main reason

Let us now discuss the causes leading to this unfavourable situation in the secondary
education. In general we see it in the global demotivation of all elements entering in the
process, that means:

e Demotivation of the students;

e Demotivation of the schools (their management);

e Demotivation of the teachers.

The weak or absolutely no motivation of the teachers is given especially by very poor
appreciation of their work.

As stated in OECD country note (OECD, 2014):

Teachers in public institutions receive the same statutory salary in Slovak Republic
from primary to upper secondary level. These salary levels are the lowest among all OECD
countries. When excluding bonuses, even an upper secondary teacher at the end of his or her
career in the Slovak Republic earns less than half of the average starting salary of a primary
teacher in OECD countries.

Not only are Slovak teachers paid the least compared with teachers in other OECD
countries, but they also receive a lot less than the average tertiary-educated worker in their
own country. The ratio of public teachers’ salaries relative to earnings for tertiary-educated
workers aged 25-64 is the lowest among OECD countries with available data. Irrespective of
the level of education taught, teachers receive a salary that is equivalent to only 43% of the
earnings of an average tertiary-educated worker. More detailed survey is in the Table 2.

Their average salary remains deep under the whole economy average and it dramatically
lags behind the average wage of employees with the same qualification level. Moreover, this
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huge difference increases permanently in the long-time period. We can see it in Table 3.
Throughout the government declarations to increase the average pay of the pedagogues on the
1.3 multiple of the average, the appreciation still remains unsatisfactory low.

Table 2. Ratio of teachers’ salaries to earnings for full-time, full-year adult workers with tertiary
education in 2012 (OECD, 2014)

Educational level Slovak republic OECD average Il}:l:l;;_ltzﬁi t(:il;:SCD and
Pre-primary school teachers 0.35 0.80 25 of 25
Primary school teachers 0.43 0.85 28 of 28
Lower secondary school teachers 0.43 0.88 28 of 28
Upper secondary school teachers 0.43 0.92 28 of 28

Table 3. Differences between average salary of the pedagogical staff and other worker in the economy
in Slovakia during the period 2005-2014 (Statistical Office of the Slovak Republic,
http://www.statistics.sk/pls/elisw/vbd)

Year aszf;gggg:l?;y Average salary in Sge:zgg;::; ! Difference Difference
(2) the economy (3) average salary (4) 3)-@ @-@
2005 481.50 573.39 980.80 91.89 499.30
2006 529.30 622.75 1064.83 93.45 535.53
2007 566.40 668.72 1171.11 102.32 604.71
2008 610.20 723.03 1205.00 112.83 594.80
2009 653.20 744.50 1256.00 91.4. 602.90
2010 653.20 769.00 1259.00 115.8. 605.80
2011 652.20 786.00 1278.00 133.80 625.80
2012 666.60 805.00 1299.00 138.40 632.40
2013 697.70 824.00 1331.00 126.30 633.30
2014 739.00 858.00 Not reported 119.00 Unknown

The increase of the difference is graphically illustrated on Figures 5 and 6 that were
obtained by linear — logarithmic regression.

The second aspect of the mathematical education at the secondary level is permanently
decreasing time dotation for the subject. The National Core Curriculum (SPU, 2011) and
Governments Decree on the General National Objectives and Distribution of lesson hours
(MSVVS SR, 2011) state for the general higher secondary education (ECTS 3A) the
minimum number of 12 lessons of mathematics in annual weekly lessons, during the 4 year
study. The recommended distribution is 4 lessons weekly in the first year, 3 lessons in the
second and third year and only 1 lesson weekly during the last year of secondary education. It
is really insufficient to achieve required quality. Plumbless is also the fact that mathematics
has ceased to be compulsory school-leaving subject.
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Figure 5. The linear-logarithmic regression Figure 6. The linear-logarithmic regression
curve for the difference between the average curve for the difference between the average
salaries of the teachers and of all other full-time salaries of the teachers and other full-time
workers in Slovakia (own processing) workers with tertiary education in Slovakia

(own processing)

The motivation of the schools is given mainly by benefits that bring an achieving of the
higher quality. But the financing is based only on the number of students. It means that
leaving the school by any student brings as well decrease in the already malnourished budget
of the school.

How follows from the OECD Country note (OECD, 2014), investment in educational
institutions as a percentage of GDP is one of the lowest across the OECD: for all levels of
education, the total spending on educational institutions is only 4.4% of GDP, compared with
an OECD average of 6.1%. This represents a decrease from the level in 2009 (4.8%).

Here does not exist any official ranking system for evaluation of the secondary schools.
Schools are referred as good quality more or less only by oral submissions own experience or
on the basis of ‘reputation’. Schools present themselves by success of their graduates in
admission to university. Consideration is given to the simple fact of the admission to "some"
university, regardless of the original student priorities.

The most important (and also the only) criterion for financing the schools is the number
of the student. That means each student leaving the school mean also decrease in the budget
income. Therefore it is absolutely no motivation to increase the quality, to require more and
better work of the students. The opposite is very frequently true. Good school notes with
minimum effort ensure satisfied students and satisfied parents and do not provide any
motivation to change the school. Moreover, no rankings of the schools in the testing are
published, so any prestige moment in the motivation is as well missing. The result is then
populist reducing not only in the hourly area, but also in the content page of this so-called
heavy object. Of course, all results in the satisfaction crowned by good grades. The
competition between the schools is the based on such overestimated averages.

Finally, there is the demotivation of students. After all, they do not select a difficult
subject for leaving exam, so why the decreasing level should interfere them? Here is a surplus
of universities, so that without any even small effort eventually they will be accorded some
them, often with a selection of “just let there is no mathematics”. The supply of the
universities in long-time horizon exceeds the number of candidates. Moreover, the next study
frequently seems to be only solution of the unemployment, without any interest of further
education.

5. Solutions
Based on the analyses carried out, it is clear that the basis for remedy of the non-
compliant system is mainly increase of the motivation of all subjects entering the educational
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process. Firstly, it is necessary to motivate the students themselves, as their quality education
is the ultimate target. Such motivation is of course impossible without some form of pressure
on knowledge. In this plane we see as necessary the following changes:

e Admission to the University may not be easily achievable obviousness;

e Mathematics should become obligatory part of the leaving exam on the higher
secondary schools (ISCED 3A) again;

e Nationwide testing carry out with higher frequency (every year), thus avoid
distortions of important result caused by nervousness or momentary indisposition;

e Cumulative results of all tests should become an important part of the admission
procedure to universities.

The involvement of the schools management themselves need to be strengthened by
changing the funding system. It must be based not only on the number of students, but it must
also respect the quality of education spread over the single schools, basing them on objective
results. Only thus it can act as an incentive. For that it is necessary:

e Create an objective ranking of secondary schools quality and regularly publish it;

¢ Quality must be measured not only by the absolute results of the tests, but track by
unique identifiers the performance of each individual, to achieve assessment of the
real progress in the competencies of the students;

e Standings in the quality ranking must become a major component of the allocation
of budgetary resources;

e Departure of the student with bad study results must not be a financial penalty for
the schools and vice versa his arrival at another school must not be a welcome
contribution to the budget.

After changing the funding system is then only a short step to the motivation of
teachers. The crucial element is the change in the remuneration system, so that the profession
received adequate appreciation corresponding to its social importance. Here is also possible to
trace the results of objective quality measurement and remuneration set by advances in the
results. It is necessary to create the conditions where teacher can be a positive example for
his/her students.

6. Conclusion

The detailed analysis has shown that current state in the secondary education is
unsatisfactory. The trend of the quality of the mathematical education observed in the last
decade is strictly negative and its saving for the future years is unacceptable. Improving of the
system requires fast and deep reforms targeted mainly in the renewing of the motivation
elements in whole education system. Only positive motivated student is ready to get better in
skills. Only positive motivated teachers can serve as the positive example and can lead
students to better results. Only objective measured quality of the schools can create real and
health competitive environment for education.
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TRUDNE PRZYWODZTWO W ORGANIZACJI

DIFFICULT LEADERSHIP IN THE ORGANIZATION
ANNA KROENKE

Abstract

Modern organizations operate on an extremely difficult, rapidly changing and very dynamic market.
Organizations in order to survive and increase their competitiveness need today is not only modern
technology but above all effective leaders who will support the organization during all taking place in
the changes resulting from business needs. Effective leadership is especially important in conditions of
crisis. Today’s environment has a huge impact on the organization, it affects the rate of its
development, or lack thereof, organization of work, production, resources at its disposal. The key
guestion becomes not an organization like going to work but who will realize their goals. The purpose
of this article is to attempt to define what leadership strategies work best in crisis management, which
aims set themselves the leaders of the organization and by what methods of achieving them. The issue
also includes an attempt to demonstrate how actions affect the leaders of organizational behavior.

Key words: organization, leadership.

1. Wprowadzenie

Przywddztwo jest jednym z najwazniejszych aspektow w zarzadzaniu wspotczesng
organizacja. Bez skutecznego przywodztwa nie ma dobrych zespolow, a bez dobrych
zespotow realizacji strategii firmy. Skuteczne przywddztwo wplywa na rozwdj calej
organizacji w wielu jej obszarach, decyduje o tym jak dynamicznie oraz w jakim kierunku
firma si¢ rozwija. Strategie przywodztwa zmieniaja si¢ w zaleznosci od tego jak zmienia si¢
I rozwija organizacja, z jakimi potrzebami si¢ spotyka i jakie problemy pojawiajg si¢ w niej,
ale takze w calym otoczeniu biznesowym. Rynek wymusza zmiany i to rolag menadzerow jest
przygotowac organizacj¢ na zmiang a nastgpnie przez nig przeprowadzi¢. Dynamiczny rynek
sprawit, ze dzisiejsi liderzy stoja dzi$§ zupelnie przed innymi problemami niz ci jeszcze
dziesig¢ lat temu. Zwlaszcza rynek pracy niesie ze sobg sporo trudnosci w pozyskaniu
pracownika przez jego utrzymanie, rozwodj po odejécie. Szybkie tempo zmian a co za tym
idzie oczekiwania klientow organizacji (zarowno wewngtrznych jak 1 zewngtrznych)
zmuszaja do szukania przywodcow, ktorzy beda w stanie realizowaé cele organizacji.
Wszystko to sprawia, ze organizacje majg przed sobg ogromne wyzwanie — gdzie i w jaki
sposob szuka¢ liderow, jak ich rozwijaé, utrzymaé a przede wszystkim czy szukaé ich
wewnatrz organizacji czy na zewnatrz. Zmienity si¢ potrzeby 1 mozliwosci organizacji, ale
takze narzedzia 1 mozliwosci ksztalttowania liderow. Wielu pracownikow pytanych o to, kim
jest przywodca odpowie, ze to kto$ z charyzma, kto$, kto potrafi pociggac za sobg ttumy, cho¢
czasem moze robi¢ to zupeklie nieSwiadomie. Pojawia si¢ jednak pytanie czy to wystarczy,
aby inni chcieli za liderem podaza¢ a co wigcej realizowac¢ jego cele 1 wyznawaé podobne
wartos$ci?

Charyzma, cho¢ moze przyciggaé, wcale nie musi zatrzymywac. Co zatem sprawia, ze
kto$ zostaje uznany za prawdziwego przywoddce a ludzie cheg za nim podazac? Istotne jest,
aby odrozni¢ zarzadzanie od przywodztwa. Ludzie bardzo czesto wierza w to, ze ich
kierownik jest ich przywddca. By¢ moze formalnie tak jest, lecz nie rzadko to osoba, ktéra
cho¢ formalnie nie zarzadza jest w stanie sta¢ si¢ liderem nieformalnym. Przywddztwo jest
czym$§ wigce] niz samym zarzadzaniem. Od menadzera pracownik zwykle wymaga by
delegowal mu zadania, rozdzielat prace a nastgpnie jg rozliczal. Od przywodcey by wiedziat
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jak postapi¢, gdy nikt nie wie jak postapi¢, by posiadat odwagg nie tylko w wyrazaniu swoich
mysli, ale 1 ich realizacji. Przywddca to ktos, kto mysli 1 planuje do przodu. Nie obawia si¢
oceny innych, a nawet jesli to nie skupia si¢ na tej ocenie. Przywodcy ktada nacisk na to by
sprawy organizacji, ale 1 pracownikow widzie¢ w szerszym kontek$cie. Maja wizj¢ co chcg
osiggnac, jak to osiagnac, kiedy i za pomoca kogo i/lub czego. Sa otwarci na zmiany 1 nie
czujg obawy by korzysta¢ z wlasnej intuicji.

2. Skuteczny przywédca w organizacji. Style przywédztwa i komunikacja

Wielu menadzerow chce przewodzi¢ i bardzo czesto wydaje im sig, ze tak wtasnie jest.
Bywa jednak, ze caly proces zarzadzania tylko pozornie przybiera forme¢ przywoéddztwa.
Prawdziwy lider to nie koniecznie osoba, ktéra umie rozdziela¢ i delegowac zadania,
prawidtowo komunikowa¢ si¢ a pozniej je odbiera¢. Przywoddca, ktory osiaga swoje cele to
ktos, kto inspiruje, aktywizuje 1 motywuje zespot a przede wszystkim potrafi wigza¢ ze sobg
ludzi emocjami i wspdlnotg interesow. Nic tak nie wigze ludzi i zespoldw jak wspdlne
osigganie zalozonych celow, wazne jednak by na kazdym etapie ich realizacji odznaczac si¢
specyficznymi cechami, ktére zespdt sam zdefiniuje, jako przywddztwo. Jak podaje Jerzy
Kisielnicki ,,w zalezno$ci od relacji przywodca — pracownik i celow organizacji mozna
wyroznic cztery podstawowe style przywodztwa: styl separujacy — kierownik nie angazuje si¢
ani w kontakty z pracownikami, ani w realizacj¢ zadan organizacji, stoi z boku 1 tylko
obserwuje rozwoj sytuacji; dziata dopiero wtedy, kiedy zmusza go do tego okolicznos$ci; styl
dyrektywny (autokratyczny) — kierownik jest nastawiony na osigganie celow, a w matym
zakresie na pracownikow; taki styl odpowiada kierownikowi — autokracie; pracownik nie
liczy si¢, wazne sg tylko zadania; styl towarzyski — kierownik jest bardzo nastawiony na
pracownikow, a mniej na osigganie celow, styl ten jest niekiedy nazywany demokratycznym,
podstawowa? Warto$cia jest podwladny, a wigc koncentracja na jego potrzebach, emocjach
I nastrojach; styl idealny (systemowy) — kierownik jest zar6wno nastawiony na pracownikow,
jak 1 na osigganie celow, uwaza si¢, ze jest to styl idealny, poniewaz kierownik stara si¢
zintegrowa¢ potrzeby i oczekiwania pracownika z potrzebami organizacji,” (Kisielnicki,
2014, s. 157).

To, jaki styl przywodztwa wybierze lider zalezy od wielu czynnikow. Bardzo wazne
jest, w jakiej organizacji lider obejmuje przywodztwo, czy jest to organizacja, ktora wtasnie
si¢ przeksztatca lub oczekuje na przeprowadzenie zmian, istotna jest, zatem sytuacja, w ktorej
znajduje si¢ dane przedsigbiorstwo czy firma. Styl przywodztwa liderzy zwykle dopasowuja
do tego, z czym akurat mierzy si¢ dana organizacja. Czestym btedem z kolei jest trzymanie
si¢ jednego stylu i proba dopasowania go do kazdej organizacji, w ktorej przyjdzie pracowac
liderowi. Jak stusznie podaje John C. Maxwell ,,przed liderami ze szczytu organizacji stojg
szczegblne wyzwania. Na przyktad biorg na siebie cig¢zar tego, czy cata organizacja odniesie
sukces czy porazke- bez dwoch zdan. Ale maja rowniez ten luksus — ktorego brak liderom
sredniego szczebla, —ze moga dokonywaé wyboru. Moga ustala¢ priorytety, koncentrowac si¢
na silnych stronach oraz poswieca¢ czas 1 energi¢ tylko na to, co przyniesie instytucji
najwigcej korzysci,” (Maxwell, 2007, s. 64).

W przywddztwie kluczowa jest dojrzatos¢ komunikacji. Komunikacja jest, bowiem
niezwykle istotna nie tylko podczas przedstawiania swoich zalozen przed zarzadem, ale
przede wszystkim ma ogromne znaczenie na linii lider — pracownik. Inteligencja
emocjonalna, cho¢ czgsto niedoceniana i pomijana wplywa praktycznie na wszystko. Na
relacje w kazdym miejscu 1 Srodowisku. Lider juz na poczatku swoich dziatan musi
odpowiedzie¢ sobie na pytanie, kim chce by¢ dla organizacji i jej pracownikow. Czy dobrym
kolega, kolezanka, przyjacielem, czy moze surowym panem niebojacym si¢ uzy¢ swoich
wptywow? Czy chce zachowaé powsciagliwos¢ w stosunku do podwladnych czy chce ten
dystans skraca¢? Wazne by dzialania w tym kierunku okresli¢ juz na samym poczatku. Jesli
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przywddca zaczyna od bycia przyjacielem, a nastgpnie probuje przeistoczy¢ si¢ w surowego i
wymagajacego pana przestaje by¢ wiarygodny. Komunikuje, ze jest zmienny a zmiennos$¢ to
w oczach pracownikow bardzo czgsto obawa i strach przed tym, co bedzie nastgpne. Jesli
jednego dnia pracownik lidera przyjmuje za przyjaciela a drugiego dnia za wroga przestaje
mu ufa¢ a zaczyna mysle¢, z kim ma tak naprawd¢ do czynienia. To wlasnie, dlatego tak
wazna jest spojnos¢ w moéwieniu i dzialaniu. Dojrzato$¢ komunikacji oznacza, zatem, ze lider
bierze odpowiedzialnos¢ za to, co méwi i za to, co robi a takze potrafi jasno komunikowac
swoje oczekiwania i mozliwo$ci wobec pracownika. Nie ukrywa prawdziwych intencji, swoje
oczekiwania wyraza wprost, nie wymusza okreslonych zachowan czy deklaracji ze strony
podwladnych. Liderzy wchodzac do organizacji przede wszystkim powinni zadba¢ o to by
poznaé siebie. By¢ $wiadomym wiasnych emocji, stanéw, realistycznie ocenia¢ swoje
mozliwosci, stabe strony. Kluczowa jest samoocena i to czy lider wierzy w to, ze potrafi by¢
przywodca czy jedynie wydaje mu si¢ lub probuje to robi¢ za namowa lub prosba innych.
Przywodztwo musi by¢ §wiadome. Nie moze istnie¢ tylko ze wzgledu na sytuacje¢ (nie byto
nikogo lepszego, nikt nie zna lepiej firmy i pracownikéw, trzeba szybko kogo$ znalez¢).
Lider, ktory nie czuje si¢ liderem nigdy nie bedzie potrafit nim by¢ i prawdopodobnie nigdy
nie bedzie tak odbierany. Skuteczni liderzy. Pamigtajg o tym jak wazna jest wiara we wlasne
mozliwos$ci, autoironiczne poczucie humoru i1 umiejetno$¢ zdystansowania si¢ do spraw
trudnych. Branie wszystkiego do siebie, ocenianie siebie na podstawie opinii innych bywa
pierwszym krokiem do upadku. Jesli emocje zdominuja lidera wszystko inne bedzie juz poza
jego kontrolg. Dlatego tak wazne jest by lider nie byt szczegdlnie nadwrazliwy, nie upatrywat
sensu dzialania w kazdym drobiazgu i szczegble. Zdrowy rozsadek, logika, uzasadnione
watpliwosci, praca z pasja i $wiadomo$¢ innych §wiatoéw a przede wszystkim otwarto$¢ na
innos¢ pozwala odnajdywac si¢ w kazdej sytuacji by pdzniej moc nig sprawnie kierowac.

3. Funkcjonowanie przywodztwa w organizacji

Wielu przywodcow by podkresli¢ swoje znaczenie w organizacji zaczyna od pokazania
swojej sily. Ma to na celu pokazanie, kto i w jaki sposob bedzie teraz rzadzit. To btad
popelniany zwlaszcza wsréd mlodych liderow, tych, ktorzy zostali awansowani zbyt szybko 1
tych, ktorzy dopiero zaczynaja by¢ przywddca w danej organizacji. Prawie kazdy
rozpoczynajacy menadzer zaczyna od zdania — teraz bedzie inaczej. Lecz nalezy zastanowic
sig, co znaczy to owo inaczej. Czy inaczej oznacza zmian¢ dla samej zmiany, czy
podyktowane jest faktyczng konieczno$cia przeprowadzenia zmian? Wielu menadzerow
dokonuje zmian tylko po to by pokazaé, ze co$§ zaczyna si¢ dzia¢ i1 ze, zmiany te majq
zmierza¢ ku lepszemu. Istotne jest by mlodzi menadzerowie oraz wszyscy ci, ktoérzy dopiero
stajg si¢ liderami mieli Swiadomo$¢ ile zmian, na ktore nie sg przygotowani moze nie$¢ zle
zaplanowana 1 podjeta w zlym czasie zmiana. Zmiany nalezy planowaé z wyprzedzeniem
Z wyjatkiem sytuacji, ktore wymagaja natychmiastowego reagowania. Wielu liderow wpada
w putapke szybkich oczekiwan, ktore ptyng z zarzadu i bezposredniego kierownictwa. To
wlasnie wspomniane kierownictwo $§wiadomie lub nie wymusza na liderach dokonywanie
zmian, ktorych celem ma by¢ poprawa funkcjonowania organizacji. Narzucanie szybkich
zmian sobie 1 innym powoduje w pracownikach lgk 1 nieche¢ gdyz jak wiadomo nowe
najczesciej kojarzy si¢ z czym$ ztym lub trudnym. Jak podaja Amy J.C Cuddy, Matthew
Kohut i John Neffinger ,,obecnie wigkszos¢ lideréw podkres§la bardziej site, kompetencje
I kwalifikacje zawodowe, ale wlasnie to podejscie okazuje si¢ biedne. Przywodca pragnacy
sprawia¢ wrazenie silnego, zanim zdazy wzbudzi¢ zaufanie, ryzykuje, ze wywota w
pracownikach lek, a razem z nim liczne dysfunkcyjne zachowania. Strach moze ostabiaé
potencjat intelektualny ludzi, ich kreatywno$¢ i zdolno$¢ do rozwigzywania problemows;

sprawia, ze pracownicy czuja si¢ zablokowani lub przestaje im zaleze¢,” (Cuddy, Kohut,
Neffinger, 2015, s. 38).
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Liderzy musza zdawac¢ sobie sprawe, ze ich dziatania sa obserwowane i1 oceniane.
Dbatos¢ 1 umiejetnos¢ budowania relacji jest kluczowa. Przywddca nie boi si¢ inwestowac
swojego czasu i zaangazowania w kontakty z ludzmi. Potrafi chwali¢, docenia¢, wspierac,
stucha¢, zachg¢ca, wzmacnia, potrafi akceptowa¢ odmienne poglady 1 opinie, ale takze
nadzoruje i1 potrafi ryzykowaé. Jak pokazuja badania przeprowadzone przez Amy Cuddy,
Susan Fiske i Petera Glicka ,,to, jak ludzie oceniajg serdecznos$¢ 1 kompetencje przywodcy,
wptywa na emocje, jakie wzbudza lider. Determinuje réwniez stopien, w jakim przywoddca
moze oddzialywacé na sytuacj¢. Jesli na przyktad jestes bardzo kompetentny, ale okazujesz
umiarkowang serdeczno$¢, wspolpracownicy beda akceptowaé twoje pomysty, ale nie
wzbudzisz u nich prawdziwego zaangazowania ani nie uzyskasz wsparcia. A jezeli w ogole
nie okazujesz zyczliwos$ci, musisz uwaza¢ na ludzi, ktérzy beda torpedowac twoje wysitki,
a moze nawet uniemozliwig ci karier¢,” (Cuddy, Kohut, Neffinger, 2015, s. 39). Dobra
organizacja ustala jasne, przejrzyste zasady wspolpracy. Za ich wdrozenie a nastepnie
egzekwowanie odpowiedzialny jest lider. Moze on tez wprowadzaé nowe zasady
I obserwowa¢, w jakim stopniu zostang one przyjete | zaakceptowane przez zarzad
i pracownikow. Z zatozenia liderzy niczego nie powinni narzucac¢ na sit¢. Manifestacja sity
moze okaza¢ si¢ kluczem do porazki.

Wielu liderow by zyska¢ uznanie lub je podtrzymaé kieruje cala swoja uwage na
demonstracje sity. To btad, ktory moze okazaé si¢ bardzo bolesny. Sitla mozna przemawiaé
szybko, ale zwykle na krotko. Ci, ktérzy decyduja si¢ podtrzymac swoja pozycje za pomoca
sity najczesciej w krotkiej perspektywie przegrywaja. Inna kwestia, ze pracownicy bardzo
czgsto sg w stanie wyczu¢ czy dany przywddca naprawde czuje si¢ silny i mocny w swoich
dziataniach czy jedynie stwarza pozory, ze faktycznie tak jest. Najwazniejsze to dobra, spdjna
komunikacja. Jasne przekazywanie swoich oczekiwan, pomystow, zatozen, planow, strategii,
ktéra lider chce realizowa¢ jest niezwykle istotne z punktu widzenia pracownika.
Decyzyjno$¢ jest takze niezwykle waznym aspektem, co wplywa na jako$¢ komunikacji.
Nalezy pamigtac, ze jakakolwiek decyzja jest lepsza niz zadna. Bierno$¢ i niemoznos¢
podjecia jakiejkolwiek decyzji przez lidera wywotuje czesto frustracje zespotu i napigcia. By
podejmowac decyzje potrzeba samodzielnos$ci myslenia, a przede wszystkim odwagi 1 wiary,
ze moze si¢ udac. Nie dajac przyzwoleni na porazki sobie ani pracownikom wykluczamy ich
Z procesu uczenia. Porazka zawsze byta kluczem do osiggnigcia sukcesu i dlatego trzeba
dawa¢ szans¢ odniesienia porazki. Przywodca daje, zatem przyzwolenie na popelnianie
btedow, ale zawsze oczekuje wyciaggania z nich wnioskow. Pozwala na przej$cie z poziomu
,»widzie¢” do ,,umie¢”. Menadzerowie, ktorzy chca by¢ okreslani, jako przywoddcy musza
nauczy¢ si¢ angazowa¢ pracownikoOw, wierzy¢é w nich, wspieraé, a w duzej mierze
odwotywac si¢ do emocji by zdoby¢ nie tylko umysl, ale i serce zwolennika.

4. Przywédztwo a oczekiwania pracownika

Nalezy dopasowac styl przywodztwa do etapu rozwoju organizacji a takze dojrzatosci
zawodowej zespotu , ktéremu si¢ przewodzi. To dojrzatos¢ zadaniowa decyduje o tym, kiedy
1 jak zostanie wykonany projekt i ile wysilku oraz zaangazowania zostanie w niego wlozone.
Przywddca wyznaczy droge 1 przez nig poprowadzi, nie wykona jednak samodzielnie catej
pracy, musi, zatem pamigtac o tym, ze tylko razem kazdy bedzie mogt osiagnaé wigce.

Przywodcy z reguty robig to, co daje szeroko rozumiany zysk, zaczynaja od rzeczy
malych, z pozoru nieistotnych i btahych by stopniowo z poziomu dobrego przejs¢ do
wielkiego. Dzialaja z pasja, maja wizjg, potrafia kreowac rzeczywistos¢, sytuacje, nie
nasladuja, nie zyja z dnia na dzien, reaguja i odpowiadaja na to, z czym si¢ spotykaja, chca
I potrafig spedzac¢ czas z ludZzmi. Ignorujgc ludzi badZ nie poswigcajgc im wystarczajgco
uwagi oddalaja si¢ od najwigckszego dobra luksusowego organizacji- kapitatu ludzkiego.
Skuteczny lider dba o to by odkrywac potrzeby, marzenia, oczekiwania ludzi, z ktérymi
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pracuje i ktorym przewodzi. Nigdy nie nalezy ignorowaé potrzeb pracownika gdyz z gory
prowadzi to do utraty najcenniejszego kapitalu. Nie oznacza, to wcale, ze lider powinien
spelnia¢ wszystkie oczekiwania pracownikow i bez zastanowienia godzi¢ si¢ na wszystkie
prosby, przyjmowac wszystkie skargi.

Lider powinien stucha¢. Czesto, bowiem bywa tak, ze styszy, ale nie rozumie, co
styszy. Rozumie ogo6lng koncepcje, stowa, ale nie dostrzega prawdziwych potrzeb
pracownika. Nie zawsze sg to pienigdze, benefity, dobra materialne. Bardzo cze¢sto pracownik
potrzebuje rzeczy, ktore dostarczy¢ mozna wzglednie tatwo pod warunkiem, ze wychwyci si¢
moment, w ktorym sa potrzebne. Sa pracownicy, ktoérzy pragna uwagi, zrozumienia dla
realizowanych prac, wsparcia merytorycznego, a czasem zwyklej pochwaty, ze robig to
dobrze. Nie nalezy tego ignorowac¢. Taka ignorancja prowadzi do tego, ze zaangazowany
pracownik pracuje juz tylko dla pienigdzy nie liczy si¢ natomiast dla niego idea samej pracy.
To lider okresla, (bo to on buduje odpowiedni klimat wspolpracy) czy pracownik jest tylko
trybikiem w danej maszynie czy zasluguje na co§ wiecej. Inng istotng kwestig jest
indywidualne podej$cie do pracownika. Nalezy pamigta¢, ze pracownicy nie lubig czué si¢
wielkg bezosobowa grupa. Kazdy z nich jest odrebnym cztowiekiem, ze swoimi marzeniami,
oczekiwaniami, problemami. I o tym trzeba pamigta¢ wchodzac w rolg lidera organizacji.
Ludzie pracujg wspdlnie, maja wspodlne cele biznesowe, dziatajg wedlug podobnych procedur
(narzuconych przez organizacj¢), ale wcigz pozostaja odrebng jednostka, ktéra ma prawo do
wlasnych przezy¢ 1 pogladéw. Nalezy, zatem zadba¢ o to by kazdy czul, Ze jego
indywidualnos$¢ nie jest sttamszona do granic mozliwosci i zupelnie nie miesci si¢ w ramy
przyjete przez organizacje. Liderzy musza dostrzegaé ludzi, z ktorymi pracujg i ktérym chca
przewodzi¢. Jesli zapomng o tym w przeciggu krotkiej chwili moga pozosta¢ sami a ich
autorytet w najlepszym razie moze ostabng¢. Lider, ktoremu zalezy na rozwoju organizacji
bedzie dbat o to by jej cele, cho¢ w czgsci odpowiadaly celom jednostki. Nie oznacza, to, ze
pracownik ma ponad wszystko utozsamiac¢ si¢ z firma, dla ktorej pracuje i mysle¢ tylko o tym
jak zrealizowaé projekty i zarobi¢ pienigdze. Chodzi przede wszystkim o to, aby pracownik
mogt sie rozwija¢ w danym miejscu pracy. By widziat sens podejmowanych przez niego
trudow, dziatan, by rozwijajac siebie przynosit zysk samej organizacji.

5. Trudni liderzy w organizacji

Mowi si¢, ze organizacja ma takiego lidera, jakiego sobie stworzy lub zatrudni.
| w istocie tak wiasnie jest. To organizacja decyduje o tym, jakich liderow akceptuje 1 jakich
lideréw chce dla swoich pracownikow. Bycie przywddca organizacji to wazna jej czeSC.
Dlatego tak wazne jest by osoba petnigca t¢ role byta dobrze dopasowana i §wiadoma, jakie sa
konsekwencje jej sprawowania nie tylko dla samego pracownika, ale i calej organizacji 1 jej
celow. Mozna wymienia¢ wiele przyktadow, gdy wspaniali liderzy stali si¢ w pewnym
momencie bolaczka i cigzarem dla organizacji, w ktorej pracowali. Osobowo$¢ lidera
ksztaltuje si¢ (a czasem i1 zmienia) wraz ze zmianami, jakie pojawiaja si¢ w organizacji,
oczekiwaniami zarzadu, pracownikow, wlasnymi przekonaniami, potrzebami. Liderzy zyja
dzi$ szybko, oczekuje si¢ od nich wiele, dlatego nietrudno o to by wpas¢ w putapke.

Jednym z wigkszych problemow wsrdd liderow jest patologiczny wrgcz narcyzm, ktory
objawia si¢ coraz czgsciej wsrdd osob na wysokich stanowiskach w organizacjach. To juz nie
tylko zapatrzenie w siebie i stu procentowa akceptacja wilasnej osoby, bez wzgledu na
posiadane wady. To przede wszystkim brak poszanowania pracownikdéw, ich praw, potrzeb,
mozliwosci. Narcystyczni liderzy wyrastajg szybko, ale pracuje si¢ z nimi bardzo trudno.
Kazdy cztowiek chce czu¢ si¢ wyjatkowy i podziwiany. Narcyz potrzebuje tego jednak
Znacznie wigcej 1 znacznie czesciej niz przecietny cztowiek. Oczekuje uwielbienia 1 zachwytu
nad wlasng osoba 1 wszystkimi podejmowanymi przez niego dziataniami. Bywa
niebezpieczny, bo taki obraz siebiec moze przestoni¢ mu inne wazne kwestie i problemy
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organizacji. Narcyz skupia si¢ na sobie i tego samego oczekuje od innych. Zdanie
wspotpracownikow rzadko go interesuje. Mierzy wysoko, ale kiedy jego dzialania idg nie po
jego mysli, a obraz tak wyjatkowej osoby =zostaje zagrozony staje si¢ szczegOlnie
nieprzyjemny dla innych. Narcyz nastawiony jest na ,,ja” a nie na ,,my” a organizacja to nie
jedna osoba, ale grupa, a nie rzadko ogromna grupa ludzi, ktérzy musza ze soba
wspotpracowaé. Narcyz musi by¢ stale doceniany i podziwiany. Czeka na pochwaty, cho¢
sam jest do$¢ oszczedny w pochwatach dla innych. Z narcystycznym liderem pracuje si¢
trudno, a w dtuzszej perspektywie wydaje si¢ by¢ to praktycznie niemozliwe.

Inng przypadto$cig jest stala potrzeba rywalizacji i udowadniania swojej pozycji wsrdd
wspotpracownikow. Tak postepuja liderzy, ktorzy nie sg przekonani czy rola, jakg petnig jest
w pelni zasluzona i czy na pewno si¢ w niej sprawdzaja. Poprzez rywalizacje poszukuja
potwierdzenia, ze moga i chca osigga¢ wiecej niz inni. Zdrowa rywalizacja jest pozadana,
jesli jednak przybiera forme¢ obsesji (lider zawsze musi by¢ najlepszy i we wszystkim)
zaczyna by¢ to niebezpieczne i1 toksyczne dla wspotpracownikéw. Stata rywalizacja buduje
dystans, wykrusza zaufanie w zespole, poteguje tak popularny we wspodlczesnych
organizacjach wyscig szczurdw, ktory nigdy sie nie konczy. Osoby nastawione na rywalizacj¢
potrafi pracowa¢ ponad sily zapominajac nie tylko o wspolpracownikach, ale i wilasnych
potrzebach. Najczesciej si¢ wypalaja, ale zanim to nastgpi wyniszczaja siebie i Srodowisko
dookota.

Warto zwréci¢ takze uwage na liderow, ktorzy stale sa niezadowoleni 1 w kazdym
chcieliby co$ zmieni¢. Jesli szukajg zmian po przeprowadzeniu uprzednio zmiany to sygnal,
ze nie s3 przekonani, co do wilasnych, podejmowanych decyzji. Chca ciagle co§ zmieniac,
lecz nie potrafia wyjasni¢, co i w jakim celu. Nie komunikuja dzialan, jakie beda
przeprowadza¢. Szukaja okazji do zmian, ale jesli zaczynajg ich dokonywac na ogot robig to
szybko, chaotycznie i bez potrzeby. Nie zastanawiajg si¢ nad konsekwencjami zmian,
wdrazaja duzo nowych rzeczy bez zakonczenia czy poprawy starych. Poprzez zmiany probuja
udowodni¢ swojg skuteczno$¢ i otwarto$¢ na nowe rzeczy. Zmiany bardzo cze¢sto okazujg si¢
zabdjcze. Wprowadzaja chaos do organizacji. Tworza niepi¢cie 1 wzajemne niezrozumienie.
Wciaz brakuje uzasadnienia, w jakim celu zostaly wprowadzone. Dla takiego lidera, gdy tylko
co$ idzie nie po jego mysli lub gdy zesp6t dziata inaczej niz przewidywat to lider konieczna
jest zmiana. Kazdy wigkszy problem czy trudnos$¢ to powod do realizacji kolejnych zmian.
Dla takiego lidera proces zmian nigdy si¢ nie konczy.

6. Podsumowanie

Zmiany zaczynaja si¢ zwykle, kiedy zaczyna dzia¢ si¢ zle. To wlasnie wtedy
organizacje zaczynajg szuka¢ ludzi, ktorzy odwazg si¢ stang¢ na ich czele. Przywddcy sa dzi$
niezwykle cenni dla organizacji, ktoére chca szybko 1 skutecznie si¢ rozwija¢ oraz podnosi¢
zyski firmy. Stoja przed nimi dzi§ zupelnie nowe wyzwania niz jeszcze dekade temu.
Zmienily si¢ oczekiwania pracownikow, mozliwosci pracy i rozwoju, nastawienie do
organizacji, a takze a moze przede wszystkim §rodowisko biznesowe, w ktorym dziatajg
wspotczesne organizacje Dla sporej grupy menadzerdw czesto najtrudniejsza decyzja jest
powstrzymanie si¢ od dzialania. Trzeba pamigtac, ze czasem warto $pieszy¢ si¢ powoli a od
przybytku gtowa moze bole¢ gdyz tracimy sens tego, co jest wazne i najbardziej korzystne
W danej chwili. Stabilno$¢ osigga si¢ czynem, realistycznym podejsciem do problemu,
wlasciwym rozumieniem sytuacji, w ktérej sie¢ znajdujemy, kreowaniem rozwigzan, ktore
tylko z pozoru moga wydawac si¢ nie do przyjecia. By wciela¢ je w zycie trzeba znalez¢
W sobie odwage i zwolennikow wtedy, gdy jest na to czas (nie, kiedy zaczyna dzia¢ si¢ Zle).

Sukces przywodcy okreslajg jego wrodzone predyspozycje, nastawienie do siebie, ludzi,
z ktorymi pracuje, rzeczywistosci, sytuacji, z ktérymi si¢ spotyka. Pewne jest jednak, ze by
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przewodzi¢ trzeba widzie¢, chcie¢, czu¢ mocniej 1 wigcej niz inni i pamigtaé, ze najkrotsze
polecenia dajg najwicksze przestanie.
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NAVRH NA ZLEPSENIE PROCESU ZISKAVANIA, VYBERU
A PRIJIMANIA ZAMESTNANCOV V MALYCH A STREDNYCH
PODNIKOCH DREVOSPRACUJUCEHO PRIEMYSLU SLOVENSKA

PROPOSAL FOR IMPROVEMENT OF ACQUISITION, SELECTION
AND RECRUITMENT OF EMPLOYEES IN SMALL AND MEDIUM-
SIZED ENTERPRISES OF SLOVAK WOOD INDUSTRY

SILVIA LORINCOVA — GABRIEL GIERTL

Abstract

Employees are an essential element of any business. They represent its resources and their work has
contributed to the new value, the prosperity of the whole organization. They are effective source of
priority activities in the enterprise. In modern management and in successful organizations the
workforce ceases to be a cost factor and becomes the capital. The assumption is that the issues of labor
and personnel work should get in to the center of attention not only to recruiters, but all senior
employees of the organization. Each supervisor must master at least the basics of human resources and
realize that working with people, practical personnel work is at the heart of his duties. The aim of the
paper is to evaluate the selected personnel processes, including acquisition, selection and recruitment
of employees in a sample of small and medium-sized enterprises of wood industry in Slovakia and to
make recommendations to improve these processes.

Key words: acquisition, selection, recruitment of employees.

1. Uved

Snahou kazdej organizicie je ziskat a zabezpecit vhodnych a perspektivnych
zamestnancov, ktori budi pre podnik velkym prinosom najméd svojimi vedomostami,
pracovnym potencialom a zru¢nostou, pretoze kvalitni, flexibilni a lojalni zamestnanci
zabezpe€uju zodpovednou a profesionalnou pracou uspeSnost’ a rozvoj podniku (Olexova,
2005). V tomto kontexte ziskavanie zamestnancov nie je jednoduchy proces. Vyzaduje
riadenie rozhodovani a rozsiahle pldnovanie s cielom zamestnat' ¢o najvhodnejSiu l'udska
silu. Konkurencia medzi obchodnymi spolo¢nost’ami kvdli prijimaniu najlepSieho potencialu
vzrasta a sustredi sa na inovéciu, riadené rozhodovanie s volbou prijimat’ iba najlepSich
kandidatov, ktori by vyhovovali kulttre, etike a prostrediu podniku (Terpstra, 1994). To by
znamenalo, Ze riadenie podniku by sa Specificky zameralo na potencidlnych kandidatov
schopnych timovej prace, pretoze vediet’” spolupracovat’ by bolo dolezité v kazdej nizSej
manazérskej pozicii (Veneev, 2006).

Doving (2011) tvrdi, Ze podnikové planovanie riadenia l'udskych zdrojov zahifiia
postupy a programy, ktoré boli vypracované pre lepSiu pripravu na analyzu a rozvoj svojich
Pudskych zdrojov. Wright a McMahan (2011) sa zaoberaja strategickym riadenim l'udskych
zdrojov, ato definuji ako vzor planovaného rozvoja ludskych zdrojov a aktivity, ktoré
umoziujii podniku dosiahnut’ svoje ciele. Dalsie tedrie riadenia ludskych zdrojov sa
sustred'uji na metddy ziskavania a vyberu zamestnancov, zdoraziiuju vyhody pracovného
pohovoru, vSeobecného hodnotenia a testovania psychickej spdsobilosti ako procesu vyberu
zamestnancov. Proces ziskavania zahfna fazy od ziskavacich taktik a reklamy, po popis prace,
proces ziadosti 0 zamestnanie, pracovny pohovor, hodnotenie, vynesenie rozhodnutia, pravny
vyber a Skolenie (Korsten 2003; Jones et al., 2006; Vetrakova et al., 2011).

Ziskavanie a vyber zamestnancov je proces realizacie zamerov personalnej politiky a aj
stratégie. Vyznam ziskavania zamestnancov a ich kvalifikacnej Struktary patri
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k najdolezitejSim tloham personalneho riadenia a ma velky vplyv na Gspesny rozvoj podniku
(Synek et al., 2010). Podl'a Kachanakovej (2003) ziskavanie novych zamestnancov je proces,
ktorého cielom je zabezpecit, aby mal podnik véas dostatoény pocet vhodnych uchédzacov
0 vol'né pracovné miesta a ndklady na jednotlivé Cinnosti tohto procesu boli primerané. Aj
Armstrong (2007) zastava podobny nazor, a to ten, ze by podnik mal ziskat’ s vynalozenymi
minimalnymi ndakladmi také mnozstvo a kvalitu zamestnancov, ktori su vhodni pre
uspokojenie podnikovej potreby l'udskych zdrojov. Podl'a Dvorakovej (2012) tento proces sa
sklada z dvoch stranok. Na jednej strane je organizacia, ktord konkuruje o pracovnu silu
S ostatnymi zamestnavateI'mi a na druhej strane stoja potencialni pracovnici, ktori hl'adaja
pracu a vyberaju si z ponuky. Proces ziskavania zamestnancov je ukonceny vyberom
Zzamestnancov.

Pri vybere zamestnancov prebieha proces, ktorého tlohou je urcit, ktory uchadzac
0 pracu v podniku bude pravdepodobne najlepsie vyhovovat’ nielen poziadavkam prislusného
pracovného miesta, ale aj prispeje k harmonizacii vztahov v podniku alebo v prislusne;j
pracovnej skupine prispeje k zlepSeniu pracovnej a socialnej klimy Vv podniku (Galajdova,
2007). Vyber musi brat do uvahy nielen odborné, ale aj osobnostné charakteristiky
uchédzaca. Proces vyberu zamestnancov, jeho kvalita a primeranost’ pouzitych metéd ma
rozhodujuci vyznam pre to, akych zamestnancov bude mat’ podnik k dispozicii. Aby sa ¢o
najviac zvysila pravdepodobnost’ vyberu naozaj toho najlepsieho, je potrebné naraz pouzivat
viac metdd vyberu, sustavne skimat platnost’ a spolahlivost’ tychto metdd a snazit’ sa
rozhodovat’ nielen na zadklade odbornosti uchadzaca, ale tiez na zaklade jeho osobnosti
a d’alSich znakov (Koubek, 2000). AvSak niekedy mozZe nastat situacia, zZe po vybere
vhodného kandidata sa stane, Ze ten medziCasom strati o ponukanu poziciu zaujem. Podla
Groysberga (2009) existuju rozne faktory, ktoré vplyvaji na to, ¢i vybrany uchadzac
akceptuje ponuku:

e Zavidzok organizicie — organizacia musi demonStrovat’ svoj ziaujem o uspech

uchédzaca, o jeho motivaciu, zdujmy a v€lenenie sa do organizacie.

e Pracovna pozicia — organizacia by mala jasne komunikovat’ prilezitosti v porovnani
s konkurenciou. Opis pracovnej pozicie by mal byt realisticky, okrem prilezitosti by
mali byt komunikované aj vyzvy a nastrahy.

e Priamy nadriadeny — vicSina zamestnancov neopusta svoje pracovné miesto, ale
svojich manazérov. 60 — 75 % zamestnancov ako najviac stresujuci faktor uvadza
bezprostredného nadriadeného. Aj preto by mal bezprostredny nadriadeny spravit’
finalne rozhodnutie o uchadzacovi.

e Kompenzacia — okrem platov na podobnych poziciach u konkurencie
a Vv predchadzajicom zamestnani uchadzaca je potrebné zvazit' aj platy v rdmci
spolocnosti, teda je potrebné pocitat’ s tym, ze informacia o odmene sa moze dostat’
Kk inym zamestnancom spolo¢nosti.

Personalne riadenie neznamend len prijimanie zamestnancov. Ked si zamestnanci
vybrati, pomdha im aktivny persondlny utvar, aby sa stali produktivnymi a spokojnymi
zamestnancami. Proces premeny Vv takéhoto zamestnanca je dolezity jednak pre samotného
zamestnanca a jednak aj pre podnik. Zamestnavatel totiZ do nového zamestnanca investuje od
prvého dila ndstupu do zamestnania. Na druhej strane novoprijatého zamestnanca je potrebné
premenit’ z novacika na plnohodnotného zamestnanca. Proces orientacie je neustaly proces,
Vv ktorom zamestnanec zacina rozumiet’ a preberat’ hodnoty, normy a presved¢enie ostatnych
zamestnancov. V tomto ponimani je doblezitym cielom persondlnej prace pomdhat’
zamestnancom V dosahovani aj ich osobnych cielov, asponn do takej miery, do akej mozu
osobné ciele prispiet’ k cielom celého podniku (Galajdova, 2007; Stachova et al., 2013).
Nasledne po splneni vSetkych vyberovych kritérii a absolvovani vSetkych potrebnych aktivit
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je zamestnanec pripraveny, aby zaujal pracovnu poziciu, na ktor bol pripravovany (Hitka,
2015).

Cielom prispevku je posudit vybrané persondlne cCinnosti, a to ziskavanie, vyber
a prijimanie zamestnancov V drevospracujucich malych a strednych podnikoch Slovenska na
vzorke 47 malych a strednych podnikov z oblasti prvovyroby a druhovyroby. Nasledne na
zéklade zisteni navrhnut’ odporticania pre zlepSenie tychto procesov.

2. Sucasny stav procesu ziskavania, vyberu a prijimania zamestnancov

na Slovensku

Na ziskavanie, vyber a prijimanie zamestnancov na pracovné pozicie existuju
v skimanych podnikoch vnutorné smernice, ktoré sluzia ako metodické pomocky.
V internej smernici je uvedeny charakter prace na jednotlivé pracovné pozicie, druh prace,
ktora sa na danej pracovnej pozicii vykonava a v neposlednom rade ako sa zamestnanci na
pracovnych pozicidch ohodnocuju. Okrem tychto kritérii pre kazdi pracovni poziciu st
V smernici uvedené poziadavky na vzdelanie pre dant poziciu, pozadovana minimélna prax,
potrebnd minimalna adaptacnd doba, minimalny nastupny plat a tarifné zaradenie funkcie po
uplynuti adaptacnej doby.

Okrem spominanej smernice na ziskavanie, vyber a prijimanie zamestnancov je
vV skimanych spolo¢nostiach vypracovana d’alSia podnikovd smernica, v ktorej si uvedené
kritérid na pozadované pracovné miesta. Cielom tejto smernice je zdokumentovat a presne
stanovit’ zasady riadenia l'udskych zdrojov. Smernica popisuje procesy vyberu, ziskavania
zamestnancov, ich adaptacie na vykon ¢innosti v profesii, na ktori je zamestnanec prijaty.
Smernica popisuje aj procesy pri rozmiestilovani a pripadnom uvol'fiovani zamestnancov.

2.1. Ziskavanie zamestnancov
Ziskavanie novych zamestnancov je ¢innost’, ktort zabezpe€uje obchodno-ekonomicky

riaditel na zadklade poziadaviek jednotlivych riaditelov. Zabezpecuje ziskavanie novych

zamestnancov prostrednictvom vyhl'adavania a vyberu zamestnancov. Ulohou procesu
ziskavania zamestnancov je zabezpecit' tok informdacii medzi spolo¢nostou a zaujemcami

0 pracovné miesto. Proces ziskavania zamestnancov sa uskutoc¢fiuje v nasledovnych krokoch:

1. Definovanie potreby ziskavania novych zamestnancov pre spolocnost. Pri definovani
potreby ziskavania novych zamestnancov sa vychadza z pldnovanej a operativnej
potreby spolocnosti. Poziadavky na zabezpecenie novych zamestnancov predkladaja
odborni riaditelia a su schvalované vedenim podniku.

2.  Popis aspecifikacia pracovnych miest. V poziadavke na nového zamestnanca je
definovany rozsah a Specifikdcia cCinnosti, ktoré bude novoprijaty zamestnanec
vykonévat, pracovné podmienky, poziadavky a predpokladané finan¢né ohodnotenie
prijatého uchadzaca. Uvedené poziadavky na pracovné miesto vyplni prisluSny veduci
zamestnanec do tla¢iva s nazvom Specifikicia pracovného miesta, ktoré nasledne
schvali prislusny riaditel’.

3. Identifikovanie zdrojov, odkial’ sa pracovné sily ziskaju. Zdroje pracovnych sil mézu
byt vnatorné a vonkajSie. Obchodno-ekonomicky riaditel sa musi rozhodnut, ¢i
potrebnych zamestnancov ziska z radov doterajSich zamestnancov alebo zameria svoju
pozornost’ na ziskanie zamestnancov z vonkajsich zdrojov pracovnych sil.

4.  Volba metod ziskavania zamestnancov. Volba metdd ziskavania zamestnancov
znamena, ze obchodno-ekonomicky riaditel’ musi rozhodnut’, akym spésobom sa budi
potencidlni uchadzaci informovat’ o vol'nom pracovnom mieste spolo¢nosti. Za vyber
vhodnej metddy je zodpovedny obchodno-ekonomicky riaditel. Pre ziskavanie
zamestnancov sa Vv sledovanych podnikoch vyuzivaji rozne metody:

e internet,
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e vlastna evidencia uchadzacov o zamestnanie,

e spolupraca so vzdelavacimi instituciami,

e odportcanie suasného zamestnanca,

e priame oslovenie vytypovanej osoby,

e inzercia v oznamovacich prostriedkoch,

e vyuzitie poradenskych firiem a komercnych sprostredkovatelov,

e spolupraca s uradom prace,

e ziskavanie uchadzacov z radu Studentov strednych a vysokych $kol.

Informaécia o vol'nom pracovnom mieste pre uchddza¢ov mimo podniku je uverejnena aj

na firemnom internetovom portali, pretoze situacia sa pomaly ale isto meni a

nastupujlca generacia je uz zzitd s informacnymi technolégiami, ktoré st kazdym dnom

viac on-line ako off-line (Mendelova, 2011).

Volba pisomnosti, ktoré budu pozadované od zdujemcov o pracovné miesto. Od

uchadzacov o volné pracovné miesto siu vo vicSine pripadov pozadované tieto

pisomnosti:

e Struktarovany Zivotopis s opisom dosiahnutého vzdelania, absolvovanych
odbornych skoleni a rozsahu odbornej praxe,

e kopia dokladu o najvyssom dosiahnutom vzdelani.

Formulovanie ponuky zamestnania. Pri formulovani ponuky pracovného miesta sa musi

vychadzat’ z podpisu a Specifikacie pracovného miesta a je potrebné uviest’ pisomnosti,

ktoré sa od uchadzaca vyzaduju. Pri formulovani ponuky pracovného miesta sa musia

dodrzat’ z4sady, Ze ponuka by mala obsahovat’ taky obsah textu, aky bol uverejneny

Vinzerate a podnik nesmie ponukat zamestnanie anonymne, ¢o vedie k neddvere

zdujemcov o pracovné miesto. V ponuke pracovného miesta je ddlezité neuvadzat’ len

poziadavky spolo¢nosti na budiceho zamestnanca, ale poniknut’ za pracu konkrétne

protihodnoty. Sposob prezentacie pracovného miesta by mal zodpovedat’ skutoénym

potrebam spolo¢nosti a nemal by byt skreslovany za Ucelom dosiahnutia lepSieho

efektu (Bolfikova, 2010).

Uverejnenie ponuky zamestnania. Uverejnenie ponuky zamestnania je potrebné ¢asovo

naplanovat’ tak, aby zostal dostatok casového priestoru na spracovanie ponuk a na

samotny vyber zamestnanca.

Spracovanie zoznamu zdaujemcov vybranych na vyberové konanie. Z uchadzacov, ktori

sa javia ako vhodni uchddzaci na ponukané pracovné miesto sa spracovava zoznam

vybranych uchadzacov o pracovné miesto, ktori postupujii do vyberu.

Vyber zamestnancov
Ulohou vyberu zamestnancov je rozpoznat, ktory z uchadzacov o vybrané pracovné

miesto:

e bude vyhovovat poziadavkam na dosiahnuté odborné vzdelanie a dizku praxe
kladenym na obsadzované pracovné miesto,

e prispeje k vytvaraniu kvalitnych medzil'udskych vzt'ahov v pracovnom kolektive,

e prispeje k timovej a organizacnej kultare,

e je flexibilny amé predpoklad prisposobit sa predpokladanym zmenam
a poziadavkam na odborny rast na danom pracovnom mieste.

Pri vybere zamestnancov sa bert do uvahy nielen odborné, ale i1 osobnostné

charakteristiky uchadzaca. Preto je potrebné zvazit a prehodnotit’ spol'ahlivost’ a platnost
kritérii pre predvidanie budiuceho vykonu zamestnanca a najst metody, ktoré co
najobjektivnejsie preukazu, ako zamestnanec zvolenym kritéridm vyhovuje. Vyhodnocovacia
faza nasleduje s ur¢itym ¢asovym odstupom a sklada sa z niekol’kych krokov:
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1.  Skamanie dokladov predlozenych uchadzacmi (zivotopis, doklad o ukonceni vzdelania,
pripadne referencie od predchadzajiceho zamestnavatela).

2. Predbezny pohovor (napr. pri osobnej navsteve, nema Strukturovani podobu, jeho
forma a obsah i postup boli utvarané v priebehu pohovoru).

3. Vyberovy pohovor pred komisiou, ktora je zlozena z dvoch ¢lenov (zastupca odboru
vzdelavania al'udskych zdrojov za ucasti veduceho tuseku, kde sa vytvara volné
pracovné miesto), sucast’ou vyberového pohovoru su aj pisomné testy.

4.  Rozhodnutie o vybere konkrétneho uchadzaca.

5 Informovanie uchadzacov o rozhodnuti.

Samotny vyber zamestnancov vyzaduje, aby obchodno-ekonomicky riaditel
Vv spolupraci s prislusnym riaditelom useku, kde sa pracovné miesto obsadzuje, urcil:

e metddy hodnotenia zaujemcov o pracovné miesto,

e kritéria, podl'a ktorych bude zaujemca posudzovany,

e platnost a spol'ahlivost’ vybranych kritérii,

e organizacné zabezpecenie vyberu.

Vyber zamestnancov prebieha prostrednictvom vyberového konania. Prislusny riaditel’
uréi komisiu a sposob akym bude konanie prebiehat. M6ze mat’ Gstnu alebo pisomnu formu.
Vyberové konanie zafina osobnym pohovorom s uchadzacom o prijatie do zamestnania.
Pohovor sa uskuto¢ni s prisluSnym riaditelom useku, ktory obozndmi uchédzaca so vSetkymi
podmienkami prijatia do zamestnania. K prijatiu, resp. neprijatiu sa vyjadri prislusny riaditel’
useku, kde by mal uchddza¢ o zamestnanie pracovat. Svoje stanovisko vyjadri pisomne
persondlnemu zamestnancovi ekonomického odboru, ktory vyjadrenie stanoviska prislusného
riaditel'a useku zasle uchadzacovi o zamestnanie.

Proces vyberu zamestnancov kon¢i uzavretim konkurzu a obsadenim pracovného
miesta. V tomto $tadiu zacina d’alSia personalna ¢innost’, a to prijimanie nového zamestnanca.

2.3. Prijimanie zamestnancov

Zamestnanci pri prijimani uchéddzaca o zamestnanie nesmu porusit zdsadu rovnakého
zaobchddzania podla prislusného paragrafu Zakonnika prace. Zamestnavatel je povinny
v zmysle ustanoveni Zakonnika prace vybraného uchadzaca o zamestnanie, s ktorym planuje
uzavriet’ pracovnu zmluvu, oboznamit’:

e S pravami a povinnost'ami, ktoré pre neho vyplyvaja z pracovnej zmluvy,

e S pracovnymi podmienkami,

e so mzdovymi podmienkami, za ktorych bude pracu vykonavat'.

Dolezitym krokom pri prijimani nového zamestnanca je podpisanie pracovnej zmluvy

a popisu pracovnej Cinnosti. Na personalnom tseku sa pre kazdého nového zamestnanca
zavadza osobna karta. Jej obsahom je osobny dotaznik, doklady o ukoncenom Studiu ako je
napr. diplom, maturitné vysvedcenie, doklad o vykonani Statnych skuSok. Sucast’ou osobnej
karty je d’alej kopia pracovnej zmluvy, karta vzdeldvania, popis pracovnej Cinnosti a iné
doklady.

Pri prijimani zamestnancov do pracovného pomeru platia v skimanych podnikoch tieto

pravidla:

e vedlci zamestnanec prijimaného zamestnanca vypracuje podklady pre pracovnu
zmluvu, popis pracovnej Cinnosti, ktoré postipi personalnemu zamestnancovi
najneskor den pred nastupom do zamestnania,

e na zaklade podpisaného nastupného listu apo absolvovani vstupnej lekarskej
prehliadky, personalny zamestnanec uzavrie s uchddza¢om o zamestnanie pracovnu
zmluvu a vsetky vstupné nalezitosti suvisiace s nastupom do pracovného pomeru,
pricom musi dodrziavat’ zdkon o ochrane osobnych udajov,
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e personalny zamestnanec méze od uchadzaca o zamestnanie, u ktorého ide o prvé
zamestnanie, vyzadovat' len informdcie, ktoré¢ suvisia sjeho pracou, ktoru ma
vykonavat’,

e personalny zamestnanec moze od wuchddzaca o zamestnanie, ktory uz bol
zamestnany, pozadovat’ predlozenie pracovného posudku, zédpocet rokov a vypoved’
alebo dohodu o ukonc¢eni pracovného pomeru,

e personalny zamestnanec zabezpeCi vyhotovenie preukazu zamestnanca v podobe
elektronickej Cipovej karty podl'a platnej podnikovej smernice,

e personalny zamestnanec zaradi v ramci svojich kompetencii nového zamestnanca do
personalnej evidencie, zalozi mu osobny spis, osobnu kartu, mzdovy list, navedie
nového zamestnanca do personalneho informac¢ného systému, v zadkonnej lehote
odosle prihlasku do socialnej a zdravotnej poistovne a so stthlasom zamestnanca
uzatvori zmluvu o doplnkovom déchodkovom poisteni zamestnancov v doplnkovej
dochodkovej spolo¢nosti.

Novy zamestnanec pri prijati prejde adaptaénym procesom. Je potrebné, aby sa
prisposobil nielen novému pracovnému kolektivu, ale aj celej spolo¢nosti. Doba trvania
adaptacného procesu je presne urcend pre kazdé pracovné miesto. Pohybuje sa od 3 do
6 mesiacov, v zavislosti od pracovného miesta. Po¢as adaptacnej doby zamestnanci absolvuju
vSetky potrebné Skolenia vyplyvajuce zo zdkona aj z poziadavky na dané pracovné miesto.
Pocas adaptacnej doby by sa mali stotoznit’ s filozofiou firmy a svojou pracou spolo¢nosti
napomahat’ k dosahovaniu svojich ako i podnikovych ciel'ov (Urbancova, 2012).

Po prijati zamestnanca nasleduje faza vstupnych skoleni ako je napriklad Bezpecnost’
a ochrana zdravia pri praci. V skimanych spolo¢nostiach je zabezpecené neustale vzdelavanie
a profesionalny rast zamestnancov. Zamestnanci su pravidelne preskol'ovani, maji moznost’
svoje poznatky a vedomosti prezentovat’ na roznych konferenciach alebo mézu sa so svojimi
vedomostami podelit’ so Studentmi v letnych tédboroch, ktoré sa v niektorych podnikoch
organizuju.

Zamerom tejto Casti prispevku bolo rozpracovat’ nielen analyzu ziskavania a prijimania
zamestnancov, ale aj samotnu problematiku procesu vyberu zamestnancov a metédy vyberu
zamestnancov nakol'ko personalna praca je dolezita ¢innost’ v kazdej spolocnosti. Je potrebné
venovat’ dostato¢nll pozornost’ vSetkym jej ¢innostiam pretoZe snahou kazdej organizicie je
ziskat’ a zabezpecit’ vhodnych a perspektivnych zamestnancov, ktori buda pre podnik vel'kym
prinosom najmaé svojimi vedomost'ami, pracovnym potencidlom a zru¢nost'ou. V stcasnosti je
vel'a podnikov vysoko zéavislych na svojom I'udskom kapitali pre jeho konkuren¢na vyhodu.
Netreba zabudat’, Ze ich cena na trhu stale viac zavisi na nehmotnych aktivach, ako su ich
vedomosti, kI"a¢ové zrucnosti a organiza¢né schopnosti (Lawler, 2005; Stachova et al., 2013).

3. Navrhy na zlepSenie procesu ziskavania, vyberu a prijimania

zamestnancov v malych a strednych podnikov Slovenska

Pri analyze pracovnych miest su velmi dolezité kvalitné informacie o pracovnych
miestach a kvalitny zdroj tychto informécii, ktoré st obsahom podnikovej smernice. Ta
vychéadza z popisu prace pre jednotlivé pracovné pozicie s poziadavkami na pracovné miesta.
St tu uvedené presné poziadavky na vzdelanie, odbornii prax, zakladné a Specialne
poZiadavky, potrebnd minimdlna adaptacnad doba, minimélny nastupny plat a tarifné zaradenie
funkcie po uplynuti adaptacnej doby. Pre zlepSenie analyzy pracovného miesta navrhujeme
vytvorit dokument v podobe dotaznika, ktorého funkciou bude zistit' nedostatky dané¢ho
pracovného miesta. V tomto dotazniku by boli vhodne polozenymi otazkami typu: spokojnost’
S atmosférou na pracovisku, spokojnost’ s veducim zamestnancom, potrebou pracovnych
prostriedkov a pomocou d’alSich otazok, zistit' ¢o najviac informacii potrebnych na zlepsenie
nielen pri procese prijimania zamestnancov.
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Skumané malé a stredné podniky majii vytycené personalne strategické ciele, ktoré su
zakotvené v personalnej stratégii a pre vytvaranie a obsadzovanie vol'nych pracovnych miest
sa vykondva komplexné persondlne planovanie. Pre ziskavanie a vyber zamestnancov sa
vyuzivaju vsetky zdroje ziskavania, a to ako vnutorné, tak aj vonkajSie. PriCom najviac sa
V podnikoch osvedcili zdroje vonkajSie. V adaptaénom procese existuje spdtna vizba od
nového zamestnanca, ktord je zaznamenavana na useku riadenia l'udskych zdrojov. Tieto
poznatky sa d’alej aplikuja pri rieSeni persondlnej politiky.

Pre skiimané drevospracujuce malé a stredné podniky odpori¢ame moznost’ zacatia
spoluprace s personalnymi agenturami na obsadenie pracovnych pozicii, pri ktorych sa uz
vycerpali vnutorné aj vonkajsie zdroje ziskavania zamestnancov. Hlavny prinos pri spolupraci
S personalnymi agentirami na obsadenie pracovnych pozicii vidime vo vécSej databaze
uchadzacov o vybrani pracovnu poziciu, vzhladom na to, Ze persondlne agentiry maja
neporovnatelne vacSie moznosti vyberu potencialnych uchadzacov o zamestnanie ako
predmetné spoloénosti. Dal§ou vyhodou médze byt rychlost’ obsadenia volnej pozicie. Ked’ze
persondlne agentury disponuju ur¢itymi informéaciami o uchadzacoch, je mozné predpokladat’,
7ze dokazu v relativne kratkom casovom useku ponuknut’ niekol’ko vhodnych uchédzacov
0 zamestnanie.

Dalej navrhujeme neustdle pracovat’ na zlepSovani persondlnej politiky, ktora
v skimanych podnikoch vel'mi dobre funguje a zabezpecuje ziskanie vhodnych zamestnancov
na obsadenie volnych pracovnych pozicii. Nepretrzitd praca na zlepSovani persondlnej
politiky ma pre malé a stredné¢ podniky neocenitel'ny vyznam vtedy, ak je potrebné rychlo
nahradit’ niektordi pracovnu poziciu. Pri aktivnej ¢innosti v oblasti personélnej politiky je
mozné v pripade potreby takmer okamzite najst vhodnii ndhradu pre obsadenie urcitej
pracovnej pozicie. Personalista ma k dispozicii ihned’ potrebné informéacie o zamestnancovi
a moze tak promptne reagovat’ na potreby podniku. Na druhej strane ma aktivna personalna
politika vyznam aj pre zamestnancov, ktori maju zdujem o kariérny rast. V pripade zmeny
organizacnej Struktiry v podniku, moze dojst’ ku kariérnemu rastu zamestnancov. Tento fakt
modze byt motivujici pre vSetkych zamestnancov podniku. Pozitivna motivécia zamestnancov
podniku je zaroven nesmierne dolezitd pre vytvorenie pozitivne laden¢ho pracovného
prostredia.

Navrhujeme, aby skimané drevospracujuce podniky pokraCovali v ziskavani spétnej
vizby od zamestnancov areagovali tak na poZziadavky tykajuce sa zlepSenia pracovnych
pozicii, pretoZze spédtnd védzba od zamestnancov ma podstatny vyznam pre implementaciu
noviniek a tprav v pracovnom prostredi zamestnancov. Ak vedenie podniku ma informacie
od svojich internych zamestnancov o ich poziadavkach andvrhoch, mdze ich aplikovat
Vv zavislosti od pracovného prostredia. V ramci zlepSovania pracovného prostredia méze mat’
spitna vdzba vel'mi pozitivny vplyv aj na zvySenie atraktivity pracovnych pozicii v ramci
podniku.

Posilnenie  azlepSenie pracovnych pozicii v podnikoch formou umocnenia
a vyzdvihnutia silnych stranok podniku méZe mat’ za nasledok zvySenie atraktivity podniku
pre novych zamestnancov. Posilnenie pracovnych pozicii méze podnik vykonavat
prostrednictvom réznych adaptac¢nych Skoleni, organizovanim r6znych Sportovych aktivit, ale
aj inych napriklad ekologicky zameranych aktivit, ktorymi sa méze zviditelnit’ pre verejnost’.
Udrziavanim svojich silnych strdnok moéze podnik zvysit' svoju atraktivitu pre novych
Zamestnancov.

V ramci zvySenia atraktivity pracovného prostredia, je Ziaduce, aby podniky v najvyssej
moznej miere eliminovali svoje slabé stranky. Je potrebné, aby sa nevytvarala nepriazniva
atmosféra medzi zamestnancami, aby nedochadzalo k technickym kolapsom a zlyhaniam.
Odstranenim tychto nedostatkov sa podniky stant zaujimavymi a vytvori sa tak priaznivé
prostredie pre buducich zamestnancov.
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4.  Zaver

Cielom predlozeného prispevku bolo posudit vybrané personalne cinnosti, ato
ziskavanie, vyber a prijimanie zamestnancov na vzorke malych a strednych podnikov
drevospracujuceho priemyslu Slovenska anavrhnut odporacania pre zlepSenie tychto
procesov. Na zaklade analyzy personalnej prace mézeme konstatovat’, Ze sa personalna praca
v skiimanych podnikoch rozvinula do sucasnej podoby, ktora dokaze reagovat’ na poziadavky
odboru riadenia I'udskych zdrojov na vytvorené vol'né pracovné miesta. Na zéklade ziskanych
poznatkov mozno konstatovat, ze personalna politika v predmetnych podnikoch funguje na
pomerne dobrej urovni a flexibilne reaguje na poziadavky jednotlivych oddeleni.

Pri celkovom zhodnoteni personalnej politiky v malych a strednych podnikoch sme
nezistili ziadne zavazné nedostatky, ktoré sa tykaju ziskavania, vyberu a prijimaniu
zamestnancov. Sledované podniky maji personalnu politiku pomerne dobre prepracovanu,
maju jasne definované ciele a poziadavky na vzniknuté pracovné miesta. Obsadzovanie
pracovnych miest je v kompetencii odboru riadenia 'udskych zdrojov, ktory nielen informuje
0 vzniknutych pracovnych miestach, ale aj vytvara konkurzné komisie a 0znamuje
uchédzacom o pracovné miesta vysledok konkurzu.

Napriek tomu, Ze prijimanie, vyber a ziskavanie novych zamestnancov v predmetnych
spolo¢nostiach je na celkom dobrej trovni, musime konStatovat, Ze praca persondlneho
oddelenia musi byt aktivna, aby si podniky udrzali svoju atraktivitu pre novych
zamestnancov. Podniky pri ziskavani zamestnancov vyuZzivaju rézne zdroje a metddy
ziskavania zamestnancov. Navrhli sme niekol’ko opatreni, ktoré¢ vyzdvihuji silné stranky
podnikov a mo6zu zvysit ich atraktivnost’ pri ziskavani novych zamestnancov. Tiez sme
navrhli aj procesy na odstranenie a eliminaciu slabych strdnok podnikov, ktoré maja
nepriaznivy vplyv na ziskavanie, vyber a prijimanie zamestnancov.
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COOPERATION AS A CORE COMPETENCY.
THE NEURO-ECONOMIC APPROACH

EWA MATUSKA- ALINA LANDOWSKA

Abstract

Company’s development and future depends on its ability to build competitiveness prevalence which
in knowledge based economy belongs to human resources quality. Thus current organizations need
high — skilled employees, able to share their experiences and willing to cooperate in teams. The paper
undertakes the issue of the cooperation as a core organizational competency which should be
strategically developed in HRM system of organization. The theoretical cooperation construct is
discussed — its relations to similar terms, functions and distinctive features, and is used in frame of
HRM competence management approach. Core competency notion and its relations to competitiveness
are shortly explained to illustrate the impact of internal cooperation as the valuable core competency
of organization. As research data confirming internal cooperation as necessary contemporary strategic
HRM orientation were used results obtained in a global survey of Hay Group ,,Best Companies for
Leadership” (2014), as well as the experimental data coming from recent publications of neuro-
economics. In conclusions, the need for interdisciplinary approach to cooperation consideration in
frame of strategic HRM, based not only on social sciences, but also on recent brain research and
neuro-economic, is postulated.

Key words: cooperation, core competency, strategic human resources management, neuro-economy.

1. Introduction

The ability and willingness to act cooperatively is observed form the very foundation of
civilization development, and an economic discourse since ages uses cooperation concept to
explain obvious benefits coming from the combination of the joint activities of different
groups of suppliers (workers, farmers, etc.) and consumers, embracing production,
distribution, or trade. In a management terms cooperation is defined as ,, The interaction of
two or more persons or organizations directed toward a common goal which is mutually
beneficial. An act or instance of working or acting together for a common purpose or benefit,
i.e., joint action* (House, 2005), although still there is a lack of one commonly accepted
definition of in terms of HRM (Bedwell et al., 2012). Clearly, there are many research studies
documenting, especially in reference to so-called ‘high performance work organizations’
(HPWOs), the positive effect ‘cooperation like’ terms including: collaboration, teamwork,
trust, commitment and mutual help offered by employees’ during every-day work (Kozlowski
et al., 1999; EUROFUND, 2007). Today, in conditions of globalization and common using of
ICT technology, the role of economic and management cooperation is obviously multiplied.
Nobody can imagine implementing any modern innovation without earlier process of
multilevel cooperation engaging different experts, suppliers, business supporters, and
involvement of different organizations, including research bodies activities, or expectations
verbalized by groups of customers’.

From other side, in a main stream of academic discussion still is alive an old
controversy between a value of cooperation and competition among members of team works
and in scientific discourse the topic of the best proportion of them both is continued
(Rosenbaum et al., 1980). Some authors assuming this debate aimless as competitive and
collaborative rewards structures require two opposite work situations: competitive allocations
are useful when people are working independently, but collaborative allocations are more
rewarding when people are interdependent (Miller, Hamblin, 1963; Beersma et al., 2003,
p. 573). Thus, although we not deny the value of competition in work performance, but as
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contemporary organizations usually transiting from individual-based structures to team-based
structures (Allred et al., 1996), they have seriously take into consideration the benefits of
internal cooperative behavior, its conditions, and the role in strategic HRM processes (Becker,
&Huselid, 2006).

The main theoretical goal of the paper is to analyze cooperation perceived as a core
competency of any contemporary organization. The assumption is that without truly co-
operative behavior inside of company it is impossible to be successful in today’s business.
Thus, the cooperation should be consciously nurtured as the necessary and prospective
organizational competency and treated as a central part of strategic HRM. Not only particular
employees’ have to demonstrate the ability to cooperate (as a part of their professional
competence profile), but the organization should offer them adequate opportunities to develop
cooperative attitudes through different forms of work (i.e. project management), dedicated
training programs and HR practices (i.e. on-boarding, mentoring/couching, common problem
solving), etc.

The practical aim of the paper is to deliver arguments that internal cooperation should
be more promoted than actually it is as the overall philosophy of HRM. In opinion of authors,
practices promoting fierce rivalry in a longer perspective, especially in internal business
relations (but also in external, especially when we considering dominant ways of competing
on the market), are not only outdated, but first — non profitable. The additional input locating
cooperation and rivalry organizational attitudes on opposite pools of effective organizational
behavior is coming from the recent neuro-economic research, which is added as the new
interdisciplinary approach to better understanding strategic human resources management.

The main research questions include: What are the relations between cooperation and
similar concepts as collaboration, teamwork, coordination? Is there now any integrative
theory of cooperation in terms of contemporary human resources management? Does
research evidence indeed prove internal cooperation enhance overall company’s
competitiveness? What kind of input brings neuro-economic to cooperation theory?

The assumptions are following:

o Cooperative attitude, as characteristics of a singular employee is reflected in his/her

overall pattern of competencies;

e Summarized effect of cooperative behavior within the organization should be

mirrored in a pattern of their distinct, key or core corporate competencies;

e Cooperation builds core competitive competency of the organization;

e Cooperation should be carefully nurtured and develop via strategic HRM practices;

e Successful developing and acquiring of cooperation’s potential in HRM demands

multidisciplinary interpretation, including recent knowledge of neuro-economics.

To find the argumentation for over mentioned thesis, we present selected data proving
synergy effect of the internal cooperation competence on overall competitiveness of
companies as results collected by Hay Group in their global study entitled ‘Best Companies
for Leadership’ (Hay Group, 2014), and also some neuro-economic discoveries indicating on
conditions necessary to competence of cooperation development.

2. Co-operation as a competence

Cooperation is the term that has long been used, and is widely accepted, to describe
behavior in the animal kingdom (Allee, 1951), not just in humans. The many examples of
animals or plants demonstrate benefits coming from mutual symbiosis; they cooperate both
with other members of their own species, and also with members of other species because of
mutual benefits. Also in a human world cooperation is commonly valued, although in
management literature we will more frequently meet the term collaboration — a word
consisted with two morphemes of Latin origin: prefix ‘co’ what means (together), and the
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verb ’/aborare’ (to work), thus ‘collaboration’ can be interpreted as: ‘working together’.
From other side, cooperation, according to popular Internet definition, also means the
”process of groups of organisms working or acting together for their common/mutual benefit,
as opposed to working in competition or selfish benefit*“ (wiki/cooperation, online). Even the
Oxford English dictionary technically defines cooperation and collaboration as synonyms.
From other side, other authors distinguishes between both terms (as well between other
similar terms as: teamwork, partnership, coordination, communication, trust), and signalize
their structure, meaning and intention are conceptually different, and thus they also need
separate theories of explanation (D’ Amour et al., 2005; Bedwell et al., 2012).

It is impossible to make an adequate analysis of different contents and mutual relations
of over mentioned similar notions at limited place of this article. Because of it, we are
referring to an integrative multilevel conceptualization of the collaboration done recently by
the research team of the University of Central Florida (Bedwell et al., 2012). Authors of it
advocate for multidisciplinary approach to the issue of collaboration (including cooperation as
a part if it), and for a holistic view for this phenomenon. They assume collaboration has been
already discussed across a variety of disciplines including organizational behavior,
management, environmental science, communication, education, sociology, anthropology,
history, and medicine what caused its very different understanding and a range of its
definitions, partly overlapping. Each discipline has its own unique view of collaboration as
a form of interaction and necessary is to integrate these particular observations into common
conceptual system linked in a homological network. According to Bedwell et al, collaboration
is a super-ordinate construct, which subsumes and overlaps with several related variables,
including cooperation as subordinated element (Figure 1).

Collaboration

Coordination

[eamwork ’

("nu[n-r.niun

Figure 1. Cooperation in relation to collaboration and other HRM constructs (Bedwell, W. L,
Wildman, J. L., Diaz Granados, D., Salazar, M., Kramer, W. S., Salas, E. 2012. Collaboration
at work: an integrative multilevel conceptualization; Human Resource Management Review,
22(2), p. 137)

According to above illustration, the collaboration is a major construct consisted with
three subordinated elements: teamwork, coordination and cooperation. All of them are
included into space of collaboration, but varying on levels of coordination, depending on task
and the size of the entities involved. Authors of the article, searching for the holistic theory of
collaboration in terms of strategic HRM, define cooperation as mainly attitudinal construct
that helps to facilitate the process of collaboration (Bedwell et al., 2012, p. 137). Similarly,
Salas et al., (2005) describe a construct known as team orientation, which, in essence, is an
individual's propensity to consider other’s behavior when interacting in a group and the belief
in the importance of the team’s goals over individual goals. In other words, team orientation
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describes the extent to which individuals are predisposed to work well with others; the extent

to which they are cooperative.

Therefore, authors consequently define cooperation as an attitude or predisposition held
by the involved parties to be concerned about the overall collaborative goal rather than their
own individual goal. In this way, cooperation is conceptualized by Bedwell and colleagues’ as
an individually held attitude that is required for effective collaboration, but it is not a
description of collaboration itself (Bedwell et al., 2012, p. 137).

Above interpretation enables to extract three main features of cooperation and three
different functions referred to those characteristics in terms of HRM processes (Figure 2):

1.  The kind of reciprocal interaction between sides of cooperation; according to some
authors cooperation is (...) “dyadic process, usually through examining the dynamics of
interactions between” (Pinto et al., 1993, p. 1282) — as the interpersonal function of
cooperation;

2. The conscious effort of employees’ fixed on work tasks: “...willful contribution of
employee effort to the successful completion of interdependent organizational tasks”
(Wegner, 1995, p. 152) — the motivational function of cooperation;

3. The attitudinal construct describing the extent to which entities are concerned about the
overall goal rather than individual goals (Salas et al., 2005) — the evaluative function of
cooperation.

(13

Interpersonal *interaction
function »feed- back

=z

o

*awareness >

Motivational function 2 é
+individual efforts i

o
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*personal values 8

Evaluative function spersonal vs organizational
goals

Figure 2. Cooperation components and functions in terms of HRM (own study)

Summing up above considerations, the specific features of cooperation interpreted as
a subordinated component of collaboration executing during work implies three specific
functions of cooperation: interpersonal, motivational and evaluative (as connected with
values). As we present above, some authors trying to catch distinct differences between
cooperation and collaboration, and put them both into interrelations. According to such
interpretation we can agree that cooperation is first attitude, it means — cooperation more
accents the processual attributes demonstrated during work activity (smooth common acting
of different individuals/groups), and the collaboration — more focuses on achieving common
results expected as planned effects of common laboring.

The aim of the paper is to consider the influence of the cooperative attitudes (interpreted
as the core organizational competency), demonstrated during work performance, but it
undoubtedly affects also the final effect of performance. Thus in a next part of the paper we
will specify possible benefits flying from internal cooperation within organization.
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3. Co-operation as core competence of organization

Competencies in the literature are still conceptualized from different perspectives and
purposes of their analysis (Jabtonski, 2011, pp. 61-65) although undoubtedly they built
astrong position in contemporary human resources management and human capital
management theory (Matuska, 2015, pp. 64-75).

3.1. Core competency construct
Usually, term of competence is addressed to individual level of organizational behavior

and in a few words means the ability of an individual to do a job properly.! In a broad sense

competence can be also viewed as the ability (that cannot be observed directly, but only by
executed behavioral acts) to adequately and successfully combine and perform necessary

activities in any contexts to achieve specific tasks or objectives (Stracke, 2011, p. 6).

Although terms: ‘competence’ and ‘competency’ in HRM dictionaries usually have basically

the same meaning, it is worth to realize some differences between them:

Competence — understood as employees’ worthy performance is a function of the ratio

of valuable accomplishments to effective behavior, measuring specific, and objective

milestones describing what people have to accomplish to consistently achieve or exceed

the goals for their role, team, division, and whole organization (Gilbert, 1996, p. 17).

This term is the matter of investigation, definition, benchmarking, etc. usually on

employee’s individual/team level.

Competency — are those human characteristics: knowledge, skills, mindsets, thought

patterns, and the like, that when used whether singularly or in various combinations,

result in successful performance of the whole organization (Dubois, 1998, p. 5). This
term is the matter of investigation, definition, benchmarking, etc., usually on the
organizational level.?

Competency of organization constitutes a first competitive asset of the every company
and its strategic strength. This asset is based on a specific and characteristic for the
organization, mixture of components named core competency (core competencies in plural),
as it was proposed in a concept of management theory introduced by C. K. Prahalad and
G. Hamel (1990). Core competency differentiates company from competitors and creates its
competitive advantage on the marketplace. Because of it can be defined as: ”4 harmonized
combination of multiple resources and skills that distinguish a firm in the marketplace”
(Schilling, 2013, p. 117). Similarly, some authors attribute main features identifying core
competencies (Prahalad, Hamel, 1990, p. 7):

1.  They provide potential access to a wide variety of markets(similar to the main product/
service offered by company);

2. They should make a significant contribution to the perceived customer benefits of the
end product;

3. They should be difficult for competitors to imitate as it is difficult to copy a complex
harmonization of individual technologies and production skills. A rival might acquire
some of the technologies that comprise the core competence but it will find it more
difficult to duplicate the more or less comprehensive pattern of internal coordination
and learning.

Because of the last of over mentioned characteristic, and in line with assumptions of this
paper, we prefer the definition of the core competency as the exemplification of collective
learning within organization which takes place during working (Prahalad, Hamel 1990, p. 4).

! There is observed tendency to use rather notion “competence” in British literature, whereas in US, the concept
of “competency” is more popular.

2 As the topic of the article refers to the whole organization - we decided to use in its title the term of
‘competency’, nor ‘competence’.
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However, we also want to stress, core competency is not only about harmonizing streams of
technology, but also about the organization of work and the delivery of values. Core
competency is communication, involvement, and a deep commitment to working across
organizational boundaries. It involves all levels of organizational structure people and all
functions and is based on personality characteristics of the people involved in specific
organizational interactions (Blaskova et al., 2014, p. 473).

The skills that together constitute core competency must coalesce around individuals
whose efforts are not so narrowly focused that they cannot recognize the opportunities for
blending their functional expertise with those of others in new and interesting ways.® What is
crucial: core competency does not diminish with use. Unlike physical assets, which do
deteriorate over time, competencies are enhanced as they are applied and shared. But,
competencies still need to be nurtured and protected; knowledge simply fades if it is not used
(Prahalad, Hamel, 1990, p. 7). Competencies not only build structure that binds existing
businesses, but moreover they inspire start-ups of new businesses. Decisions about company’s
patterns of diversification, or new market entry are first conditioned on its actually held (or
expected in close future) competencies. Thus, organization’s core competencies guide
company’s strategic management and conditioning its competitiveness, both current, as
forecasted.

3.2. Core competency & competitiveness

The notion of “competence” is strictly connected with the efficacy and effective work
performance and because of it competence management represents the main stream of
contemporary HRM. Organizations using competence management, usually document the list
of their core competencies. However, too much often, such lists are simply copied from
popular indexes existing in similar companies, and not necessary reflect the company’s
unique business strategy. Companies are likely to build their business strategies in more than
five or six fundamental competencies. The serious doubt is however, that company which
compiles a list of 20 to 30 capabilities has probably not produced a list of core competencies,
only the more or less random list of imaginatively useful skills. This kind of practices
unfortunately reflects the lack of basic necessary links between human resources issues
undertaken in company and its strategic management.

To obtain realistic and true visualization of company’s original core competencies can
be used a tool in a form of the map which aggregates organizational capabilities as building
blocks with overall view from competencies to final products/services. The assumption is
that the organization, like a tree, grows from its roots. Core products/ services are nourished
by competencies and engender business units whose ‘fruits’ are the end products (Figure 3).
The map also illustrates which kind of core competencies are linked with which kind of core
products/services, and delivers arguments for planning further business diversification with
visualization of separate businesses end products/services. Thus, core competencies are not
only the main asset of organization’s human resources policy, but the primary source of
planning visionary competitive business strategy. The key for such kind of strategy lies in
internal cooperation — cooperation between coworkers and between current and planned core
products and businesses of organization.

However, especially during worse economic situation (like in downturn) this kind of
map can easy tends the top managers to prompt the search for licensing deals and alliances
through which their company may acquire, at low cost, missing pieces. And — if company

® The example is contemporary ICT devices sector with propriety to miniaturize their products, thus: if among
company’s competencies is miniaturization - to bring miniaturization to its products, Sony must ensure that
technologists, engineers, and marketers have a shared understanding of customer needs and of technological
possibilities.
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doesn’t have own competencies — can search for them in ‘surroundings’ — for example by
acquiring subcontractors. The other probable scenario is ‘to rent” own core competencies to
outside, to participate in new businesses (i.e. to make outsourcing on basis of own sources).
But, the primary economic direction aimed on price/performance and on the end products can
bring not wished effect — not higher competitiveness, but oppositional — the lower one.

( N> PrRODUCTS ]
e WEE e

[ BUSSINESS 1 ] [ BUSSINESS 2 ] [ BUSSINESS 3 ]

CORE CORE
PRODUCT PRODUCT
Figure 3. Competencies as the roots of competitiveness

(based on: Prahalad, C. K., Hamel, G. The Core Competence of the Corporation;
Harvard business review, May — June 1990, p. 5)

How it is possible? The answer is — company’s competitiveness minimizes together
with their core competency decreases. The crucial error of companies that judge own
competitiveness and their competitors’ primarily in terms of cost cutting and end
products/services, is they usually don’t realize with the erosion of own core competencies, or
at least making too little effort to enhance them. The possible theoretical explanation why
popular business strategies oriented on price/performance frequently fail is that they are based
on a false presumption of the two relative stable factors:

1.  External — the predictable situation on the market (i.e. final products which still will
meet customers’ choices, company’s benchmark will be the same, the level of demand);

2. Internal — the predictable situation in organization in reference to the own core
competencies (i.e. that talents currently employed with organization will stay with it for
long time).

The embedded skills that give rise to the next generation of competitive products/
services cannot be hastily ‘‘rented” by outsourcing, or dispersed by contemporary popular
OEM-supply relationships.*

Summing up, core competencies represent very sensitive resource and unique
competitive asset, which has to be first recognized, and further carefully protected, developed
and enhanced via coherent competence management consisting element of strategic HRM and

* OEM: Original Equipment Manufacturer, the term describing business relationship under which a supplier
(the OEM) builds customized versions of its products for sale under another company’s brand.
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based on internal cooperation. Thus, cooperation undoubtedly belongs to the most important
core competencies of organization.

4. Co-operation competence benefits— selected surveys’ results

The investigation into benefits of cooperative behavior exhibited by individuals and
teams constitutes a major research topic in economic research. According to the majority
opinion of specialists investigating HPWOs’, cooperation not only improves company
performance, but also boosts employees’ well-being (Campion et al., 1993; Cohen, Ledford,
1994; White et al., 2003). When we focus on the issue of the internal cooperation within
organization, arousing as the process of common learning accompanying work activity, the
assuming should be that only since about 70s.XX cent in an organizational realm the context
of joint learning activities’ and ’project-based learning " has emerged. It was the result of fast
dissemination both democratic style of managing, which started to substitute old fashioned,
authoritarian style, but primary was caused by a major shift of the work content of regular
workers. The nature of the work shifted from mostly technical processes, individual
performance and subordinate behavior, to completely new forms: intellectual processes,
teamwork and self - managing processes, including decision making. Times the beginning of
Knowledge —Based — Economy, loudly announced in 90s. XX cent has started to locate the
main competitive asset in information and especially in processes of sharing and
dissemination knowledge during work activity (Figurska, 2012, pp. 299-308).Thus, the
prevalence of human resources quality and their interactive effects (nor quantity), was put in
a focus and still remains, especially when we remind the common using of ITC and social
communication media in every-day’s work.

For illustration the overall importance of internal cooperation seen as core competency,
we have decided to present the recent global results delivered in survey’s report of Hay Group
consulting company (Hay Group, 2014). Since nine years Hay Group invites organizations
from around the globe to be part of the study entitled ,,Best Companies for Leadership®, with
the single purpose to identify the organizations with the best leadership practices, and then see
what can be learnt from them in compare to results from former years of the study. This is the
largest global research survey of its kind, and in 2014 edition it covered more than 17,000
individuals at 2,100 organizations participating, and had collected responses from 115
countries. The organizations from around the globe are asked to assess their leadership
development practices on a series of descriptive items. Separately, respondents are asked also
to nominate three global organizations that they believe are best at developing leadership at
all levels. The ‘Top 20’ list is next compiled using both peer nominations and self-scoring.
The basic research questions and research procedure of the survey are as follow:

e How the peer nominations work: respondents are asked to select three organizations
that they believe are the ‘Best Companies for Leadership’. This gives an indicator of
which organizations are perceived to be doing a good job of growing and developing
their talent.

e How the leadership index self-survey scoring works: employees complete the survey
on behalf of their organization, and it gives the score of each company indicating on
what leadership practices the organization uses, how well it identifies and develops
future leaders, and how it creates a culture of leadership and co-operation.

In a line with the results obtained in a year before edition of ‘Top 20°, in a research in

a current route Hay Group decides, where to go on to examine exactly how organizations
awarded as ‘“Top 20’ continuously excel at leadership. Each year they add new questions to
learn about specific issues. Thus, in edition 2014, they wanted to know:

e What the ‘“Top 20’ companies are doing to accelerate the development of their
leaders, that they’re ready to face the new challenges of XXI cent.; and
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e What specific set of skills and behaviors leaders need to exhibit.

The main results obtained in a survey ‘Best Companies for Leadership’ 2014 are
following:

1.  World’s best company in terms of leadership was nominated consumer goods company
Procter & Gamble, followed by General Electric and Coca-Cola in the second and third
place respectively.

2. The top companies, as a common distinctive feature, have a determined and disciplined
approach to talent management, what is illustrated by following data:

e 80 percent of the ‘“Top 20’ companies had established clear career paths for their

employees, compared to only 48 percent of all other companies;

e 80 percent of the ‘Top 20’ was well ahead of their peer groups by providing career
development experiences for their organization’s highest potentials, ensuring the
company has the right people with the right skills, when needed to fill their most
critical roles;

e Among the top companies, flexibility to respond to economic changes was
identified as a top challenge for leaders over the next year, along with the ability to
capitalize on opportunities within emerging markets, the report said.

Above results we can summarize as not only proving the value of internal cooperation
in leaderships’ nutrition practices, or talent management, but also as recommended strategic
human resources management practices promoting internal cooperation attitudes necessary
to confront with most critical contemporary challenges for organizations.

5. Cooperation in terms of neuro-economics

Standard economic theory and its application indirectly is involved in studying core
competencies, although usually doesn’t adequately distinguishes between individual and
collective level of organizational behavior. If it even concerns individual or collective
activity, especially decision making, usually respects it only from the point of the final results
(best-quantitatively measured), nor as a psychological or neuronal processes which underlie
individual or group human behavior observed in organization.

5.1. The neuro-economic paradigm

Today, in a time of extreme information amount, hardly to filter by human brains,
continuous stress caused by common time pressure, and many other new challenges
overloading everyday work performance, thus the knowledge about brain and its conditions is
of the first rate usefulness for managers, especially in human resources management area. The
foundations of traditional economic theory are constructed on assuming that details about the
functioning of the ‘brain’s black box” would not be known. However, this kind of assumption
is already outdated and false. Behavioral economics commonly criticize this old reading of
the brain and because of it also promote the necessity of integration of psychological and
biological insights to the theory of organizational behavior.

Thus, in a last decade the new economic sub-discipline, called neuro-economics, had
been established as a section of behavioral economics and studies upon neurobiological
mechanisms and cerebral activity involved in analysis of organizational human behavior,
especially (Zak, 2004; Brown, Richerson, 2014).Neuroscientists note that an understanding of
brain procedures is essential for applied behavioral theory and real-world research on general
human behavior. Neuroscience uses imaging of brain activity and other modern techniques
(e.g. positron emission tomography, single-neuron measurement, electrical brain stimulation,
diffusion tensor imaging), as well the knowledge coming from psychopathology and brain
damages, to infer details about how the brain works. All of them help to collect new scientific
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data and erase old boundaries. The brain is not the ultimate ‘black box’ to such extent, as it
used to be.

Nowadays, behavioral economics and neuro-economics concern how humans process
multiple alternatives to make their decisions, and propose how the newest discoveries about
how the brain works can inform models of economic behavior. The popular research
questions are also addressed to cooperation: What specific brain’s areas are activated during
cooperation? How brain reacts on cooperative versus on selfish variant of behavior?

Those questions are the subject of intensive brain research which tries to analyze also
the specificity of brain activity during cooperative behavior of individuals and how it
influences decision-making processes and work performance of teams.

5.2. Neuro-economic data addressed to cooperation

The assumption that cooperative behavior, including cooperation during work activity,
has neuro-economic background is confirmed by a large of experimental research done during
last decade. This work well documents that behaving according to acquired social norms, like
cooperating, activates the brain’s rewards or reward anticipation circuits in the same manner
as does obtaining the direct cash payment (i.e. Tabibnia et al., 2008).The recent studies
assume as follow (Brown, Richerson, 2014):

e Complying with norms ‘feels good’ to brains in the same way that personally

awarding acts (as getting money does);

e Punishing by really hurting defectors (physically or monetarily) activates these

reward circuits more than punishing symbolically;

e Activations of the brain’s reward circuitry in these experiments allow predict

behavioral outcomes.

Discoveries that a motivation to cooperate is generated by the reward system in the
brain are updated by recent results that this effect can be modulated by two separate neural
networks (Declerck et al., 2011):

e A cognitive control system (centered on the lateral prefrontal cortex) that processes

extrinsic cooperative incentives, and/or

e A social cognition system (including such brain’s structure as: superior temporal

sulcus, anterior medial frontal cortex and amygdala) that processes trust signals.

Above conclusions about independent modulator influencing of incentives of
cooperation or trust, recently are updated by a growing body of neuro-imaging data, and
reconciles the apparent paradox between economic (cooperation)versus social (trust)
rationality in the literature, suggesting that in fact — we are wired for both (Declerck et al.,
2011). In line with it, for example Sanfey et al. (2006) mention dual processing with
differences between automatic (emotional) and controlled (deliberative) processes. Many
neurobiological studies based on the modern technique of neuro-imaging reveal that
apparently irrational decisions are correlated with the emotional part of the brain (Shiv et al.,
2005). Although emotions are no direct part of preferences of cooperative or non-cooperative
behavior, but they easily confuse primarily preference-oriented behavior and can lead to
irrationality in the sense of non-optimizing decision-making. In a recent research is also
clearly stated that individual differences in cooperation may reflect variation in neural
sensitivities. Mirror neurons and neural mirror systems producing the emotion of ‘sympathy
work’ in the same way when the subject performs emotionally and when the same subject
observes others showing the identical emotion. There is even concluded a harmony between
being active “when the action is performed and also when it is observed” (Glimcher,
Rustichini, 2004).

Described results and observations can be concluded in line with purposes of modeling
cooperative attitude at organizational behavior: a) positive emotions experienced during work
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activity will facilitate rather cooperative behavior: b) negative emotions experienced during
work activity will facilitate rather non cooperative (selfish, hostile, rivalry etc.) behavior.

Indeed, the knowledge that emotional atmosphere experienced at work influences work
performance is not new in terms of behavioral economics or human resources management
theory, but this time it is confirmed by experimental methods and explained by
neurobiological theory. The crucial impact both for behavioral economics and for strategic
HRM should have discoveries that reward-related brain areas connect brains responses to the
measurement of utility. Based on the existing research evidences can be assumed for purposes
of modeling desirable cooperative attitude at work that:

e Self-regarding individuals (oriented on economic rationality) are more responsive to
extrinsic cooperative incentives, and therefore — relying more on cognitive control to
consider possible individual benefits from hypothetical cooperative decisions,
whereas

e Other - regarding individuals (oriented on social rationality) are more sensitive to
trust signals to avoid betrayal and recruit relatively more brain activity in the social
cognition system.

As we see, the neuro-economic research brings the new kind of argumentation
objectively confirming how important are neuronal and brain processes activated during work
activity and how they determine cooperative or non- cooperative attitude of teamwork. Neuro-
economic offers also new tools for strategic human resources management.

6. Conclusion

The search for the argumentation that cooperation is not only useful, but first —
necessary core competence, which should be carefully developed and nurtured in a main
stream of strategic HRM, has brought the paper’s authors to the following conclusions:

e Cooperation during work activity is reflected as an observable organizational
behavior and is an important part of collaboration;

e Cooperation as competence means mainly the attitude and plays in organization three
functions: interpersonal, motivational and evaluative;

e Cooperative attitude of employees’ consists the core competency of any
contemporary organization and undermines its overall competitiveness because
allows to plan and implement the new products/services challenging current market
demands and to elastically react to fast changeable external situation;

e Cooperation should be carefully nurtured and develop via strategic HRM practices,
including such practices like: collective learning, project management, strategies of
leaderships’ preparation (on-boarding, clear career paths, plans of succession,
couching/mentoring, etc.);

e Cooperation is emotionally undermined, thus needs the deliverance of positive
emotional atmosphere during working what puts specific demands for organizational
culture including: feeling safety, trust, commitment, open communication, etc.;

e The motivation to act cooperatively is generated by the neurological reward system
coded in human’s brain, thus cooperation is connected with feeling of rewards (and
positive emotions) similar to money rewards;

e Cooperation is conditioned by incentives offered with organization and have to
respect individual differences connected with two orientations: on economic
rationality or on social rationality;

e Successful developing and acquiring of cooperation’s potential in HRM demands
multidisciplinary interpretation, including recent knowledge of neuro-economics.
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Cooperation as desirable organizational behavior has its both social, as neurological

background, thus also the efforts to its explanation and modeling needs to compile the results
of research investigation collected by different areas of science: psychological, sociological,
economic, managerial, behavioral economics and neuro-economics. This is the following
argument for multidisciplinary approach and the holistic theory addressed to issues of HRM.
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ROZVOJ L’UDSK]jZHO POTENCIALU PROSTREDNICTVOM
MANAZMENTU POZNATKOV V OS SR

HUMAN POTENTIAL DEVELOPMENT THROUGH KNOWLEDGE
MANAGEMENT AT THE ARMED FORCES OF SLOVAK REPUBLIC

MARIA PETRUFOVA

Abstract

The author of the article highlights a new phenomenon in management — Knowledge Management and
its specific characteristics during its implementation at the state military university and within the
Armed Forces of the Slovak Republic. In addition to theoretical definition of this problem with the
focus on the intellectual capital development the author also tries to highlight concrete options and
instructions for implementation of this kind of management in the selected management branches at
the Armed Forces Academy of General M. R. Stefanik in Liptovsky Mikulas.

Key words: Knowledge Management, Knowledge Pyramid, process and methodology of Knowledge
Management implementation within the Armed Forces of the Slovak Republic.

1. Uved

V sucasnom manazérskom diani je dnes vel'mi rozoberanad problematika manazmentu
poznatkov (s akcentom na intelektualny potencial a rozvoj I'udskych zdrojov). Snahou autorky
je poukédzat na aktudlne problémy a trendy manazmentu poznatkov na zaklade vlastnej
teoretickej analyzy a novych pristupov ku skumaniu l'udského kapitidlu a jeho formovania
v nom. Vplyv intelektualneho kapitalu (v odbornej manazérskej literatire), jeho dimenzie su
Casto zamerand na teoretické vychodiska, ktoré objasiiuju kategorizaciu a typologizdciu
poznatkov (znalosti, vedomosti), proces konverzie, poznatkové aktiva, riadenie toku
poznatkov, problémy trhu s poznatkami v organizaciach, bariéry implementacie poznatkov
a nastroje zdielania tacitnych (tichych) poznatkov. Dnes je uz prinos a vyhody manazmentu
poznatkov v praxi, dobre znamy a je uz dost’ teoretickych zdrojov zameranych na vhodnu
implementéciu prostredia pre tento druh manaZzmentu do praxe.

Dnes st uz aj dostato¢ne zname poznatky a skutoCnosti vyplyvajuce z historie
a vyvoja manazmentu poznatkov, smery a Skoly, je nalrtnuti poznatkova (znalostna
vedomostnd spolo¢nost’ a organizicia), organizatné ucenie a jeho rozvoj, znalostna
(vedomostna) stratégia, organizacné Struktury, noveé paradigmy manazmentu poznatkov, su aj
zname skusenosti z manaZzment poznatkov v zahrani¢i a na Slovensku a v stGcasnosti sa
postupne rozvija aj komplexny systétmovy pristup k manaZmentu poznatkov.
Aj Vv podmienkach Ozbrojenych sil SR (OS SR) je potrebné vyuzit tieto poznatky
a skusenosti na konkrétnu implementéaciu do podmienok tak vojenskej vysokej skoly, ako aj
celych OS SR. PretoZe v tomto rezorte tu Casto eSte prevlada tzv. direktivny §tyl riadenia
a nedelitel'na velitel'skd pravomoc, dokonca niekedy sa zda, ze kreativita a inovacie nie su tu
potrebné. Opak je vSak pravdou.

V stcasnosti by uz nadriadeni nemali pomocou hrozieb donutit’ svojich podriadenych,
aby kreativne reagovali na zmeny a navrhovali rieSenia — to funguje len kratkodobo. V kazdej
organizacii (nielen vo vojenskych podmienkach) kvalita Zivota I'udi, perspektiva socialnych
zmien a ekonomického rozvoja, v rastiicej miere zavisi na poznatkoch l'udi a na ich vyuziti
Vv praxi manazéra, OS SR nevynimajuc. Preto je potrebné venovat’ pozornost roznym znamym
pristupom a metdédam, ktoré ul'ahCujii pracu s poznatkami (znalostami, vedomostami), ich
riadenim a najmi ich zdielanim v organizaciach, kde staré osvedcené direktivne metddy
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zlyhavaji. Pre potreby praxe su vtomto prispevku navrhované zakladné kroky pri
implementacii manazmentu poznatkov so zameranim na Statne organizacie, resp. vysoké
Skoly, ktoré zavadzaju tieto spdsobilosti do pripravy novych odbornikov pre prax. Znacna
pozornost’ je sustredena najmd na tacitné (tiché) poznatky a spdsob ich riadenia
prostrednictvom motivovania I'udi k ich zdielaniu v ramci svojej organizacie. Autorka
sustredila pozornost’ na jednotlivé metodiky manazmentu poznatkov a ich implementaciu do
OS SR, ako aj deskripcia moznosti, ako tento problém riesit’ v budicnosti v rdmci OS SR. Jej
snahou je aj upriamit’ pozornost’ Citatelov na implementaciu manazmentu poznatkov do OS
SR, ich dopad na moderné riadenie syst¢émov a vedenie 'udi v OS SR a s tym suvisiace
opatrenia v legislative.

2. Zakladné teoretické vychodiska

Dnes, v 21. storo¢i, potrebujeme poznatky (znalosti, vedomosti) identifikovat’,
zdokonal'ovat, skladovat' a distribuovat, no najmi vyuzivat ato lepSim spdsobom ako
ostatni, aby sme dosiahli konkurenéni vyhodu. Tieto argumenty si predmetom zaujmu
,,knowledge management . Tato zelena lika sa vola dnes ,, manazment poznatkov* — cielené
vyhladavanie, tvorenie, zlepSovanie, skladovanie, zdielanie informdacii a poznatkov (Manazér,
2010).

Problematikou intelektualneho kapitélu sa zaobera mnoho odbornikov, ktori ponukaju
Siroké a réznorodé spektrum nazorov na jeho podstatu, zlozenie a zaclenenie v ramci zdrojov
organizacie. Znama je definicia OECD: | Intelektudlny kapitadl je sucastou aktiv a tvoria ho
nehmotné zdroje vyuzivané na tvorbu novych hodnot. Tieto nehmotné zdroje su rozdelené na
organizacny kapital, ktory predstavuju chranené softvéry, distribucné siete a Ssiete
obchodnych partnerov a ludsky kapital, zahriujuci ludské zdroje tak v samotnej organizdci,
ako aj u ich obchodnych partnerov*, ako aj definicia vypracovana Eurdpskou federaciou
finan¢no-analytickych spolo¢nosti (The European Federation of Financial Analysts Societies
— EFFAS): ,.Intelektualny kapital predstavuje Manazment poznatkov zrucnosti zamestnancov
a manazmentu, softver, vyskum, vyvoj a inovdcie, znacky a patenty, stratégie, procesy, vztahy
s dodavatelmi a so zdkaznikmi® zrucnosti zamestnancov a manazmentu, softver, vyskum,
vyvoj a inovdcie, znacky a patenty, stratégie, procesy, vztahy s dodavatelmi a so zakaznikmi.

Dimenzie intelektualneho kapitalu

Intelektualny kapitadl je definovany ako suma poznatkov, ktori ma organizacia
k dispozicii a ich praktické vyuzitie. Intelektudlny kapital nezahtia iba poznatok, ale patri tam
aj schopnost’ a ochota zamestnancov tieto poznatky pouZivat’ pri praci v prospech organizacie.
V odbornej literatire sa intelektudlny kapital deli na rozne dimenzie: I'udsky, organizacny
a zékaznicky kapital.

Podl'a D. Kokavcovej je klucovou zlozZkou intelektudalneho kapitalu ludsky kapital
reprezentovany najmi: znalostami, zru¢nostami, mudrostou, skiisenostou, kreativnostou,
kultarou a filozofiou. Druhou zlozZkou intelektudlneho kapitalu je Strukturdlny kapitél, tvoreny
dvoma formami kapitdlu — trhovym/zdkaznickym (sthrn znalosti organizacie o potrebach
zékaznikov, ich preferenciach, kvalitativnych hodnotach) a organizacnym (zahina patenty,
databazy, informacné technoldgie, kultiru organizacie (ovplyviiuje zdielanie). D4 sa delit
d’alej na procesny, inovacny kapitél a kapital na obnovu a inovacie (Kokavcova, 2011).

Autorka priamo ponuka viacdimenziondlny pohl'ad na intelektualny kapital. Zakladom
tohto chépania podl'a Mladkovej je skutoCnost, Ze jednym z kliCovych prvkov l'udského
kapitalu, ako zlozky intelektualneho kapitlu, je ¢&lovek. Clovek ako tvorca, nositel
a zlepSovatel’ poznatkov je podla nasho ndzoru synonymum zmeny a posunu. V suvislosti
s rozvojom intelektudlneho kapitdlu je vel'mi zaujimavym fenoménom prave manaZment
poznatkov (knowledge management), (Mladkova, 2004, s. 77—78).
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Zakladny pojmovy aparat — knowledge, vedomost’, znalost’ a poznatok

Na zaciatku 21. storo€ia v naro¢nej dobe transformacie, plnej zasadnych a rychlych
zmien, sa vynaraju nové vyzvy v suvislosti s modernym manazmentom. Novym fenoménom
pri rieSeni problémov riadenia organizacie vystupuje do popredia kvalita a inovacia poznatkov
kazdého cloveka, jeho schopnosti, zrucnosti a najmd jeho kompetentnost.

V spolo¢nosti rezonuje najmé pojem ,, knowledge management“, kde , knowledge “ sa
do slovenCiny preklada rozne ako vedomost, znalost, poznatok — poznanie, vedomie, a pod.
., V sucasnosti na Slovensku neexistuje jednotny ndzor (pojmova schizofrenia), aky pojem pre
tento novodoby druh manazmentu je najvhodnejsi (v praxi sa pouziva vedomostny
manazment, znalostny manazment, poznatkovy manazment, manazment poznatkov, a pod.)."
Ak vychadzame z nasledujtcich definicii, pochopime v com je pojmova nejednotnost’ — vzdy
zalezi od jednotlivych autorov zijicich v réznych krajinéach.

,, Vedomosti su ucenim osvojené poznatky, cize zapamdtané a pochopené fakty alebo
vztahy medzi faktami, najmd ak sa v nich odraza poznanie objektivnej skutocnosti vo vedomi
toho, kto si ich osvojil,” (Slovnik, online). V nemeckej odbornej literatare sa ,, vedomosti
oznacuju ako subor odbornych vedomosti a zrucnosti, ktoré ludia pouzivaju na rieSenie
problémov,* (Probst et al., 2006).

Nonaka a Takeuchi vo svojej praci uvadzaju, Ze rovnako informdcia aj vedomost’ st
o vyzname, teda, obe su zavislé od kontextov a vztahov. Informacia je viac fakticka,
vedomost’ je o presvedCeni a subjektivnom ndzore. NavySe vedomost’ je vzdy spojend
s ¢innost'ou a mala by byt pouzita v praxi (1995).

Znalost (poznatok nadobudnuty Stidiom, sklisenostou) — znamena mat rozsiahle
vedomosti, znalosti. ,,Znalost’ je vyznamovy utvar tvoreny systémom poznatkov, vzdjomne
previazand Struktura suvisiacich pozmnatkov, ktoru mozno pouzit' v interakcii so svetom.
Znalost’ je informdcia ,,plus nieco navyse®, to, s ¢im informacia v mozgu interaguje. Znalost’
je zviazand s l'udskou ¢innost'ou a emdéciami. Kvalita a vyznam su ohodnocované pomocou
I'udskej ¢innosti. Podl'a Slovnika slovenského jazyka je pojem poznatok charakterizovany ako
jednotlivy vysledok poznéavacej ¢innosti, pricom poznanie je zamerané na rozsirenie poznania
na zéklade vedeckej trvacnosti a opakovatel'nosti. Podl'a internetového zdroja Wikipedia je
,,poznatok je kognitivny vyznamovy utvar, ktory je vysledkom pozndvacieho procesu napriklad
v ramci vedeckého vyskumu. Poznatok je produkt pozndvacej cinnosti, realizaciou jej ciela
spracovanym predmetom poznania “.

Zaujimavy je aj pohlad v rdmci celostného manazmentu, kde podla J. Porvaznika je
tento problém vysvetleny po novom: ,, Pozratkovy manazment (knowledge management) je
novy trend rozvoja ludskej spolocnosti ako celku, kde treba dnes nastupit na cestu budovania
poznatkovej spolocnosti“. V slovencine sa pojmy poznatky, vedomosti a znalosti ¢asto kladu
a interpretuji na rovnakej Urovni a potom sa objavuji aj v oficidlnych dokumentoch
(programové vyhlasenie vlady). Tu sa uvadza napriklad znalostnd ekonomika, vedomostna
spolo¢nost’.

V ceskom jazyku sa CastejSie pouZziva znalostny manazment a znalostna spolo¢nost.
,Ztoho wplhva, Ze v uzZSom  ponimani vyrazu  ‘poznatok‘  neuvazujeme
o nevyhnutnosti jeho vyuzivania, pri pojme znalost' sa berie do uvahy aplikacia (vyuzivanie)
vedomosti v praxi. V oboch pripadoch sa vSak neberie do uvahy vedeckost — trvala platnost
a aplikovatelnost vedomosti ¢i znalosti, “ (Porvaznik, 2011, s. 349). Na zaklade jednotlivych
procesov suvisiacich s poznatkami je mozné konStatovat’, ze ,, poznatky su multikriterialnou
kategoriou®, ktoru je mozné a potrebné skumat’ z mnohych hladisk. ,, Preto v akademickom
prostredi je potrebné a opodstatnené organizovat a riadit’ procesy manazZmentu poznatkov,
zefektivitovat tieto procesy, merat a hlavne vyhodnocovat ich vystupy .
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Bariéry implementacie poznatkov

Dnes sa vSeobecne uznava, ze informacie a znalosti su podstatou podnikania a tvoria
bazu hospodarskej prosperity. V praxi sa vSak Casto stretdvame skor s nezaujmom
o ziskavanie znalostného potencialu zamestnancov a dochadza k podcenovaniu osvojovania si
znalosti a nezodpovednému pristupu k ich nositel'om. Mdlo sa docenuje timova prdca a viac
sa presadzuje vysokd individudlna sutazivost. Co organizacia strica na znalostiach sa da
tazko vycislit, dolezité je vSak upozornit’ na: preferenciu pozitivneho myslenia a trhové
prekonavanie odporu k zmenam, akceptovanie prava na ndzor, skusanie nového, diskusia,
konflikt ndzorov, otvorenost’ a timova praca, pradvo na omyl, vzajomnu lojalitu organizacie
a zamestnancov, systematické a trvalé vzdeldvanie, osvojovanie si tacitnych znalosti,
vytvaranie znalostnych pracovisk a uciacej sa organizicie, vyuzivanie synergie potencialu
P'udského kapitalu v organizacii (Mladkova, 2005, s. 27).

Treba na to vytvorit podmienky prepojenia poznatkov jednotlivcov do kompletnej
poznatkovej organizacie. To znamena preferovat rozvoj timov a uplatiiovat’ poziadavku
neformdlnej, horizontdlnej organizacnej Struktiry. V sucéasnosti vznikaju nové formy —
projektova praca, praca na dialku, virtudlna a mobilna praca, a pod. V tychto formach maju
zamestnanci vac¢Siu slobodu iniciativy, zlepSené schopnosti tvorby a vacsiu zodpovednost’ za
spolo¢nu timovu pracu. Virtualna praca zvySuje produktivitu prace, ale na druhej strane
mobilna praca nam zakonite zvic¢Suje pracovnll zataz a zvysuje pracovny stres zamestnancov.

Nastroje vymeny a pouZivania tacitnych/tichych/znalosti (poznatkov)

Pri prekondvani bariér spojenych s implementiciou znalosti sa ukédzal ako velmi
vhodny néstroj ich prekonavania — vyuzivanie pribehov. V sucasnosti mézu byt znalosti
zdiel'ané a medzi dvomi I'ud'mi alebo skupinou l'udi, naroda. Cudstvo odjakZiva pouziva tri
nastroje zdielania tacitnych znalosti: rozpravanie pribehov, ucnovstvo a komunity (Slovnik,
online), kazdy nastroj ma presne vymedzené svoje pOsobenie v manaZérskom zivote a je
priam nevyhnutne ich vediet’ aplikovat’ v ramci manazmentu poznatkov.

3. Implementicia manaZzmentu poznatkov v ramci AOS

V uvode treba povedat, ze z pohladu AOS by nds mohla zaujimat’ predovsetkym
vyuzitelnost’ manazmentu poznatkov pre akademické a vojenské ciele. Ak sa nad tym hlbsie
zamyslime napadali nas Casto otazky, ako napr: ako moézeme ziskavat' poznatky pre
efektivnejSie vedenie vysokej skoly, ako sa daji v naSich podmienkach poznatky prenasat’?
ako ich mdézeme ziskavat’ a distribuovat’ tak pre manazérov, ako aj pre zamestnancov? ,ako
ich mézeme vyuZivat’ pre naSe ciele v ramci AOS?, ako ich mézeme vylepSovat’ a inovovat’?,
ako ich mdézeme vytvarat’?

Vysoké Skoly na Slovensku by mohli stt'azit’ s ostatnymi vysokymi $kolami o. i. vo
vSetkych zmienenych parametroch — “kto dokdze najlepsim sposobom potrebné poznatky
rozpoznat, transportovat, uchovat a vyuzivat pre svoje ciele?* V suvislosti s neustalym
vyvojom manazmentu poznatkov je zaujimavy pristup autorov v casopise pre rozvoj riadiacich
zamestnancov ,, Manazeér* 2010 — 2011, ktori sa venuju problematike manazmentu poznatkov
(Manazér, online). Tento pristup z manazérskeho prostredia v organizacidach 21. storocia je
efektivne vyuzitelny aj v podmienkach AOS a stal sa pre nas inspirdciou. Pravdepodobne su
k tomu potrebné aj tvrdé prostriedky (informatického typu), rozne Specifické postupy a know-
how pre nehmatatelné poznanie. Preto je nevyhnutné z nasho pohladu vytvorit’ potrebnil
organizacnu kultiru — prostredie, kde Sirenie, zdiel'anie a vymena st beznym javom. Ak sa
rozhodneme ist' touto cestou, mozZeme ziskat rovnaké porozumenie zdmerom, cielom
a stratégii V organizdcii v celom manazmente a stotoznime sa so zvolenymi cestami.
Postupovat’ treba tak, ze je potrebné zdielat rovnaké hodnoty a ciele, robit” produktivne
rozhodnutia, mat’ rovnaké manazérske know-how, zostladit' zlozky organizacie vertikalne
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a horizontalne medzi riadiacimi urovilami, aj medzi procesne kooperujucimi oddeleniami,
zdiel'at’ rovnaké mentalne modely riadiacich a produkénych procesov, snazit' sa dosiahnut
vynikajicu produktivitu a kvalitu.

Hodnoty a mentalne modely ——> / Mudrost \ —> Zamery, ciele a stratégie

Skusenosti, talent, experiment —> Inteligencia —> Nové mentalne modely
Mentalne modely, praktiky —> Know-How —>» Rozhodnutia a rieSenia
Vzdelavanie sa —> Mentalne modely —> Predvidanie dopadov
Smernice, uzly, kultira —> Praktiky —> Pracovné vystupy
Udaje + interpretacie —>» Informécie —> Podklady k rozhodnutiam
Merania, plany —> Udaje —> Nosice

Obrazok 1. Hierarchické prepojenie roznych urovni poznatkov v organizacii
(Manazer, 56, 1/12010, s. 23)

Uvedené ndzory a argumenty vSetkych skiisenych manaZérov st neustélou in§piraciou
pre manazérske procesy realizované v AOS. V suvislosti so skiimanou problematikou
stiCastou toho zistenia bola aj realizacia prieskumu v rdmci AOS.

Prieskum zamerany na problematiku manaZmentu poznatkov v podmienkach OS SR

ManaZment poznatkov sa v civilnom prostredi uplatiuje podla réznych metodik
uréenych na jeho implementaciu. V podmienkach OS SR doposial’ nebola implementovana
ziadna z metodik manaZmentu poznatkov, aj v naSom rezorte je nanajvys potrebné vytvarat
v ramci uciacich sa organizacii a kvalitnejSieho organiza¢ného spravania sa l'udi v rezorte
nielen databazu poznatkov, ale aj naucit’ l'udi zdielat' tieto poznatky. NajddlezitejSie je
pristupovat’ k tacitnym poznatkom komplexne a vediet’ vyuzivat’ spravne néstroje pri zdiel'ani
tychto poznatkov v podmienkach OS SR.

Pre potvrdenie tychto uvah bol v ramci AOS zrealizovany prieskum. Hlavnou ulohou
prieskumu bolo zistit a porovnat na zdklade vysledkov prostrednictvom dotaznikového
Setrenia z problematiky manazmentu poznatkov ako Studenti, profesiondlni vojaci
a zamestnanci AOS uplatiiujii svoje doteraz nadobudnuté poznatky, skisenosti a poznatky
z manazmentu poznatkov do praxe a akym sposobom ich zdielaju. Na zaklade zistenych
poznatkov navrhnit’ konkrétne opatrenia a odporti€ania pre manazérsku prax. Na zaklade
Sttdia odbornej literatiry z problematiky manazmentu poznatkov a vlastnych manazérskych a
ucitel’'skych skusenosti po konzultaciach s odbornikmi v oblasti manaZzmentu, sme si vytycili
v prieskume nasledujici hlavny a vedlajsie ciele.
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Predmetom boli nazory respondentov na doélezitost uplatiiovania manazmentu
poznatkov v OS SR. Objektom prieskumu bol vyberovy subor — respondenti (Studenti,
profesionalni vojaci, zamestnanci). Na zaklade ciel’a prieskumu sme sformulovali nasledujuce
hypotézy:

Hlavna hypotéza — Napriek dolezitosti manazmentu poznatkov pre dalsi rozvoj
spolocnosti viac ako 60 % prislusnikov OS SR tuto problematiku v rezorte nepreferuje.

PH1 — Nepoznanie problematiky manazmentu poznatkov je hlavnou pri¢inou toho, ze
v OS SR sa nedostato¢ne uplatiiuje zdiel'anie poznatkov.

PH2 — Predpokladdme, ze v podmienkach OS SR nie je preferovana poznatkova
organizacia a nie je doposial’ vytvorena databaza poznatkov v OS SR.

V pripravnej etape prieskumu sme sa zamerali na teoreticki analyzu danej
problematiky. Pri jej spracovani sme vychadzali z kniznej a cCasopiseckej literatury
a z dostupnych elektronickych zdrojov. Ziskané poznatky sme spracovali analytickou,
syntetickou a kompara¢nou metddou. Pri ziskavani empirickych faktov sme pouzili v ramci
dotaznikového Setrenia explorativnu metdédu — techniku dotaznika, ktora najviac vyhovovala
charakteru skimaného problému, otazky kvantitativneho a kvalitativneho charakteru boli
zamerané na zistovanie problematiky uplatiiovania problematiky manazmentu poznatkov
v OS SR. Na ziskanie udajov, ktoré boli pre nd$ prieskum vyznamné, sme zostavili
neStandardizovany anonymny dotaznik s dvadsiatimi otizkami. V etape spracovania
empirickych faktov sme pouzili statisticko-matematické metody Jednotlivé odpovede sme
kvantitativne spracovali a vyjadrili v tabul’kach a grafoch. V zavere sme na zaklade analyzy
a abstrakcie dospeli k niektorym odporti¢aniam pre prax. Tie sme automaticky vyuzili
v d’alSich odporucaniach. Uskuto¢neného prieskumu sa zucastnilo celkom 181 respondentov —
denni a externi Studenti, Gc¢astnici v kurzoch, oddelenia v AOS a samozrejme katedry. Ziskané
poznatky nas motivovali k tomu, aby sa manazmentu poznatkov venovala v podmienkach OS
SR ovel’a vicsia pozornost’ ako doteraz.

3.1. Konkrétne kroky implementacie manaZmentu poznatkov v AOS

V sucasnosti je cely rad viacerych pristupov a neexistuje jeden idedlny koncept
manazmentu poznatkov, ktory by sa dal realizovat' v kazdej organizacii rovnako UspeSne.
Existuju univerzalne platné postupy, c¢i ndstroje manazmentu pPOznatkov, ale kazda
organizacia pri implementdacii manazmentu poznatkov musi brat do uvahy svoje poslanie,
podmienky a ciel. Riadenie poznatkov sa preto musi odvijat’ od konkrétnych potrieb danej
organizicie a jej existujiceho organizacného rdmca. V suvislostami s implementaciou
manazmentu poznatkov (aj v zahrani¢i) existuje postupnost’ vSeobecnych pristupov
k implementacii prostrednictvom nasledujticich styroch krokov:

1. krok: Zhodnotenie vychodiskovej situdcie
V uvode tohto kroku je potrebné urobit’ analyzu stcasnej situacie v AOS, s cielom
preskiimat’ ¢innosti a pracovné postupy, ktoré suvisia s vyuzivanim poznatkov a zrucnosti, ich
aplikacie a rozvoj, a pod. Na tento ticel mozno pouzit’ predovsetkym nasledujice otazky:
o Aké poznatky sa teraz pouzivaji a aké budi potrebné v budicnosti a v akych
oblastiach?
e Kde sa vytvaraji nove, relevantné poznatky a zruc¢nosti?
e V akej forme sa poznatky archivuji/chrania/skartuji? Aké technologické aplikacie sa
vyuzivaju? Kto aké ulohy vykonava, aké su konkrétne vysledky?
Je vel'mi dodlezité zapojit zamestnancov do spominaného procesu zistovania potrieb
a spracovania analyzy sucasného stavu. Prave zamestnanci mézu vnimat’ poznatkové medzery
inak, a preto moZzu prispiet’ cennymi myslienkami k zlepSeniu daného stavu. Ziskané vysledky
musia byt’ vyhodnotené a spracované.
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2. krok: Vyvoj koncepcie manaimentu poznatkov

Na zaklade analyzy sti¢asného stavu je potrebné hl'adat’ koncepcie rieSeni, ndpady pre
manazment poznatkov a samozrejme urobit’ plan nevyhnutnych opatreni. V tejto stvislosti je
potrebné a dodlezité v ramci AOS venovat’ pozornost’ Upravam aktualizacii sti¢asného planu,
ale nayjmé ,,Dlhodobého planu AOS na roky 2015 — 2020%, ktory by uz mal byt ,Sity na
mieru‘ pre tuto organizaciu. V tomto kroku je prilezitost’ na rozvoj kultiry organizacie, na co
nesmieme zabudat’. InSpiraciou by mohli byt tieto otazky:

e Aké¢ opatrenia, postupy a mechanizmy sa maji implementovat’, aby sme

e zvysili uroven potrebnych poznatkov a zru¢nosti?

e Ako zabezpecit, aby pouzivatelia/zamestnanci mali pristup k relevantnym

e poznatkom?

3. krok: Implementacia manaimentu poznatkov — planované kroky/ndvod na pouZitie
V ramci AOS

Pri tomto kroku v tejto fazy je potrebné prediskutovat’ nasledujuce otazky:

e Organizacnd schéma organizdcie (vyjasnit’ si podrobna organizac¢n Struktiru AOS,
pridelit’ konkrétne zodpovednosti a tlohy, dohodnut’ pravidla, ktoré bude organizacia
pouzivat’ v rdmci manazmentu poznatkov).

e Motivacia zamestnancov v AOS (zamestnanci musia ziskat’ doveru vo¢i manazmentu
poznatkov a musia mat’ motivaciu pre aktivnu ucast’ na projekte — zapojenie I'udi,
zorganizovat’ tréningy, informacné schodzky, skolenia, a pod.)

o Kvalitné technologické systémy (je potrebné v rdmci manazmentu poznatkov mat’ aj
projekt informaéného manazmentu, ktory zahffia vyuzivanie IKT tak, aby
technologické systémy fungovali a boli stabilné, systém prenosu a zbierania dat musi
byt’ funkény).

Dalsie opatrenia nevyhnutné k tispesnej implementdcie manazmentu poznatkov do
organizacie akou je AOS (Sirenie pozitivnych vysledkov v ramci organizécie a vypracovanie
vhodnych krokov, ktoré to zabezpecia; vedenie organizacie by malo postupovat’ na zaklade
projektu manaZmentu poznatkov, ustanovenie poradného organu pre rieSenie otdzok
suvisiacich s manazmentom poznatkov).

4. krok: Hodnotenie projektu manaimentu poznatkov

Po zavedeni prvych krokov je potrebné zacat’ s hodnotenim pldnu implementacie
manazmentu poznatkov a jeho opatreni. UZ na zaciatku projektu manazmentu poznatkov
v ramci AOS je dolezité urcit ¢i a do akej miery je plan projektu uspesny. Treba skontrolovat’,
¢1 existuju nejaké problémy pri jeho realizacii, ktoré by mohli ohrozit’ d’alsi proces. Preto je
potrebné a ideélne, ak si hned’ na zaciatku implementécie tohto manazmentu uvedomime, aké
oblasti potrebujeme zadefinovat: kritérid, na zaklade ktorych sa bude merat’ uspech —
stanovenie noriem a ukazovatel'ov vykonnosti, opatrenia a kroky, ktoré sa musia vykonat’ pre
zber udajov (prieskumy, rozhovory, hodnotenia, Statistiky, ukazovatele, 'udia — ktori buda
zapojeni do hodnotiaceho procesu, pravidelnost’ a intervaly hodnotenia, dokumenticiu
a Sirenie informdcii. Tieto kroky by mali pomoct’ identifikovat’ problémy v implementacii uz
na zaciatku procesu a prijat’ prisluSné opatrenia. Okrem toho maju pozitivny vplyv na tspech
a pokracovanie implementacie manaZzmentu poznatkov v organizacii.

3.2. Konkrétna realizacia a podpora implementacie v AOS

V ramci AOS Vv stvislosti manazmentom poznatkov sa zatial’ vytypovali Styri odvetvia
manazérskej praxe (Informatika a IKT, manazment, manazment l'udskych zdrojov v AOS
a manazment ludskych zdrojov vOS SR), v ktorych je nevyhnutné implementovat
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manazment poznatkov do kazdodennej manazérskej praxe v podmienkach AOS, ako aj
v podmienkach OS SR. Uvedené priklady st zamerané do jednotlivych odvetvi v ramci
ktorych je popisana konkrétna situdacia tohto odvetvia, opatrenia, volba manazérskej stratégie
a popripade aj vysledky a benefity tejto implementacie. Ako priklad uvadza autorka jedno
odvetvie a tym je informatika a IKT.

Odvetvie: Informatika a IKT

Instalécia privatneho cloudu, implementacia jeho infrastruktary datového tuloziska
a aplikécia bezpecnostnej politiky za icelom ochrany cloudovej siete pre moznymi hrozbami
a zneuzitim ako sucast’ kybernetickej bezpecnosti. Zdiel'ané cloudové datové tlozisko bude
sluzit' pre potreby pokladnice poznatkov v  AOS. Moznost' vytvorenie vlastnej vnitornej
»Wikipédie* — ,,Verejné informacie v podmienkach AOS*.

Situdcia:

Specializaciou tohto odvetvia je zabudovéavanie rozli¢nych technoldgii do laboratorii
aucebni. To vyzaduje vysoky stupein inovacnej kapacity. Zaroven je nevyhnutné udrzat
existujicu Uroven poznatkov a zrucnosti s ohl'adom na SirSiu Specializéciu a fluktuaciu. To je
problém pretoze:

e nositelia poznatkov v AOS st starSej vekovej kategérie a Coskoro odidu do
dochodku.

e takmer vSetci nositelia poznatkov st vysokoskolsky vzdelani a vyznacuji sa
samostatnostou pri ziskavani poznatkov. Su teda nositeI'mi S$pecializovanych
poznatkov, ktoré nie su bezné na trhu prace k dispozicii a odchodom do déchodku
straca organizécia kvalitnych l'udi s potrebnymi poznatkami. 7o je dovod, preco si
musi AOS stanovit’ ciel’ — udrzat existujuce poznatky a dat ich k dispozicii na vyuzitie
zvySnym zamestnanom. Taktiez je nevyhnutné ziskavat' do organizacie nové poznatky.

Opatrenia: Vyvoj a implementacia stratégie ,, Organizovand vymena skusenosti*
Casti manazérskej stratégie:

e Zvolavanie pravidelnych stretnuti na urovni projektovéeho manazéra, s cielom
podporit’ proces prenosu poznatkov z inych vednych oblasti projektov v ramci AOS.

e Dohlad nad mladsimi zamestnancami — kazdy novy zamestnanec dostane mentora,
ktory mu vysvetli a poskytne informécie ohladom pracovného procesu. Ide
o myslienku uchovat’ poznatky vStepovanim poznatkov a sklsenosti starSich
zamestnancom mlads$im, resp. novym zamestnancom.

e Raz do roka zorganizovat konferenciu, semindr, ktorych cielom je zvysit poznatky
a informovat vSetkych zamestnancov o stratégii a o predstave buduceho vyvoja
organizacie.

o Vytvorit' , pokladnicu poznatkov za 0Celom zbierania a systematizdcie novych
poznatkov a rieSeni. Moznost’ vytvorenia vlastnej Wikipédie v organizacii — verejne
dostupnej vSetkym zamestnanom a Studentom v akejkol'vek forme Studia.

e Vytvorenie infocentra v AOS na zaklade zhromazd’'ovania relevantnych asopisov
z odvetvia ako takého. Infocentrum bude spracovavat’ prehl'ady a hodnotenia ¢lankov
a zarad’'ovat’ ich do pokladnice poznatkov, informdcie sa potom pretransformuji do
dokumentov (pdf, word, atd’.), ulozia na zalozku.

o , Verejné informacie” na sieti. VSetky poznatky a informécie si tak okamzite
k dispozicii pre vSetkych zamestnancov. Povereny zamestnanec infocentra
aktualizuje a dopliia zalozku ,,Verejnych informacii®.

Vysledky a benefity:

e Odkedy bude existujiice infocentrum pontkat’ a l'udia budt vyuzivat poznatkové
zdroje a informacii vyrazne sa zlep$i informovanost’ a kvalita ziskanych poznatkov
sa znacne zvysi v prospech AOS.
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e Zmens$i sa narocnost’ vyhl'adavania poznatkov na Studijné a pracovné ucely, najma
vd’aka internému vyhladavaciemu systému infocentra.

e Moznost’ vyuzivania poznatkov sa dostane ku vsetkym zamestnancom.

e Manazment poznatkov sa tak stane sucastou kultury manazmentu kvality. A oto
nam predsa ide.

3.3. Manazérska perspektiva manaZmentu poznatkov v podmienkach OS SR
V ramci manazmentu poznatkov ma moznost’ kazda organizacia vyuzit' urcitu vybrani
metodiku pre jej aplikaciu do konkrétnych podmienok. Tych metodik je cela Skala ako napr.:
Standardised KM Implementation. Pri tejto tvorbe boli pouzité aj iné metodiky — napriklad
PWC Implementation Methodology, LORE, Ibermatica Methodology APQC —Road Map,
Metodika podla Y. G. Kima, PK-StreamTM, Ibermatica, CORMA, Metodika Know IT,
Metodika On-To-Knowledge, Metodika Nabla Per Partes, Stavebné bloky K. Wilga, a najma
metodika KM-Beat-It. Tato posledna metodika vznikla ako novo vytvorena typova metodika
zavadzania manazmentu poznatkov, ktora nesie sucasny nazov. Pri porovnani s inymi
metodikami, ich zamermi, cie'mi, smerovanim a predpokladanym zavadzanim do podmienok
prostredia v ramci ozbrojenych sil je najuspesnejsia prave tato metodika. Dolezitym kritériom
pre vyber optimalnej metodiky je dostupnost vSetkych informdcii o nej a podrobny opis
jednotlivych Cinnosti a procesov pri jej realizacii. Metodika nie je orientované na technologie
ako zaklad manazmentu poznatkov, ale je tu presadzovana silna orientdcia na l'udsky faktor
ako zakladny stavebny prvok pri implementacii manazmentu poznatkov do organizacie.
Od zavedenia manazmentu poznatkov do OS SR sa ocakavaju taktiez urcité vyhody
a prinosy. Medzi prinosy manazZmentu poznatkov, ktoré su vztahované priamo k tomuto
manazmentu (v spojeni s realizdciou poznatkovych procesov, vyuzivanim technolégii, a pod.)
predovsetkym patria:
e zlepsenie zdiel'ania poznatkov vo vojenskych organizaciach,
rozsirovanie najlepSich praktik v organizacii (Best practices),
zlepsenie kvality projektového riadenia (projektov) a zmien (inovacii),
ziskavanie poznatkov dostupnymi moznostami v podmienkach OS SR,
uplatiiovanie ziskanych poznatkov v procesoch vojenskej organizécie,
lepSia pripravenost’ na neo¢akavané udalosti vo vojenstve,
zvysenie Urovne motivacie zamestnancov,
zlepSenie komunikacie, kooperacie a kvality v rdmci organizécie,
schopnost’ zvladat’ krizové situdcie v podmienkach OS SR,
zapojenie vSetkych zainteresovanych stran do procesu manazmentu poznatkov a pod.
V inej rovine sa daju chdpat’ prinosy manazmentu poznatkov z hladiska stanovenych
cielov organizacie. V tomto pripade by mali byt ciele manaZmentu poznatkov zhodné
s ciel'mi organizacie. V podmienkach OS SR by mohlo ist’ o zvySenie vykonnosti, znizenie
nakladov, zavadzanie novych postupov, spdsobov, metdd a technik vo vycviku, ale aj
v beznom pracovnom zivote profesiondlnych vojakov a zamestnancov alebo aj vytvorenie
novych prileZitosti. Toto su len niektoré z prinosov. Myslime si, Ze UspeSnym zavedenim
manazmentu poznatkov sa zvysi urovenl pripravenosti prislusnikov OS SR, az buducnost’
odpovie na moznl otazku: Aké prinosy mda manazment poznatkov vo vojenskej praxi?
Ocakavanym zavedenim manazmentu poznatkov v organizacii je rast (zvySenie)
produktivity prace poznatkového zamestnanca, aj podla P. F. Druckera je urcend tymito
faktormi:
a)  Volba ciela prace — ako by sa mala vykonavat’ praca, ako najlepSie splnit’ ulohu
a pod.
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b)  Sebariadenie — znalostny zamestnanec ma mat’ moznost’ riadit’ sdm seba, samozrejme
musi niest’ zodpovednost’ za vlastné prispievanie k cielom organizacie.

C)  Permanentné ucenie sa a inovdcie — potreba neustaleho zdokonal'ovania si vyzaduje
neustale ucenie sa, do popredia vystupuje zdiel'anie informacii a timova praca.

d)  Kvalita prace — vel'mi dolezita sucast’ v organizacii, ktora by mala byt odvodena od
objektivnych kritérii, ako od subjektivneho tisudku.

e)  Nové pornatie prdace poznatkového zamestnanca — potreba vnimat’ zamestnanca ako
aktivum, nie ako néklady. Néklady je potrebné riadit’ a planovite znizovat, aktiva je
potrebné rozvijat’.

Proces zavadzania manaZzmentu poznatkov do praxe OS SR:

Z uvedeného vyplyva, ze prvym krokom v procese zavadzania manazmentu poznatkov
aJ v OS SR je potreba vytvorenia poziciu manazéra poznatkov. Jeho tlohou je ziskavanie
informacii a poznatkov, zabezpecenie udrziavania ,,kI'iCovych* poznatkov organizacie, ako aj
podpora zdielania poznatkov v organizéacii. Pre rozhodnutie vrcholového manazmentu
v podmienkach OS SR o zavedeni manaZzmentu poznatkov uvadzame jeho moZny vSeobecny
navod, na zaklade ktorého je ho mozné aplikovat’:

e vymenovat manazéra poznatkov (Chief Knowledge Officer, CKO) — musi
disponovat’ potrebnymi (ddlezitymi) poznatkami, jeho ulohou bude vytvorit’ stratégiu
manazmentu poznatkov previazanou so strategickymi cie'mi organizacie,

e angazovat' vyssi manazment, poukdzat na uspeSne realizované projekty tohto
manazmentu v inych organizéciach,

e integrovat tento manazment do kl'aicovych procesov,

e vytvorit' v organizacii prostredie dovery a ucenia sa (vytvorit pravidla v organizacii,
ktoré zabezpecia kvalitu obsahu),

e podporovat vytvaranie poznatkov a urychlit inovdcie pomocou informacnych
technologii, stanovit’ metddy na meranie prinosu manazmentu poznatkov,

e vytvorit opatrenia pre praktické zavddzanie manazZmentu poznatkov na vSetkych
urovniach velenia a riadenia (rozvoj manazmentu poznatkov musia podporovat’
a pochopit’ ako jednu z hlavnych uloh vSetkych velitel'ov a nacelnikov),

o implementovat problematiku do predpisov.

V suvislosti s procesom zavdadzania manazmentu poznatkov do OS SR je potrebné
zdoraznit aj reSpektovanie ludskej, procesnej a technologickej dimenzie. Z pohladu
manazérskej praxe v OS SR je potrebné stanovit’ nasledujice principy aj pre zavedenie
manazmentu poznatkov: trvalé priprava riadiacich a poznatkovych zamestnancov, manazérov
a velitelov (manazérsko-velitel'skd kompetencia), vytvorenie zasad pre spolupracu, pre
zdiel'anie poznatkov so zamestnancami, ¢im by mali byt patriéne motivovani (efektivna
internd komunikacia, porady, timové praca, projekty, vymena skusenosti, pripadové Studie),
ziskavanie poznatkov dostupnymi moznostami (vzdelavanie, kurzy, e-learning),
reSpektovanie bezpecnosti ziskanych poznatkov a informécii (utajované skutocnosti,
kybernetickd bezpecnost’), uplatiiovanie ziskanych poznatkov v kazdodennych pracovnych
procesoch (vycvik, tréning, manazérske funkcie), zavedenie overenych pravidiel a procesov
v celom rezorte (legislativa, predpisy, smernice, normy, Standardy), vyuzivanie
Standardizovanych nastrojov a aplik4cia otvorenych poznatkovych systémov (certifikacie
utvarov) zavedenie poznatkovych systémovych portalov (IKT) a pod.

Z pohl'adu efektivnej organizécie 21. storocia (vzhl'adom na l'udsky kapitél) je jednou z
konkrétnych podmienok zavedenia a fungovania manazmentu poznatkov tzv. knowledge-
sharing culture alebo kultura ,,zdielania“ poznatkov a informadcii. Je to vlastne ochota delit’
sa 0svoje poznatky a sktsenosti s inymi, a tym umoznit, aby vSetci zamestnanci mali
moznost vyuzivat tieto udaje v prospech celej organizacie. Doélezitym predpokladom
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v sucasnosti je schopnost’ zamestnancov pochopit’ proces, v ramci ktorého dané poznatky
vznikli, a ochota tieto poznatky prijat, osvojit’ si ich a dalej ich pouzivat a rozvijat.
Zakladnym poznatkom, ktory dnes vystupuje do popredia v stvislosti s GspeSnym zavadzanim
manazmentu poznatkov, je skutocnost’, Ze ide o iteraény proces, teda o proces, ktory sa
nekonci, prave naopak. Vzhl'adom na svoj obsah a zameranie neustale pokracuje, tak ako sa
neustale zdokonal'uji a rozSiruji poznatky l'udi a ich schopnost’ sa o tieto poznatky podelit’.
A 0 to je aj snahou autorky v tomto ¢lanku uréenom Sirokej verejnosti, kde poukazuje na
konkrétny adekvatny a efektivny pristup Statnej vysokej Skoly arezortu OS SR
k implementacii tohto druhu manazmentu do kazdodennej vojenskej praxe.
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ULOHY FACILITY MANAZEROV V JEDNOTLIVYCH ETAPACH
ZIVOTNEHO CYKLU BUDOV

THE TASKS OF FACILITY MANAGERS AT THE INDIVIDUAL
STAGES OF BUILDING LIFE CYCLE

MAREK POTKANY

Abstract

The building object and its operation require a wide range of cost items that are part of the financial
budget of each company. Buildings during their lifetime use approximately 40% of energy, while its
operation concerning heating and cooling counts for 60—70% of this consumed energy. The most
suitable solution means building houses with low energy demands which do not harm the
environment. Constructors can this way contribute to saving worldwide energy, lower emissions and
what is crucial, they can considerably lower heating and cooling costs within the building. Facility
manager’s role is therefore very important. The aim of the article is to present possibilities and the
tasks of facility managers at the individual stages of building life cycle.

Key words: facility management, facility manager, outsourcing.

1. Uvod

Facility manazment je pojem, ktory sa v poslednom ¢ase zacina Coraz CastejSie
objavovat’ v médiach, literature, ale aj v podnikovej praxi. Pojem, ktory mnozstvo ludi
pouziva alen malokto vie, ¢o v skuto¢nosti znamend. Facility manazment je vel'mi tzko
spajany so spravou budov. V sirSom kontexte by sa vsak facility manazment nemal chéapat’ len
ako beznd sprava budov spojena s jej kazdodennou prevadzkou, ale mal by v sebe zahinat’ aj
dlhodobé planovanie a zameranie sa na uzivatel'a, ktoré by malo zacat’ uz v pripravnej etape
investicného procesu zameraného na vystavbu budovy. Vyraznd cast prevadzkovych
nakladov a efektivnost’ procesov facility manazmentu sa definuje uZz pri samotnom
projektovani stavby. Urcené limity maju dlhodoby vplyv na prevadzku stavby a preto by mali
byt’ stanovené ¢o najskdr s prihliadnutim na strategické ciele. Vyznamnu ulohu tu zohrava aj
ekologicky aspekt vplyvu stavby na Zivotné prostredie prostrednictvom materialov pouZitych
na jej vystavbu ako aj energetickej narocnosti jej prevadzkovania.

Zamerom clanku je prezentovat’ moZznosti a Ulohy, ktorymi by sa mali zaoberat’ facility
manazéri v jednotlivych etapach Zivotného cyklu budov.

2. Teoretické aspekty problematiky

Ak chceme posudit’ energetickil narocnost’ budovy alebo jej vplyv na Zivotné prostredie,
musime analyzovat’ cely Zivotny cyklus budovy (od vyroby materidlov az po demolaciu
budovy a jej recyklaciu) a nielen ¢as uzivania budovy. Takato analyza sa nazyva hodnotenie
zivotného cyklu (life cycle assessment — LCA). Podl'a US Environmental Protection Agency
je hodnotenie (posudenie) LCA tiez zname ako analyza zivotného cyklu, ekologicka bilancia
alebo analyza od kolisky do hrobu from cradle-to-grave. Podl'a International Organisation for
Standardisation je LCA technika pre posudenie vplyvu produktu na Zivotné prostredie spojené
vo vsetkych fazach Zivotného cyklu (t.j. od tazby surovin cez spracovanie materialov, vyrobu,
distribticiu, pouzivanie, opravy, udrzby po likvidaciu alebo recyklaciu) (ISO 14040 2006:
Environmental management — Life cycle assessment — Principles and framework). LCA
predchadza uzkemu pohl'adu na ochranu Zivotného prostredia:

160



12th International Scientific Conference

HUMAN POTENTIAL DEVELOPMENT
Klaipéda, 27 — 28 May, 2015

e vytvorenim zoznamu prislusnych energetickych a materidlovych vstupov a vystupov
(emisii, odpadov) do Zivotného prostredia,

e vyhodnotenim moznych vplyvov (désledkov) spojenych s identifikovanymi vstupmi
a vystupmi,

e interpretaciou vysledkov, ktoré umoziuja urobit’ erudované (kvalifikované)

rozhodnutie.

Vznik facility manazmentu sa datuje od sedemdesiatych rokov minulého storodia.
Vtedy si mnohi projektanti budov v Spojenych §tatov americkych a ich majitelia uvedomili,
ze pocas prevadzky budovy sa ich povodné predstavy nezhodujii s meniacimi sa potrebami
uzivatelov, ktoré v podstate kopiruji technicky a ekonomicky vyvoj spolo¢nosti. Z danej
skuto¢nosti vyplynuli poziadavky profesionalnym sposobom riesit prevadzku technického
zdzemia budov, bezpecnost’ osob, veci a sluzieb. Napriek tomu, Ze rieSenim sa zaoberali
odbornici, ich ¢innost’ bola rozdrobend na rozlicné useky prevadzky. Nemali jednotnu
stratégiu a ich kooperacia bola zivelna. Vznikla teda potreba prepojenia informacii medzi
prevadzkami a jednotlivymi riadiacimi pracovnikmi — tzv. facility manazérmi a potreba
vytvorit' jednotny postup pri riadeni podpornych ¢innosti. Vyraz facility manazment teda
predstavuje zmluvne dohodnuty rezim poskytovania sluzieb, vyznamovo pripominajuci
tradi¢nt spravu budov, a tym sa tento pojem definitivne presadil pre ¢innosti, suvisiacich so
spravou budov a nehnutelnosti (Vyskogil, 2010; Strup, 2008).

To vSetko podnietilo v osemdesiatych rokoch minulého storocia zalozenie formalnej
organizacnej zakladne pre Asocidciu facility manazmentu USA, ktora zdruzovala asi 60
profesiondlov — facility manazérov. Bol to prvy krok k zaloZeniu asociacie IFMA —
International Facility Management Association v roku 1981 v Houstone (Strup, 2008).
V Eurdépe sa facility management zacal presadzovat az zaCiatkom 90. rokov, na Slovensku
vznikla Spolo¢nost’ pre facility manazment — IFMA SK v roku 2005. Dnes zdruzuje
medzinarodna organizacia IFMA viac ako 18 000 ¢lenov z 50 krajin a facility manazment
definuje ako ,, metodu, ako v organizaciach vzajomne zladit pracovnikov, pracovné cinnosti
a pracovné prostredie, ktoré v sebe zahrna principy obchodnej administrativy, architektury,
humanitnych a technickych vied,“ (Somorova, 2012a, 2012b).

Facility manazment podl'a tejto definicie charakterizuje prepojenie troch oblasti, tak ako
ich prezentuje obr. 1 (Somorova, 2006):

1.  Oblasti tykajucej sa zamestnancov, t. j. ludskych zdrojov tzv. work management.

2.  Oblasti pracovnej Cinnosti, t. j. oblasti vykonov a financovania, tzv. capital
management.

3. Oblasti pracovného prostredia, t. j. architektiry a inZinieringu, tzv. Space management.

AxisFMw ,

Obr. 1. Oblasti Facility manazmentu
(http://www.axisfm.com/markets/airport-facilities-management.php)
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Vyslednym efektom vzajomnych vézieb je posilnenie vSetkych procesov, pomocou
ktorych zamestnanci vo svojich pracoviskdch — v prijemnom prostredi podporujicom
vykonnost' — podavaji optimalne vykony. V konecnom dosledku tak facility manazment
pozitivne prispieva k ekonomickému rastu firmy a zvySovaniu jej konkurencieschopnosti na
trhu. Facility manazment je koordinovana forma riadenia na principoch outsourcingu
(Potkany, 2011).

3. Energeticky efektivne domy a ich Zivotny cyklus

Stalym zvySovanim populédcie vo svete sa neustdle zvySuje spotreba energie s ktorou
paralelne rastu emisie CO,. Budovy pocas svojho ,,zivota® spotrebuju priblizne 40 % vsetke;j
energie, pricom ich prevadzka na vykurovanie a chladenie ¢ini 60 — 70 % tejto energie.
Spravnym rieSenim je vystavba domov z nizkymi energetickymi narokmi nezatazujucich
prirodné prostredie. Stavebnikovi umoziuje takto jednak prispievat’ k Setreniu celosvetove]
energie, znizovat' emisie aco je podstatné, vyrazne si znizit naklady na vykurovanie
a chladenie v objekte.

Existuje niekol’ko druhov stavieb, ktoré reaguji na poziadavku minimalizicie
energetickej naro¢nosti ich prevadzky. V globéle ide o tzv. energeticky efektivnych domov
(EED), medzi, ktoré je mozné zaradit' nizkoenergetické domy (NED), energeticky pasivne
domy (EPD), energeticky nulové domy (END), Energeticky nezavisly — autarktny dom
(EAD) ataktiez plus energetické domy. V prispevku sa blizSie zameriame len na
nizkoenergetické a energeticky pasivne domy. Rozdelenie stavieb podla spotreby tepla
prezentuje obr. 2.

starsia vystavba

sGéasné poZiadavky

nizkoenergetické
domy

pasivne domy

nulové domy
|

250 180 150 80 50 15 5,
0

Obr. 2. Rozdelenie stavieb podla spotreby tepla (kWh/m2/rocne)
(http://www.modernerodinnedomy.sk/archives/684)

Za nizkoenergetické domy sa Vzmysle normy TNI 730329 povazuji budovy
s0 spotrebou tepla maximéalne do 50 kWh/m?, bez ohladu na tvar budovy. Pri vyhodnom
kompaktnom tvare je toto kritérium l'ahSie splnitelné ako pri tvare vel'mi ¢lenitom. Iné
kritéria NED su ramcovo odporicané, nie st vSak jednozna¢ne stanovené — zikladnym
vychodiskom je najméd koncepény pristup. V popredi je vysoky tepelnoizolaény Standard
a neprievzdusnost” obvodovych konstrukcii, obmedzenie vplyvu tepelnych mostov, zvySené
solarne zisky, riadené vetranie s rekuperdciou tepla, vyuzivanie obnovitelnych zdrojov
energie a ucinny (zvicésa nizkoteplotny) vykurovaci systém.

Vyss§im vyvojovym stupiiom NED je energeticky pasivny dom, ktory sa vyznacuje eSte
vyraznej$im zniZzenim energetickej spotreby budovy a ktorého potreba tepla na vykurovanie
neprevysuje v zmysle normy TNI 730329 15 KWh/m? (Tywoniak, 2010). Tento parameter je
najCastejSie interpretovany, na rozdiel od NED je vSak iba jednou z narocnych poziadaviek.
Taziskovym principom EPD je také vyrazné obmedzenie tepelnych strat z budovy, Ze v nej uz
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" ‘ 4%

nie je nevyhnutny tradicny spdsob vykurovania. EPD charakterizuje zdkladny a zvycajne
jediny zdroj externe dodavaného tepla aj v najchladnejSom obdobi roka predstavuje malé
mnozstvo ,,zvySkovej potreby tepla“ ohrev vzduchu privadzaného systémom riadeného
vetrania. Pasivny dom je v principe zdokonaleny nizkoenergeticky dom. Pasivny dom je taky,
ktory na zabezpecenie tepelnej pohody v zime aj v lete nepotrebuje klasicky vykurovaci ani
klimatiza¢ny systém. Nie je potrebné obvyklé vykurovanie s kotlom a vykurovacimi telesami,
nie je potrebny sklad paliva, komin a plynova pripojka. Pasivny dom je dimenzovany tak, ze
na pokrytie tepelnej spotreby staCia pasivne energetické zdroje. K nim patri vyZarované
slne¢né teplo cez oknd, vyzarovanie tepla spotrebi¢mi a obyvatelmi domu. Tepelné spotreba
je teda taka nizka, ze budova si az na par dni v roku pri vysokych mrazoch, vysta¢i sama bez
staleho kurenia. Na prikarenie pri vel’kych mrazoch staci zariadenie s vykonom cca 4 — 5 kKW.
Energeticktl narocnost’ jednotlivych stavieb prezentuje obr. 3.

240

200 <

160
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40 210

potreba tepla [kWh/(m2. a)]

ice budovy budova
(stavebny fond) od 1989 od 1995 dom

podiel spatného ziskavania tepla
spotreba tepla na ie (straty vy duchu)

o]
[]
[l spotreba transmisného tepla (straty cez obvodovy plast budovy)
|

spotreba tepla pre ohrev pitnej vody ‘

Obr. 3. Energeticka narocnost budov (http://www.encerti.eu/termovizia/p0/n84)

Castym argumentom pre produkciu energeticky efektivnych domov v prevedeni
drevostavieb, su aj ich vyhody oproti klasickym silikdtovym (murovanym) stavbam. Na
zéklade Studie prezentovanej firmou Atrium je moZzné konstatovat’, ze environmentéalny prinos
kvalitnej modernej drevostavby oproti t'azkej silikatovej konStrukceii spo¢iva okrem vyrazného
vyuzitia dreva a materidlov, ktorych hlavnym zloZenim je drevo, ¢i drevovldkno ako
obnovitelnej suroviny, najmi v uspore celkovej hmotnosti a s tym spojenych vyrobnych, ako
aj prepravnych nakladov a vplyvu na zivotné prostredie). Porovnanie reprezentuje tab. 1.

Tab. I.  Porovndvacie kritéria  silikitovych  a nizkoenergetickych ~— montovanych — domov
(http://www.atrium-sk.sk/images/pdf/Atrium_speci_2014 web.pdf)

(e r e Silikatova (murovana) Nizkoenergeticky dom
Porovnavacie kritérium stavba (drevostavba)
Podorysny rozmer 96,76 m2 95,35 m2
Vnutorna uzitkova plocha 80,76 m2 84,15 m2
Hrubka steny 40 cm 28 cm
Rocna spotreba tepla a vykurovanie 13500 kWh 5 400 kWh
Hmotnost’ stavebného materialu 115t 17t
Spotreba energie na vyrobu 253 760 kwh 120 080 kWh
Ekvivalent CO2 23,7 CO2 ekv 9,1 CO2 ekv
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Zivotny cyklus stavebného objektu je mozné v ramci nazvoslovia United Nations
International Development Organization (UNIDO) ataktiez zauzivanych podmienok
Slovenskej Republiky, zadefinovat’ do troch zakladnych faz (Ivanicka, 2007). Rozdielnosti
prezentuje obr. 4.

Faza Zivotného cyklu

Obstaranie diela ' UZivanie diela | Likvidacia diela
UNIDO Predinvesticna faza Investi¢na faza Operacna faza
Slovak Faza pripravy Faza  obstarania Faza pouzivania Likvidacia
Republic stavby stavby stavby

Obr. 4. Zivotny cyklus stavebného objektu podla UNIDO a podmienok Slovenskej Republiky
(Miske, 2010)

Fazy zivotného cyklu stavby energeticky efektivnych domov (obstaranie, uzivanie,
likvidacia), sa v zakladnom ¢leneni podstate ni¢im neliSia od klasickej stavby, avSak v ich
podrobnej Specifikacie je mozné najst uréité rozdiely v ramci obstarania a uzivania
stavebné¢ho diela.

Vo faze obstarania zahfiiajucej uvodnu Studiu, pripravu, zadanie a realizéciu projektu az
po kone¢nu findlnu vystavbu projektu je Ziaduce aby projektant pri finalizécii projektu
reSpektoval nasledovné kritéria:

e pri umiestneni budovy do terénu je potrebné brat’ do ivahy svetové strany a sposob
okolitej zastavby s poziadavkou névrhu primerane velkych na juh orientovanych
okien,

e zabraneniu vzniku tepelnych mostov so zabezpecenim akumulacie pasivnych
energetickych ziskov v zime a v lete tienenie proti prehrievaniu budovy,

e pre zabranenie energetickych strat je dolezité vyhotovenie vzduchotesnych stien,
vyberu kvalitnych okien a konstrukcie strechy,

e riadené vetranie s rekuperaciou (vetracie zariadenie so spdtnym ziskavanim tepla)
vzduchu zabezpe¢i potrebny prisun cCerstvého vzduchu s miniméalnymi
energetickymi stratami.

4. Facility manazér a jeho uplatnenie v jednotlivych fazach Zivotného
cyklu stavby

Chapanie pojmu, ze facility manaZéri su len riadiaci zamestnanci, ktori sa v prislusne;j
organizacnej Struktire spolocnosti poskytujucej facility sluzby zaoberaji riadenim
podpornych ¢innosti, je prili§ zavadzajuce. Facility manaZéra mézeme ndjst’ v akejkol'vek
spolocnosti, priCom je to manazér zodpovedny za riadenie vSetkych podpornych podnikovych
procesov. ,, Zodpoveda teda, za plnenie takych uloh z oblasti podpornych procesov, ktoré si
vyzaduji riadenie dalSich zamestnancov prislusného podniku” (Vyskoc¢il, 2009) Takyto
manazér sa v praxi chape ako tzv. interny facility manazér. Interny facility manazér je
vV prvom rade riadiaci zamestnanec. Jeho hlavnym poslanim je ndjst’ taku formu facility
manazmentu (podporu spoloc¢nosti), pri ktorej dochddza s akceptovatenymi ndkladmi
k najkvalitnejSej podpore vsetkych zamestnancov spoloc¢nosti, k optimalnemu zabezpeceniu
evidencie a chodu nehnutel'nosti a majetku. V pripade, Ze sa ako koncepcia FM zvoli forma
outsourcingu, teda zabezpecenie vicSiny sluzieb externymi pracovnikmi, je interny facility
manazér zodpovedny za (Strup, 2008):

o politiku facility manazmentu,

o strategické vedenie facility manazmentu,

e nastavenie Standardov a taktickych pokynov,
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e definiciu jednotlivych procesov a ich foriem merania (KPI),

e vyber externych dodavatel'ov (v spolupraci s isekom nakupu),

e dohodnutie presnych podmienok FM zmluv,

o finan¢né planovanie (vratane vytvarania navrhov na investi¢né plany rekonstrukcii

a velkych oprav),

e kontrolu vykonu a kvality dodavok externych poskytovatel'ov,

e kontrolu plnenia finan¢ného planu a rozpoctu,

e pravidelné vyhodnotenie a odporucania ohladom skvalitnenia jednotlivych aj

celkovych procesov.

Naopak tzv. externy facility manazér sa chape ako zamestnanec firmy, ktora sa priamo
zaoberd poskytovanim FM sluzieb vSetkého druhu. Ide teda o outsourcera (dodéavatela)
sluzby, ktory je zodpovedny za kvalitu a vykon tychto sluzieb.

Zivotny cyklus stavebného objektu zadina fazou obstarania (zahffiajicu investiény
zamer, projektovu pripravu, tvorbu vykonavacich projektov, realizaciu vystavby a kolaudaciu
stavby). Dalej pokraduje fazou uZivania stavby, ktoré si ¢asom mozu vyziadat' &innosti oprav,
udrzby a rekonstrukcii. Zaverecnou fazou zivotného cyklu stavby je likvidacia stavebného
diela.

Casto sa tulohy akompetencie facility manazéra spajaju s fazou uZivania, teda
prevadzkovanie budovy anajmi s potrebou riadenia prevadzkovych nakladov. Zapojenie
facility manazéra do Zivotného cyklu vSak moze nastat’ aj ovel'a skor. Idealny pristup je, ak je
¢innost’ facility manazéra implementovana uz v pociatocnych fazach zivotného cyklu
stavebného objektu. Takéto rieSenie ma viacero vyhod a prinasa nemalé finan¢né tspory, ako
pri investicnych nakladoch vystavby, tak aj pri neskorsich prevadzkovych nakladoch (Miske,
2010). Zapojenie facility manazéra do jednotlivych faz a etap zivotného cyklu stavebného
diela, s blizSou $pecifikaciou jeho tloh a kompetencii prezentuje obr. 5.

Fazy Zivotného cyklu stavebného objektu
| J
v

Investi¢ny

vesueny Tvorba - v oy

zamer, L, Realizacia | Kolaudacia Uzivanie Udrzba, opravy, s .

. . | vykonavacich . v . Likvidacia

projektova roiektov vystavby stavby stavby rekonstrukcie
priprava proj

- poradenstvo | - konzultacie, | - priebezna - preberanie - koordinacia | - prepocet - navrh
a priebezné pripomienky kontrola stavby, zabezpeCenia | efektivity uzivanial  likvidacie,
konzultacie, Kk jednotlivym| plnenia uloh | - prevadzkova podpornych stavby, resp.

- definovanie druhom jednotlivych dokumentacial  procesov, - definovanie prepocet
poziadaviek projektov, projektov. - skisobna - nastavenie poziadaviek na efektivity
zabezpecdenia | - optimalizacia prevadzka. efektivnosti udrzbu, opravy dalsieho
facility navrhov. a optimalnehq  a rekonstrukcie, uzivania
manazmentu chodu - navrhy ¢asovych stavby.

zariadenia. harmonogramov.
A
Ulohy facility manaZérov

Obr. 5. Ulohy facility manazérov v jednotlivych etapdch Zivotného cyklu stavebného objektu
(vlastné spracovanie)
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Délezitou fazou zivotného cyklu stavebného objektu, v ktorej mozno v maximalnej
miere ovplyvnit budiuce zékladné prevadzkové néklady, je faza obstarania diela
(predinvesticna faza). Je mozné konstatovat’ ze 50 — 70 % buducich prevadzkovych nakladov
stavebného objektu mozno ovplyvnit uz vo faze obstarania (projektovania) stavebného
objektu. Vystupom projektového procesu, ktory je sucastou pripravnej fazy investicného
procesu, je projektovd dokumentéicia. Urcuje objemovo-dispozi¢né a materidlové riesenie
stavebného objektu. ViacSina prevadzkovych nédkladov je podmienend priestorovym
a materialovym rieSenim a jeho technickym vybavenim. Tieto faktory najviac predurcuji
energetickll naro¢nost’ stavebného objektu a jeho prevadzkovu udrzbu.

O budtcej vyske zakladnych prevadzkovych nakladov stavebného objektu v projektovej
faze investi¢ného procesu rozhoduju priamo obstaravatel’ (investor, developer, projektant, ale
aj facility manazér) a nepriamo platné Standardy, normy, limity, Stitne a iné stimuly.
Zaclenenim facility manazéra na zaciatku obstarania stavebného objektu uz pri spracovani
investicného zameru je z aspektu strategickych ciel'ov subjektu (obstaravatel’a) nevyhnutné.

Facility manazér ako konzultant by sa mal zacastiiovat formulovania limitnych
podmienok zadania pre navrhovu a projektovu fazu. Facility manazér by mal dokézat na
zéklade svojich skusenosti definovat’ poziadavky na uzivanie stavebného diela z hladiska
budticich zakladnych prevadzkovych nakladov. Specifikuje optimalny funkény program
priestorového vyuzitia stavebného objektu (napr. znizenie nevyuzitych ploch) z hladiska
budicich uZzivatelov, povrchy niektorych konStrukcii (steny, podlahy) z hl'adiska buducej
udrzby, materidlové rieSenia konstrukcii z hl'adiska buducej udrzby a oprav, ako i podrobné,
infrastrukturalne a technické zadania na technické vybavenie stavebného objektu. Skoré
a spravne definovanie takychto poziadaviek na dany objekt je nevyhnutné. Facility manazér
hlavne v koordinacii s investorom a projektantom definuje poziadavky na objekt z hladiska
strategickych cielov a tak zabezpeci znizenie prevadzkovych nakladov a lepSie zabezpecenie
sluzieb facility manazmentu smerom k uzivatel'ovi stavby.

Na zaklade skusenosti z prevadzky podobnych objektov vedia facility manazéri
formulovat’ svoje poziadavky v nasledovnych oblastiach (Somora, 2006):

e Standard a typ technického vybavenia budovy,

e Standard a typ povrchov interiéru a exteriéru z titulu odolnosti a distitenosti

povrchov,

e nazor na priestorovu koordinaciu rozvodov technického vybavenia z titulu kontroly
a udrzby,
nazor na systém podruzného merania a ovladania médii,
nazor na Cistenie objektu — jeho interiéru a exteriéru,
nazor na moznu ochranu objektu,
nazor na prevadzku odpadového hospodarstva,
nazor na flexibilitu priestorov a mozny rozvoj objektu.

5. Zaver

Naklady Zivotného cyklu stavebného diela predstavuji suhrn nakladov zo vSetkych faz
zivotného cyklu, ktoré je vSak vramci danej analyzy nutné prepocitat’ na Cistd sticasni
hodnotu. Viacsina prevadzkovych nakladov je podmienena priestorovym a materialovym
rieSenim a jeho technickym vybavenim. Tieto faktory najviac predurcuju energeticku
narocnost’ stavebného objektu a jeho prevadzkova udrzbu. Modernym, ekologickym
a ekonomickym rieSenim je vystavba energeticky efektivnych budov, ktoré mimo svojho
ekologického pristupu, spifiaji poziadavky minimalizicie energetickej naroGnosti ich
prevadzkovania. Facility manazér méze svojim aktivnym pristupom uz vo faze obstarania
stavebného diela ovplyvnit’ vySku budicich prevadzkovych nakladov. Facility manazér by
mal spravne zadefinovat’ poZiadavky na vytvorenie zdzemia pre outsourcerov jednotlivych
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podpornych sluzieb v objekte, ako su upratovacie, hygienické, tdrzbarske, stravovacie,
administrativne a mnoho d’alSich sluzieb, pre kazdy objekt Specifickych zloziek prevadzky.
Facility manazér by mal definovat’ jednotlivé konstrukéné prvky ako napr. naslapnu vrstvu
podlah, povrchové Upravy stien, efektivne rozmiestnenie vstupov a iné tak, aby boli naklady
na ich udrzbu minimalne. V ramci konstrukénej pripravy projektu by mal facility manazér
vzniest’ poziadavku vhodného obvodového plasta s dostatocnym tepelnym odporom, ktory
bude zabranovat' tepelnym stratam, a tak bude prispievat k znizovaniu nakladov na
vykurovanie. Akceptovanie pripomienok facility manazéra ich zapracovanim do navrhu
projektu stavebného objektu moéze prispiet k efektivnemu riadeniu sluzieb facility
manazmentu vo faze uZivania stavby a prediZeniu Zivotnosti stavebného diela.
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KAPITAL STRUKTURALNY JAKO SKLEADNIK KAPITALU
INTELEKTUALNEGO I OGNIOWO TWORZENIA WARTOSCI
W KREATYWNYCH PRZEDSIEBIORSTWACH

STRUCTURAL CAPITAL AS A COMPONENT OF INTELLECTUAL
CAPITAL AND VALUE CREATION DIPPED IN CREATIVE
ENTERPRISES

ANETA SOKOL

Abstract

The focus of this article is subject concerning structural capital and its role in the creation of value in
creative enterprises. The lack of a uniform definition adopted raises many problems e.g. of cognitive
nature, and also the discussion on the phenomenon. Structural capital has become a special resource
for shaping and creating the creative development of small and medium-sized enterprises next capital
physical and financial, the importance of which has been marginalized today, becoming the slave
resource in relation to such factors as intellectual capital. The efficient use of innovative processes is
created in the business and this and market economies which is one of the main factors of competitive
advantage.

Key words: intellectual capital, structural capital, creative company.

1. Wstep

Wielu teoretykow, jak 1 praktykow udowadnia, ze podstawowym zasobem
determinujacym rozwoj jest kapital intelektualny i jego poszczegodlne komponenty. Wartos¢
tworzona jest obecnie przez produktywno$¢ i innowacje, a obie wynikaja wilasnie z tego
kapitatu. Wykwalifikowani pracownicy, czyli odpowiednio wyksztatceni praktycy staja si¢
glownym Zrodtem zysku, marginalizujac tym samym zasOb pracy, ziemi oraz kapitalu
rzeczowego 1 finansowego. Czynnik ten uznany dzi§ na S$wiecie za nadrzedny zasob,
napedzajacy rozw6j nowoczesnych gospodarek, nie bylby jednak mozliwy do
wykorzystywania w procesach gospodarczych, bez udzialu pozostatych materialnych
zasobOw. Osiggniegcie sukcesu gospodarczego powinno wykorzystywac zatem efekt synergii,
rozumiany jako efekt taczenia sit w dziedzinach komplementarnych, ale takze pozornie
niekomplementarnych.

Stwierdzi¢ nalezy zatem, ze wspolczesnie podstawe zrOwnowazonego rozwoju
gospodarczego w nowoczesnych podmiotach gospodarczych stanowig umiejetnoSci
i zdolnosci do tworzenia, wykorzystania najnowszych osiagnie¢ w dziedzinie nauki i techniki
W Zyciu organizacji co stanowi przewage konkurencyjng. Zatem kapital intelektualny,
aw tym i strukturalny, dzigki wtasciwemu przetwarzaniu i wykorzystywaniu staje si¢ zrodtem
innowacyjnosci.

W zwiazku z powyzszym w dalszej czgsci artykutu zaprezentowane zostang definicje
kapitatu intelektualnego, w tym strukturalnego odnoszace si¢ do przedsigbiorstwa. Ponadto
zostanie przedstawiona autorska koncepcja kapitatu intelektualnego organizacji tworczej,
ktora taczy w swojej podstawie teoretycznej wieloaspektowos¢ tego pojecia. Klasyfikacja
sktadnikow KI przyjeta przez autorke zostala opracowana réwniez w oparciu o przeglad
literaturowy w tym zakresie, wykorzystujace jednocze$nie wiedze interdyscyplinarng taczaca
nurty badawcze z gruntu ekonomii, zarzadzania, psychologii, pedagogiki, socjologii,
kulturoznawstwa, religioznawstwa, etiologii.
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2. Geneza kapitalu intelektualnego
Obecnie wielu teoretykoéw, jak 1 praktykow zycia gospodarczego podejmuje si¢

definiowania tego poj¢cia. Powstajg coraz to nowsze proby opisu prezentowanego zjawiska.

Z jednej strony tworzg one pewng przestrzen pojeciowa, ktora pozwala na skategoryzowanie

tego zjawiska a z drugiej powstaja nowe niescislosci 1 pytania. Samo pojecie kapitalu

intelektualnego nie jest tatwe do zdefiniowania, obejmuje ono zaréwno zjawiska, jak tez

zachodzace miedzy nimi relacje i procesy (Mikuta, Pietruszka-Otryl, Potocki, 2002, s. 34).
Zdaniem M. Mroziewskiego (2008, s. 12-13) szczegolny dorobek w rozwoju idei

kapitatu intelektualnego wniesli ponizej wymienieni autorzy:

1. William Petty (1623—1687). Opisal teori¢ bogactwa narodowego, w ktorej po raz
pierwszy wprowadzit czynniki produkcj