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A goal of the Conference

The conference builds on its fourteen-year tradition and continues not only in tradition but also
an established quality. The goal of the 15" International Scientific Conference 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,
international human resource 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
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SOCIAL RESPONSIBILITY IN SPORTING ORGANIZATIONS -
TRENDS AND RECOMMENDATIONS

PATRIK FERENC, KRISTINA POLACKOVA, MICHAL VARMUS

Abstract

Social Responsibility is important in today’s modern and dynamic times not only for business
enterprises but also for other organizations. In this paper, we focused on socially responsible
business organizations working in the field of sport. A very important element in socially
responsible business is human potential. On the one hand, the influence of the club’s employees
and managers on the quality of socially responsible business and community action and, on the
other, through socially responsible entrepreneurship and club management we influence people
around us — the community (children and their parents), sponsors, athletes, fans, other clubs,
etc. Based on the analysis of current trends in social responsibility and the analysis of the current
state in sports clubs in Slovakia and England, recommendations are suggested in which sport
clubs (as well as other sports organizations) should focus on quality and effectively pursuing
socially responsible business, thereby positively influencing the potential of their employees
and managers (as well as coaches and athletes) and the potential of the people who are affected
by club.

Key words: social responsibility, sporting organization, sport club, human potential,
stakeholders, community.

Classification JEL: M12 — Personnel Management; Z2 — Sports Economics.

1. Introduction

In the last three decades social responsibility has become increasingly prominent (Aguinis
& Glavas, 2012; Campbell, 2007), also within the corporate strategy of creating social value
(Porter & Kramer, 2011). One of the ways in which social responsibility can be defined is the
positive or ‘responsible’ attitude of the company towards all stakeholders (Blasi, Caporin
& Fontini, 2018). This is also confirmed by Chen & Wang (2011), Alafi & Hasoneh (2012) and
Galbreath & Shum (2012), who demonstrate in their study that social responsibility has
a positive impact on stakeholders. Overall, however, social responsibility represents mainly the
intensive involvement of key internal and external stakeholders in the day-to-day activities of
organizations. This process enables a more effective response to changing expectations and the
demands of society and the environment. In the context of social responsibility, focus on key
areas such as accountable and transparent procurement, employee care, honest access to
customers, ethical management of the organization, environmental protection, and
cooperation and local community development (MPSVaR SR, 2018).

The approach of stakeholder management in the field of sport through socially responsible
business can be followed in the developed countries since the 1990s. Clarke (2004) argues that
this boom creates pressure on the management of sports organizations not only to achieve the
stated goals, but also to require transparency and accountability to stakeholders. Blowfrield
& Murray (2008) report that this approach in the field of sport can be traced, in particular, to
the athletic club’s approach to the community and subsequent backward access and strong
community relations to the club. If a club fails in this direction, the community perceives this
failure as much as mistakes in other areas, and these tolerances are far less tolerant. This has
the effect of increasing pressure on individual employees and managers of sports organizations,
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who have to pay attention to compliance with individual commitments and promises to the
community. Therefore, employees and managers of sports organizations must be led to develop
their potential in expanding their knowledge and skills in the field of socially responsible
business. Such development of potential can be accomplished through regular training,
mentoring and education so that employees and managers gradually become more and more
aware of the importance of social responsibility not only as a charitable or philanthropic activity
but also as a key element of the organization’s management strategy (Porter & Kramer, 2006)
which protects the reputation of the company, promotes competitive differentiation, brand
development or competitive advantage (Dean, 2003; Mullen, 1997). An example is the UK,
where organizations employ qualified employees who are trying to use social responsibility as
a strategic tool within the management of an organization. The use of this tool in strategic
management has helped and constantly help UK sports organizations to increase the attendance
of organized events (Walters & Tacon, 2010). In essence, it can be said that the use of this tool
within the corporate strategy helps sport organizations achieve one of the basic goals, namely
through the development of the community to achieve targeted stadium attendance.

The aim of paper is to search the social responsibility in business organizations working in
the field of sport. Based on the analysis, synthesis, comparison and generalization of current
theoretical trends in social responsibility and the analysis of the current state in sports clubs in
Slovakia and England, recommendations are suggested in which sport clubs (as well as other
sports organizations) should focus on quality.

2. Social responsibility in sporting organizations through the development

of human potential

Organizations operating in this sector are specific in several respects. They often use mass
media to communicate, work with youth and are often leaders influencing the surrounding
society. They have many followers. They are part of the current society, and the public
perceives them as pillars with significant influence in individual communities (Brown et al.,
2006; McGuire & Fenoglio, 2004). Therefore, it can be said that these companies have a greater
responsibility towards the surrounding society than commercial organizations (Smith
& Westerbeek, 2007; Babiak & Wolfe, 2006). Their indirect influence in communities can be
seen, for example, in the form of physical and mental health of youth, as well as changes in the
level of criminality and education in young people. The community and its members can
therefore be understood as one of the major stakeholders.

Considering that social responsibility is one of the key components, it can be said that there
is a relationship between the social responsibility of the organizations and their stakeholders
(Carroll, 1991, 1999; Pava & Krausz, 1997; Maignan & Ferrell, 2004; Campbell, 2007). This
relationship is also confirmed by the stakeholder theory, which represents a conceptual
framework for business ethics and organizational management (Duckworth & Moore, 2010;
Friedman, Parent & Mason, 2004), addresses moral and ethical values in managing the
organization’s relationships with its stakeholders. What does it mean for organizations involved
in sports? Over the past 20 years, several studies have been dealt with on this issue. Individual
academics have examined stakeholders’ relationships with sporting events, governing sport
clubs, identifying stakeholders in the field of sport, and also the power and legitimacy of
stakeholders in the field of sport, it can be said that the theory of stakeholders considering to
individual parameters of business environment is of greater importance in the field of sport
(Putler & Wolfe, 1999; Trail & Chelladurai, 2000; Morgan, 2002; Wolfe &, Putler, 2002;
Friedman & Mason, 2004; Parent & Deephouse, 2007; Leopkey & Parent, 2009).

It is necessary to understand that an organization operating in the field of sport has a direct
relationship with the community and also has obligations towards it. Oftentimes, some
obligations are contrary to the organization's commercial goals, but they can’t even be ignored.
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As Donaldson & Preston (1995) contend, the organization is a collection of cooperative and
competitive interests, which, however, together form a common internal value for the
organization. In order to create maximum value for the organization and its stakeholders, it is
necessary to define and understand the stakeholders, to combine the company policy with the
requirements of the interested parties, and finally to intensely involve key internal and external
stakeholders in the day-to-day activities of the organization. How can this be understood in
practice? For example, engaging external stakeholders and staff in joint activities such as
community support activities (charitable programs). However, in order for individual
employees to be interested in such activities, it is necessary for them to be properly managed
and motivated by their superiors. Through the development of their personality, experience and
interpersonal and soft skills, it is possible to achieve a deeper understanding of the various
factors influencing the organization’s set policy, the creation of the value of the organization
(Post, Preston & Sachs, 2002; Freeman, Laplume, Sonpar & Litz, 2008) and continuous
building of trust (Jones, 1995).

2.1. Social responsibility in sports clubs

Professional sports clubs have become, over time, very influential economic and social
institutions around the world. The sport sector has a great popularity around the world and
a very strong position in relation to the public. What social responsibilities do individual sports
stakeholders (athletes, trainers, team owners, league members and global sporting organization
staff) have on themselves? Sports organizations, as well as individuals, create strong links with
the community in which they perform various social activities. These activities include
individual volunteering, educational initiatives, charitable donation, community development,
awards for fans, health-related initiatives, and various environmental programs (Walker & Kent,
2009). This statement is also confirmed by Durant, who states in his study that professional
sports organizations are a unique opportunity to promote social and environmental awareness,
but also that the public expects such behaviors from sports organizations (Durant, 2016). It is
therefore possible to say that activities in social responsibility sports organizations can be
divided into four categories: philanthropy; community engagement; youth activities, and
environmental activities. As the most influential element of social responsibility within the
mutual relations of sports clubs with the community, consider Babiak et al. (2012) activities in
field of philanthropy.

2.2. Influence human potential on social responsibility in sport clubs

We can understand the relationship between human potential and social responsibility from
two basic perspectives. The first is that, within a socially responsible business, we are
committed to developing the human potential of our employees and managers and,
consequently, all other people represented by other stakeholders that we influence through our
activities (the impact on children and youth in the community, their families, partners, etc.). It
is paradoxical that the responsibility for managing and developing human potential — the
responsibility for a continuous and purposeful process of constantly raising the qualification-
personality level and motivation of all people in the organization — is that part of the
management that all interested actors try not to see, obliterate, mislead or any transfer to
someone else (Blaskova, 2011).

However, shifting or avoiding this responsibility is very badly affected by efforts to
increase the club’s success by dynamizing and streamlining all business processes. This is for
the club to achieve sustainable development of potential by creating added value for internal
(employees and managers) as well as external (other stakeholders) environment. In this social
perspective, the work interests and motives of employees are at the center of attention (Mathis
et al., 2016; Gelens et al., 2014; Robbins & Coulter, 2004). In this context, employees can be
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understood as internal customers, they are influenced by working conditions, activities and
working relationships in the club. Within internal communication, it is necessary to ascertain
the feedback on whether the employees know about the social impact of the club’s activities,
how they value the social responsibility club and how they personally participate in internal and
external social responsibility activities. In the context of this feedback, it is important to point
out that employees are also required to motivate (such as recognition and remuneration for
participation in such activities and also by recognizing their concrete results) and not only rely
on their self-motivation in the area of social responsibility. By properly motivating and
communicating (internally and externally) to achieve the personal values of employees
reflecting the values of society, organization will reach out to the community and other involved
parties in society in the most positive light, which will ensure loyalty and trust on their part. An
increasingly important fact is that the quality of people in clubs shows the efficiency and quality
of the club’s future performance. By developing the human potential, organizations continue to
develop their greatest strategic advantage, or at least (if the organization is not too successful),
seek to gain a competitive advantage through targeted formation of the potential of their
employees (Blaskovd, 2003).

The second glance is about how the potential of employees and managers affects the quality
and efficiency of doing socially responsible business. The basic element in organizing social
responsibility is the implementation of social responsibility values into organizational culture
of club. Such insertion of social responsibility values into an organizational culture of club is
only possible through employees. This means that the values that a club wants to apply and
have its roots in an organizational culture of club require employees to decommission these
values in an appropriate way, already in the process of managing and developing human
potential, such as the process of recruiting and the orientation process. In these processes,
when a new employee is already involved in an existing team, it is necessary to familiarize the
employee with the club, to highlight why society is important for society and how it is fulfilling.

Responsibility is one of the attributes of man, that is, part of his potential. If we associate
other parts of human potential such as empathy with responsibility (Wakabayashi et al., 2006;
Cooper, 2013) and interest in its surroundings, such a person is supposed to be a manager
(employee) who promotes and applies the values of a socially responsible enterprise. The
impact of the human potential of employees and managers can also be applied on disseminate
a good awareness of the club’s values towards the community, for example by publishing
stories about how employees are working together to meet the vision and mission of the club,
how they get talents, and programs are applied, and so on. Many authors (Lozano & Camps,
2008; Ashridge, 2008; Moulden, 2007; Stranberg, 2004) agree that human resources experts
play a key role in helping to achieve social responsibility goals and values in the application of
social responsibility.

2.3. Modern trends of social responsibility

Dynamics of business environmental also has a strong impact on social responsibility.
Therefore, businesses must regularly adjust their social responsibility activities in the light of
current changes in business environmental. Modern trends include, for example, targeting
organizations to address socio-political issues. Organizations should take steps to improve the
everyday problems that trouble the community (Hessekiel, 2017).

Within the community, it will be necessary to reflect on the growing up of Generation Z in
the coming years. From 2018 onwards, the trend towards adapting social responsibility to the
demands of Generation Z will be trending to become mature and more aware of this issue. This
group of people expects and monitors whether organizations are genuinely fulfilling their
promises of being socially responsible organizations. At the same time, this group will influence
social responsibility activities as potential employees as well. This means that social
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responsibility needs to be adjusted within the organization and more closely to the needs of
employees (Garcia, 2018). This is confirmed by McPherson (2018), who claims that it is
necessary to focus on social responsibility activities not only on the area of own employees but
also on customers and communities. They should pay attention to the transparency and
accountability of human rights suppliers and work together as part of a community-led
initiative. Similarly, Stoddard argues that organizations should engage and support individual
public activities and be more socially oriented (2018).

In addition, social responsibility will continue to apply the importance of maintaining good
relationships with partners and key stakeholders. It will continue to be very important for
organizations to build correct partnerships and focus on youth that is very important for the
future (Sustainability Academy, 2018).

2.4. Perception of social responsibility by sports organizations

As mentioned, the field of sport is very specific, even in the area of social responsibility by
individual stakeholders. In the field of sport, several academics have been involved in this field.
For example, Walters & Tacon pointed out the direct link between social responsibility and the
issue of managing sport organizations, who, in the course of their research, found that attitudes
and opinions differ on this issue not only in terms of belonging to the stakeholder but also within
the stakeholder itself (Walters & Tacon, 2010). The main findings of their research can be
considered:

« Organizations in England do not want to be regulated but at the same time they want to
actively address social responsibility within the relationship with the community
(towards the community).

« Organizations in England are aware of the importance of the community as a strong
partner and mutual trust with him.

« Opinions within a single community on common issues often vary greatly.

« Organizations in England consider the community of supporters a key stakeholder.

« Organizations in England are aware that if they want to get financial resources from the
community, they need to bring back some added value to the community.

« Organizations in England are aware that they have to behave responsibly towards the
community, but they cannot do all the activities that the community wants, because
responsibility for the existence of the organization does not bear the community
(Walters & Tacon, 2010).

Similar analyses are also carried out in Slovakia. In 2014, it was found that in Slovakia, up
to 60% of tennis clubs in Slovakia are interested in working with the primary school to improve
the movement of children. This found comes from our questionnaire survey. Survey consisted
from 424 primary school. At the same time, up to 83% of them would be interested in
participating in physical education lessons. These findings confirm not only awareness of the
importance of the community at tennis clubs in Slovakia, but also their active efforts to engage
in activities within the community. These facts have also been pointed out in England (Walters,
Tacon, 2010), as one of the key building blocks of community relations. Positive feedback can
be seen as an assessment of school children’s mobility abilities after a year of cooperation. In
this case, the schools on a scale of 1 to 10 evaluated the change in the children’s physical
abilities and the average rating of 424 schools was 8.3 points out of 10 points. It can be said
that mutual cooperation and implementation of social responsibility activities has a positive
impact not only on the sport organization and its perception on the part of third parties, but also
on the community, towards whom the sports organization performs the activities.

10
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2.5. Perception of social responsibility by individual stakeholders

Individual stakeholders expect organizations to respect their commitments to them. Since
the mainstream social responsibility trends can include addressing community-related issues, it
is needed to know what the community needs from a sports organization. It is needed to know
their motivation to understand the requirements. The main motivational factors include group
affiliation, emotional stimulation, self-identity, and environment. Their demands are not only
socialization, leisure time or satisfaction of their own emotional needs, but also requirements
for the surrounding environment, the environment, youth development, or overall prosocial and
ecological behavior.

3. Conclusion

In the field of sport, corporate responsibility has moved from the periphery of
organizational activities to a position that is now a central part of the strategic management of
clubs. It has previously been argued that corporate social responsibility and sport are naturally
common (Smith &, Westerbeek, 2007), as well as the importance of stakeholder theories for the
management of sports organizations (Friedman, Parent& Mason, 2004) and this confirms the
findings. The sporting environment is very dynamic and organizations working in this area must
focus on social responsibility among key stakeholders (employees, community, partners, youth,
etc.). Social responsibility affects the attitudes of such stakeholders as well as their behavior
towards the organization. Sports organizations must therefore fulfill their social commitment to
them. Sports organizations need to integrate social responsibility into their culture, they need
to take part in social responsibility in their activities. As social responsibility by De George
(2006) is based on at all levels of the organization, it is important for organizational staff outside
the organization to behave in the sense of social responsibility to represent an organization in
line with its corporate culture. Stakeholders perceive this behavior and form a reputation for the
brand. Evaluate the brand of a sports organization by the level of their requirements. These
organizations need to know their expectations so that they can meet all the requirements of the
stakeholders. It can help to communicate with interested parties. Overall, the proper
implementation of individual activities can help sport organizations gain a competitive
advantage and a desired position within the community.

Given the facts, it can be said that for sports organizations, given the specifics of the
environment and stakeholders, it is very important not only to address the issue of social
responsibility, but to carry out their activities in this area correctly. Here are some
recommendations for sports organizations:

Focus on the needs of Generation Z. As mentioned, the Generation Z is adolescing, and
it is very important for sports organizations to think that this group of people is starting to
mature and has different demands than Generations X and Y. It is very important that in their
activities they also think of satisfying their needs. Generation Z thinks more not only more
ecologically but also expects the organizations that follow to be transparent and also ‘pro-
community .

Focus on community needs. Within this stakeholder, sports organizations have to engage
in community-based activities, but it is also important to build community activities. It is
important for them to adhere to their declarations and promises they have given them. Their
reputation is highly dependent on these activities.

Representation social responsibility of organization by the employee. It is important that
when employees are out of the organization, employees do not forget about the organization
they are joining and that their performance is not in contradiction with the social responsibility
policy of the organization. This will provide high quality training for employees and their
stronger links to corporate culture. This means that the organization must have social
responsibility strongly embedded in corporate culture.

11
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Focus on employee onboarding. In order for employees to better understand the idea of
a social responsibility organization, it is important to have a thorough training in their
onboarding process. It is important for the onboarding process to understand the link between
social responsibility and corporate culture and to identify this issue.

To be a transparent organization. In addition, sports organizations should also be
transparent in relation to their partners. In a dynamic business environment, partners expect
to work with organizations that do not hide anything from them.

Cooperate in youth development. The last recommendation is to focus on youth and to
carry out activities in favor of youth development. It is necessary for sports organizations not
only to carry out activities and to develop youth development programs, but also to cooperate
on the activities organized by the community or other public organizations for youth
development, since the youth are very important for the future and for their development and
health have devoted themselves to sporting activities.
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FAKTORY OVLIVNUJICI P]ERSONALNi STRATEGII POLICIE
CESKE REPUBLIKY

FACTORS AFFECTING THE RECRUITMENT STRATEGY
OF THE POLICE OF THE CZECH REPUBLIC

PETR JEDINAK

Abstract

The article focuses on personnel work while accenting the recruitment of new members of the Police of
the Czech Republic. Every organization changes its strategy with regard to its internal environment.
So this contribution points out the factors influencing the strategy substantially. This applies even to the
Police of the Czech Republic. The Police of the Czech Republic are an armed security force established
by the National Council Act dating from 21%June, 1991. By its very nature the Police of the Czech
Republic serve the public. Their duty is to protect the security of persons, property and public order and
to prevent criminal offences. The Police also meet their tasks on the basis of the Code of Criminal
Procedure also carry out other duties dealing with the internal order and security required by laws, legal
regulations of the European Communities and international agreements which are part of the legal order
of the Czech Republic.

The Police of the Czech Republic are subordinated to the Ministry of the Interior. It consists of the Police
Presidium, units having a republic-wide competence, Regional Police Directorates and units managed
within Regional Directorates. Fourteen Regional Directorates are established within the Police of the
Czech Republic by law. The territorial regions of the Regional Directorates are identical with the
geographical areas of fourteen administrative regions of the Czech Republic.

Key words: strategy, the Police of the Czech Republic, the human resources of the organization, police officers.

Classification JEL: M12 — Personnel Management.

1. Uvod

Kazda organizace méni svou strategii ohledem na vnitini prostiedi. Pfispévek poukazuje
na faktory, které tu strategii podstatnym zptisobem ovliviiuji. To plati i pro Policii Ceské
republiky. Zaméfeno na oblast persondlni prace s prioritou na ziskavani novych ptislusniki
do fad Policie Ceské republiky. Strategii lidskych zdroji lze definovat jako strategicky
a logicky promysleny pfistup k fizeni nejcennéjSich statkli organizace, tj. v ni pracujicich lidi,
ktefi jako jednotlivci i jako kolektivy ptispivaji k dosazeni jejich cila (Armstrong, 2002, s. 27).
V bezpecnostnich sborech jsou zaméstnanci oznacovani jako pfisluSnici, kteti vykonavaji

sluzbu ve sluzebnim poméru k Ceské republice. Bezpe¢nostnim sborem se rozumi i Policie
Ceské republiky (Zdkon ¢. 361/2006 Sb.).

2. Management Policie Ceské republiky

Cinnost Policie Ceské republiky Fidi policejni prezidium v &ele s policejnim prezidentem.
Policejni prezident odpovida za cCinnost policie ministru vnitra. Policejnimu prezidiu
jsou podtizeny jednak ttvary s celostatni paisobnosti a jednak krajsk4 feditelstvi policie. Utvary
s celostatni plisobnosti zfizuje ministr vnitra na navrh policejniho prezidenta. Krajska feditelstvi
policie jsou ziizena zakonem. Policejni prezidium zejména urcuje cile rozvoje policie, fesi
koncepci jeji organizace a fizeni a stanovi tikoly jednotlivych sluzeb. V ramci Policie Ceské
republiky pusobi sluzba potadkové policie, sluzba dopravni policie, sluzba cizinecké policie,
letecka sluzba, pyrotechnicka sluzba, ochrannd sluzba, sluzba kriminalni policie a vySetfovani
a dalsi specializované sluzby. Policejni prezidium rovnéZ analyzuje a kontroluje ¢innost policie,
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Vytvaii policejnim utvarim podminky pro plnéni jejich tkolti a koordinuje jejich ¢innost
pii plnéni tkoll, které presahuji jejich izemni nebo vécnou plisobnost.

Krajska tfeditelstvi policie jsou utvary s izemn¢ vymezenou pisobnosti. Slouzi vefejnosti
na vymezeném teritoriu. V ramci krajskych feditelstvi mohou ptisobit dalsi teritorialni Gtvary,
které jsou jim podtizeny. Tyto zfizuje policejni prezident na navrh krajského teditele. Existuji
v hlavnim mésté Praze a dalSich velkych méstech.

Utvary s celostatni ptisobnosti plni specifické a vysoce specializované tkoly na celém
uzemi statu. Neékteré poskytuji specificky servis ostatnim policejnim utvaram, jiné se
specializuji napiiklad na odhalovani organizovaného zlo¢inu nebo korupce a zavazné finanéni
kriminality, zajist'uji ochranu prezidenta republiky a dalSich tstavnich ¢initelti nebo obstaravaji
policejni vzdélavani, sluzebni ptipravu a policejni sport (Macalikova a kol, 2017, s. 5).
organizace. Jeji uloha je nezastupitelna. Lidské zdroje predstavuji ze vSech zdrojd, jimiz
organizace disponuje, nejvyznamnéjsi zdroj, ktery rozhoduje o jeji uspéSnosti. Formovani
efektivniho persondlu organizace se uskuteciiuje realizaci zakladnich persondlnich ¢innosti,
mezi které napf. patti (Mladkova, Jedindk, a kol. 2009, s. 75):

Vytvéfeni a analyza pracovnich a sluzebnich mist.
Planovéani lidskych zdroju.

Ziskavani a vybér piislusniki do Policie CR.
Pfijimani a orientace ptisluSniki.

Rizeni vykonu sluZby, jeho hodnoceni a odmé&fovani.
Vzdélavani a rozvoj piisluSniki.

Persondlni informacni systémy.

3. Tvorba strategie Policie Ceské republiky

Vyty€ené strategie organizaci statnich organizaci v dne$ni dob¢é musi vychdzet z pevnych
praktickych pozic a ze solidnich informaci o hospodaiské a spolecenské realite, nikoliv pouze
Z urCitych prani a ideali. Strategie musi obsahovat i silny prvek kritiky a sebekritiky. Strategii
organizace by mély dikladné znat a jeji plnéni zabezpecit vSichni manazeti organizace a plné
respektovat by ji méli vSichni zaméstnanci organizace. Velmi silnym prvkem, jenZ ma vliv
na vnimani strategie zaméstnanci organizace, je jeji nastavena a respektovana kultura (Jedindk,
2012, s.9).

Policejni prezidium Ceské republiky (dale jen ,,policejni prezidium®) zpracovalo analyzu
soucasného stavu policie zaméfenou na pocetni stavy policistl po uspornych opatfenich
v ptedchozich letech a na stav majetku Ceské republiky, s nim? je policie piislusna hospodafit.

Byly zjistény vyznamné negativni dopady uspor realizovanych v minulosti v dusledku
nepiiznivé ekonomické situace statu, které se postupné projevuji jednak na bezpe€nostni situaci
v Ceské republice obecné, jednak vniting v policii zvySujici se potiebou obnovy a doplnéni sil
a prostredki vyuzivanych k plnéni ukolt uloZzenych pravnimi piedpisy.

Podana informace o souCasném stavu a moZzné varianty feSeni nepfiznivé situace
ve sttednédobé budoucnosti v oblasti lidskych zdroju, tj. prislusnikt a obanskych zaméstnancti
Policie Ceské republiky. V nasledujicim textu jsou navrhy opatieni fidicich vztahi, vysty
utvarl a sluzeb policie vzéjemné propojenych a na sobé zavislych v kazdodenni ¢innosti. Na
rozdil od jinych podobné velkych organizaci se v policii vyznamné projevuje celostatni
charakter jeji plisobnosti, kde nedostatky u jednoho utvaru maji vbrzku dopady na utvary dalsi
v jiné &asti Ceské republiky.

Nize uvedend tabulka poskytuje zakladni informace o personalni situaci v Policii CR.
Kedni 1. dubna 2015 je v policii systemizovano celkem 40142 sluzebnich mist
a 9375 pracovnich mist. Na jeden organizacni ¢lanek policie pfipadd primérné piiblizné
15 pracovnikli. Pomér fidicich a fizenych pracovnik dosahoval hodnoty 1:13,6 a pfislusnika
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Policie CR v tzv. ,, primém vykonu sluzby* je 88,7 %. Pro srovnani: v roce 2008 ¢inil pomér
fidicich a tfizenych pracovnika 1:8,4 a v tzv. ,,pfimém vykonu sluzby* bylo 86,3 % policistii.
To znamend, ze policie své rezervy v oblastech fidicich pracovnikli a posilovani ,,pfimého
vykonu sluzby* jiz hledala.

Tab. 1. Rozdéleni sil policie — pocty policistii a zaméstnancii v vitvarech PCR k 1. 4. 2015
(www.policie.cz)

Utvar Policistu Zaméstnanci
Policejni prezidium Ceské republiky 531 833
Letecka sluzba 50 95
Utvar pro ochranu Gistavnich &initel& ochranné sluzby 1211 206
Utvar pro ochranu prezidenta CR ochranné sluzby 213 10
Reditelstvi sluzby cizinecké policie 829 90
Pyrotechnicka sluzba 83 8
Utvar pro odhalovani organizovaného zloginu SKPV 423 46
Utvar odhalovani korupce a finanéni kriminality SKPV 353 61
Narodni protidrogova centrala SKPV 165 15
Utvar specialnich ¢innosti SKPV 119 0
Utvar zvla§tnich ¢innosti SKPV 562 88
Utad dokumentace a vySetiovani zlo&ini komunismu SKPV 20 12
Utvar rychlého nasazeni 117 15
Kriminalisticky ustav Praha 138 30
Krajské feditelstvi policie hl. m. Prahy a ORP Praha I az IV 6406 1482
Krajské feditelstvi policie Stiedoceského kraje 3721 791
Krajské teditelstvi policie JihoCeského kraje 2248 525
Krajské feditelstvi policie Plzefiského kraje a MRP Plzeii 2241 528
Krajské teditelstvi policie Karlovarského kraje 1304 288
Krajské feditelstvi policie Usteckého kraje 3327 740
Krajské teditelstvi policie Libereckého kraje 1314 298
Krajské feditelstvi policie Kralovéhradeckého kraje 1753 397
Krajské feditelstvi policie Pardubického kraje 1244 287
Krajské teditelstvi policie kraje Vysocina 1240 270
Krajské feditelstvi policie Jihomoravského kraje a MRP Brno 3527 745
Krajské teditelstvi policie Olomouckého kraje 1722 397
Krajské teditelstvi policie Zlinského kraje 1248 269
Krajské feditelstvi policie Moravskoslezského kraje a MRP Ostrava 4033 849
Celkem 40142 9375

Ke konci roku 2012 se i pfi probihajici masivni redukei sil podafilo posilit sluZzebni mista
V tzv. ,,pfimém vykonu sluzby* z vlastnich zdroji o 606 mist. V ramci optimalizace vedoucich
mist bylo celkem zruSeno 686 vedoucich mist, z toho bylo 673 vedoucich mist policistl, pocet
vedoucich policisti se tak snizil o 16,6 %. Je evidentni, Ze k 1. 1. 2013 policie zavrSila
své dlouhodobé optimaliza¢ni snahy, které mély za cil zefektivnit fungovani policie se snahou
o vnimani kontextu dopadi globalni ekonomické krize na ekonomiku statu. Policie nalezla
rezervy piedeviim ve velitelskych a $tabnich strukturach (Sulc, 2017, s. 7). Moznosti dalsi
optimalizace bez zmeén struktury teritoridlniho pokryti sluzeb policie v ramci krajskych
reditelstvi policie, rozsahu cinnosti utvari s celostatni piisobnosti a samotného spektra vikolii
policie v pravnim ramci jiz nejsou moznée.
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Pocetni stavy pfislusnikli (a zaméstnancti) policie proSly v minulych deseti letech
sestupnym vyvojem, kdy ze stavu 47129 v roce 2005 poklesly az na stav 38754 v roce 2013.
Zde je tieba zdiraznit, Ze zamér rozvoje policie nepiedpoklada navrat k piivodnim pocetnim
staviam. I po jeho realizaci bude policie Stihlej$i nez pted deseti lety. Cilem intervence do
rozvoje policie je nastavit trvaly ramec vnitini bezpegnosti v Ceské republice na zakladé
objektivizovanych potieb zajisténi jednotlivych tikoll a ¢innosti policie.

Vyznamnym faktorem pro stabilizaci pracovnikli v zavislé Cinnosti, tzn. i policistd, je
odména za tuto ¢innost. PiestoZze v poslednich dvou letech dosSlo k navraceni Casti piijmu
snizeného v letech minulych, soucasna vyse piijmu (bez zapocteni inflace) stale nedosahuje
nomindlni hodnoty pfijmi pfed jejich poklesem. Pti zapocteni inflace je propad jesté
vyznamngéjsi (obr. 1).

Pocetni stavy Police Ceské republiky — evidované stavy policisti 2005 — 2015
49000

47000
45000
43000
41000
39000
37000

35000

1.1. 1.1. 1.1 1.1. 1.1. 1.1 1.1. 1.1. 1.1 1.1. 1.1.
2005 2006 2007 2008 2009 2010 2011 2012 2013 2014 2015

Policie CR 47109 45007 45429 42364 42441 43272 41224 39037 38363 38754 39497

celkem

Obr. 1. Vyvoj poctu policistit — evidované stavy 2005 — 2015 (www.policie.cz)

V ramci tvorby strategie a k adekvatnimu feSeni situace, zeyména s ohledem na predikci
vyvoje bezpecnostni situace v Ceské republice, Evropé a ve svété vibec, musi zcela logicky,
dojit i Kk navySeni poctu policistd, v¢etné jejich zejména odborného a materialné technického
vybaveni, tak, aby policie byla schopna garantovat bezpecny prostor ve staté. Stav z nedavné
minulosti spojeny se zpochybiiovanim jistoty a stability budoucnosti v ramci policie
a nemoznost adekvatniho ocenéni policistii a obcanskych zaméstnancti vede k odlivu odborniki
z fad Policie CR, s dopadem do vsech oblasti jeji ¢innosti. Dosavadni zkugenost s Getnymi
reorganizacemi a redukcemi policie potvrzuje opravnénost tohoto tvrzeni.

Nedostatek policisti na tirovni zékladnich ¢lankd sluzby krimindlni policie a vySetfovani
na uzemnich odborech jednotlivych krajskych fteditelstvi vedl ke stavu, kdy byla setfena
specializace na jednotlivé druhy trestné c¢innosti z divodu nutnosti zajistit zpracovani
registrované¢ (nahlaSené) kriminality takto omezenymi persondlnimi zdroji. Nedostatek
specialistli na zdkladni tirovni s dostate¢nou praxi pak logicky a nutné vedl ke sniZeni personalni
zékladny pro vybér odbornikii pro specializovand pracovisté at’ jiz na trovni jednotlivych
krajskych teditelstvi, ale 1 itvart s celorepublikovou plsobnosti. Chybi tak odbornici nejen na
zavaznou hospodafskou, informaéni kriminalitu ale 1 dal$i oblasti odhalovéani a vySetfovani
trestné ¢innosti shora uvedené. S nardstajici poctem jednotlivych provétovanych podani, stejné
jako se sofistikovanymi zpiisoby jejich spachani, zvySujici se naro¢nosti technologii, stejné
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jako stoupajicimi naroky spojenymi s platnou legislativou, se rapidné zvysuje tato potieba
specializace policistil.

Vyvoj primérného mési¢niho hrubého piijmu v Policii CR se zohledn&nim vplyvu

24000 inflace -
32000 6.0
30000 5.0
Q 28000 4.0
26000 3.0
24000 2.0
22000 1.0
20000 0.0

2003 2004 2005 2006 2007 2008 2009 2010 2011 2012 2013 2014

=== policisté 23522 | 24656 27592 28801 31415 32849 33368 33210 31311 31324 31912 32599

policisté s 23522 23966 26295 26727 28274 27495 27595 26967 24930 23806 23806 24188
vlivem inflace

:;u’ra inflace v 0,1 2.8 1,9 25 28 6,3 1,0 15 1,9 33 14 04
0

Obr. 2. Vztah sluzebniho prijmu a inflace (Www.policie.cz)

Stoupajici naroky na policisty, jejich odbornost a dalsi pozadavky pak pochopitelné zvySuji
I naro¢nost jejich ziskani. Posileni jednotlivych utvarti a organiza¢nich ¢lankt v ramcei sluzby
krimindlni policie a vySetfovani je uvedeno nize v jednotlivych oblastech rozvoje.
Pro zjednoduseni je pro ucely tohoto textu (udaje v tabulkach) do pojmu sluzba kriminalni
policie a vySetfovani zahrnuta i kriminalisticko-technickd a znalecké sluzba.

Tab. 2. Perspektiva sluzeb policie — strategie navysSeni: posileni dle jednotlivych sluzeb v letech 2016 —
2020 (www.policie.cz)

2016 | 2017 | 2018 | 2019 | 2020 | Celkem
Sluzba kriminalni policie a vySetfovani 362 288 213 157 63 1083
Sluzba potadkové policie 261 252 273 271 270 1327
Sluzba cizinecké policie 130 146 146 173 145 740
Sluzba dopravni policie 0 136 105 105 84 430
Dalsi sluzby policie 97 178 63 44 38 420
Celkem 850 1000 800 750 600 4000

Policejni prace je velmi specifickd a vyZaduje odbornou zpisobilost policistli, kterou
ziskavaji v resortnich vzdélavacich zafizenich. S ohledem na fakt, Ze predmétnd vzdélavaci
zafizeni disponuji omezenou kapacitou a samotné ziskani odborné zptlsobilosti je i Casoveé
naroéné, bylo nutno uvedené zohlednit. Proto Policie CR navrhuje rozlozit posileni
0 4000 ptislusnikt do obdobi 5 let. Soucasne¢ dané rozlozeni nevytvaii narazovy dopad do
statniho rozpoctu.

Personalni rozvoj hodnoti policie jako nezbytnou podminku udrzeni a dalsiho rozvoje
celkové tirovné bezpecénosti v Ceské republice. Zaroven vnima lidské zdroje jako tu &ast zdroji
organizace, jeZ je pro jeji zdravé fungovani nezbytnd a kterou v organizacich typu policie nelze
nahradit posilovanim zdrojii dal§ich — finan¢nich, materidlnich, technologickych, informaénich.
Préave lidé se vSemi dal$imi zdroji pracuji a teprve oni vytvareji uzitek organizace, jimz v tomto
ptipadé je bezpeti ob&anti Ceské republiky.
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Tab. 3. Persondlni perspektiva utvari policie: posileni podle jednotlivych sluzeb v letech 2016 — 2020
(www.policie.cz)

Utvar Celkem

Letecka sluzba 9
Utvar pro ochranu tstavnich initelt ochranné sluzby 131
Utvar rychlého nasazeni 11
Policejni prezidium CR 190
Utvar pro odhalovani organizovaného zloginu SKPV 71
Kriminalisticky tstav Praha 17
Pyrotechnicka sluzba 0
Narodni protidrogova centrala SKPV 50
Utvar specialnich ¢innosti SKPV 10
Utvar zvlastnich &innosti SKPV 88
Reditelstvi sluzby cizinecké policie 159
Utvar pro ochranu prezidenta CR ochranné sluzby 37
Utvar odhalovéni korupce a finanéni kriminality SKPV 53
Utad dokumentace a vySetiovani zlo¢int komunismu SKPV 2
KRP Stiedoteského kraje 438
KRP Jiho&eského kraje 214
KRP Plzetiského kraje a MRP Plzen 197
KRP Usteckého kraje 158
KRP Kralovéhradeckého kraje 149
KRP Jihomoravského kraje a MRP Brno 310
KRP Moravskoslezského kraje a MRP Ostrava 228
KRP hlavniho mésta Prahy a ORP Praha I az IV 557
KRP Karlovarského kraje 111
KRP Libereckého kraje 153
KRP Pardubického kraje 142
KRP kraje Vysocina 217
KRP Zlinského kraje 150
KRP Olomouckého kraje 148
Celkem 4000

Préave lidé predstavuji nejvetsi bohatstvi kazdé organizace, rozhodujici o jeji budoucnosti.
Proto je kladen tak jednozna¢ny diraz na udrZeni a rozvoj lidskych zdrojti a péci o né.

Celkova personalni potieba do roku 2020 ¢ini 4 000 policistt. Jakkoli se toto ¢islo mize
jevit jako vysoké, nemélo by se pii hodnoceni identifikované potfeby zapominat na to, Ze
hovotime o policii postupné oslabované v poslednich né€kolika letech (s vyjimkou roku 2014).
Stavy policistt, které po realizaci planu rozvoje na roky 2016 — 2020 dosahnou 44142, budou
inadale o 2987 policisti niz8i, nez pocetni stavy policie pfed zahajenim jejiho
,»optimalizacniho* procesu v letech minulych. V této souvislosti je nutné znovu pfipomenout,
ze soucasti nakladi, které jsou spojené se zvySenim poctu policistii, nejsou pouze platové
néaklady, ale také naklady souvisejici s vybavenim a vystrojenim novych policisti.

4. Zavér

Dle vyroku policejniho prezidenta generalmajora Tomase Tuhého je Policie Ceské
republiky nejpocetngjSim a co do rozsahu a rozmanitosti ¢innosti mnohotvarnym
bezpecnostnim sborem Ceské republiky. Piasobnost jejich sluzeb saha od zajistovani
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bezpecnosti silni¢niho provozu po potirani kriminality, od ochrany vefejného potfadku po statni
spravu ve vécech zbrani a stfeliva, od odhalovani nelegalni migrace po ochranu ustavnich
Ciniteld a objektl zvlastniho vyznamu. Dokladem uvedeného tvrzeni je itato vypravna
publikace, ktera slovem a hlavn¢ obrazem dokumentuje praci ptisluSniki a zaméstnancti Policie
Ceské republiky v mnoha riiznych podobach. Najdeme v ni pyrotechniky i letce, psovody
I potapéce, odstielovace i znalce v riznych oborech kriminalistického zkoumani. Zaroven
vSak vzdéava hold tisicovkam tadovych policistil z obvodnich a mistnich oddé€leni, dopravakad,
kriminalistti a ptislusnikii dalSich sluzeb, kteti dnes a denn¢ svou praci napliuji heslo ,,Pomahat
a chranit” (Macalikova, J. a kol, 2017, s. 3).

Piedkladany zamér rozvoje sil policie vnima policejni prezidium piedevs§im jako investici
do bezpeéi obdant Ceské republiky a do zajisténi funkéniho pravniho statu, v némz je pravo
vymahatelné.

Strategicky rozvoj lidského potencidlu patii spolu s motivovanim, vedenim a efektivni
organizace (Blaskova, 2011, s. 41). To plati i pro Policii Ceské republiky. Za&ina se prosazovat
vyrazngj$i tlak na odvadény vykon sluzby kazdého ptislusnika a to v€etn€ manazerti (vedoucich
policistit). Vykon jejich sluzby neni jen prostfedkem k uspokojovani jejich zdkladnich potieb,
ale nabizi i vzdélavani, kariérovy postup a seberealizaci (Jedindk, 2016, s. 109).
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EXPERIENCES IN THE EXPRESSION OF THE FAIRNESS
OF SPIRITUAL LEADERS IN BUSINESS ORGANISATIONS

RASA KATILIENE

Abstract

This article presents a study with the goal of revealing experiences in the expression of the fairness of
spiritual leaders in organisational culture. The result — expressions of fairness in Lithuanian mid-level
organisational culture as the experiences of spiritual leaders. The study is described on the basis of
P. Ricoeur’s interpretations, grounded on the phenomenological hermeneutics method of A. Lindseth
(2004) and A. Norberg (2004), which are used in the interpretation of interviews. By applying this
method, the prior statements (hypotheses) of the research object are not formulated. The experiences of
leaders can be defined as the prefigured world they live in, configured during the interview. The findings
show that the experiences of leaders, arising from their core assumptions, were revealed through the
golden rule, the ability to recognise and take responsibility for your mistakes, ignoring the status of
employees within their work environment, moral business, moral and ethical decisions, cooperation
without lies, separation of individual truth, truth in legal regulations, mediation, search for objective
truth. Clear experiences in the expression of the fairness of spiritual leaders opened up opportunities for
organisational culture to give rise to such features as high moral standards, saying the truth, and aiming
for objectivity.

Key words: phenomenological hermeneutics, spiritual leadership and organisational culture.

Classification JEL: M12 — Personnel Management.

1. Introduction

Fairness in an organisation is a phenomenon constantly assessed by the people having an
impact on the prosperity of both the organisation (DeConinck & Stilwell, 2009; Moorman,
Niehoff & Organ, 1993) and the individual (Elovainio, Kivimaki & Vahtera, 2002; Liljegren
& Ekberg, 2009; Brown & Berson, 2003; Endriulaitienée & Medisauskaiteé, 2012). Experiencing
this phenomenon encourages researchers to analyse the connections between fairness and the
interpersonal relationship of the leader and their followers at work — this is a person who, based
on their experience and worldview, finds and provides to the action a functionally correct
decision with respect to social gestalt (of which they are part) and for this receive moral reward,
personal spiritual expression, associated with its implementation and their evolving personality,
achieving significantly more (Kvedaravicius, 2005). Therefore, leaders require the skills to
pursue and ensure fairness within an organisation. Even though a justice-based work
atmosphere creates a sense of security, shows appreciation for the employees, fellowship and
membership (Fry, 1998; Van Prooijen, Bos & Wilke, 2004; Tyler, 1994; Dipboye & Colella,
2005; Hou, Smith, Tyler & Lind, 1996), in this process less and less attention is focused on the
role of the leader.

J. S. Adams was one of the first to begin research on fairness in the work environment (De
Cremer, Van Dijke & Bos, 2007). Since the 1960s, in his first works, organisational fairness
attracted a lot of attention from researchers, particular experiencing a surge over the past two
decades (Shi, Lin & Wang, 2007; Endriulaitiené & Medisauskaité, 2012). One of the
assumptions as to why so many people are dissatisfied with their work, why many organisations
are unable to make use of their employees’ talents, ingenuity and creativity, never becoming
prosperous and sustainable — the imperfect paradigm of human essence or the wrong approach
to human nature (Covey, 2004). The fundamental human dimensions (body, mind, heart and
soul) reflect the four needs and motivations of all people: to live (survive), love (to
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communicate with each other), learn (grow and develop), and to be useful (to live a meaningful
life and leave a mark). People, taking into account how they are treated and what opportunities
are provided to them to reveal their entire nature, consciously or unconsciously decide how
much they should devote themselves to their work. Today, in the age of information
(knowledge), only a persons respected in every way and working in a comprehensive
organisation [i.e. if they are justly compensated (body), well-treated (heart), their creativity is
valued (mind) and opportunities are provided to serve with integrity for the benefit of other
people (soul)] chooses well-meaning cooperation, sincere dedication, or they experience
creative satisfaction (Covey, 2007). Therefore, an employee’s social identification is part of
their self-awareness, reflecting the individual’s relationship with the group and covering three
aspects: their feelings in a group, intra-group relationships and their self-awareness as a member
of a group (Taifel, 2010; Cameron, 2004; Endriulaitiené & Medisauskaité, 2012). Within an
organisation, a leader brings with them a message about fairness, as well as being the one who
makes the right decisions.

Thus, with the appearance of the new paradigm’s leadership theories, leadership extends
its range through emotional, social, ethical and moral aspects (Silingiené, 2012). They merge
sociology, psychology, and philosophy, while new concepts of leadership and leadership skill
development models are created. Therefore, the integration of spirituality and spiritual
intelligence into organisational culture is a new paradigm which drastically changes the
traditional thinking about the philosophical foundations and practice of business. Awareness of
organisational culture attributes, which shape higher employee motivations, allows
identification of employee behavioural models that correlate spiritual leadership, the highest
goal of which is to build and manage a continuously improving and learning organisation and
liberate the best human qualities, as well as help people develop inner harmony for the benefit
of their leaders, their followers and other concerned subjects (Fry 2003, 2005; Fairholm, 1997,
1998). However, what has not been explained yet is what organisational culture attributes
emerge when spiritual leadership affects the inner motives of employees and what conditions it
creates for individuals to integrate in the organisations in which they work.

2. Methodology

The methodology for this study is based on post-modern philosophical provisions, the
interpretive paradigm of the cognition of reality, and the strategy for qualitative research on the
subject of phenomenological knowledge.

Sample. The interview was carried out with leaders selected during the leader spirituality
level assessment study (see in detail: Bakanauskiené & Katiliené, 2012) — those whose general
spirituality estimate was the highest. Such a sampling of respondents was chosen with the aim
to ensure the reliability of the study’s data. Ten top-level leaders of ten companies were
interviewed.

Method. The hermeneutic phenomenological approach was selected (Lindseth & Norberg,
2004). It includes the traditions of phenomenology as a descriptive methodology used to study
and describe phenomena as they appear in the experienced world in order to identify and
disclose their meaning, and hermeneutics (Ricoeur, 2000) which allow to perceive the interview
text and relate it to what is being said in the interview and also the meaning that the text
contains.

There also exists a practical basis as to why the qualitative research method was selected:
1. Itis intuitively understood that the phenomenon, as an object of scientific research, exists;

however, there is a lack of concrete evidence for its existence.

2. Qualitative research is very useful in the final stage of understanding a social phenomenon,
in seeking to illustrate the aggregated data on the social object, define the theoretical model
in a more detailed manner, to reveal details of its components’ interaction.
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3. With the tools of qualitative research, we can seemingly delve into the natural environment,
the daily activities of the employees, seeking to understand those factors that are dependent
on the people’s preparedness and their position, which determine the phenomenon in
question.

4. For dealing with some problems, it may be more appropriate to express the test results as
a simply-written text, where the logical and emotional components are compatible. Such
a result is an effective tool for shaping public opinion, influencing decision-makers, etc.
(Bitinas, Rupsiené & Zydzinnaité, 2008).

Hence, the phenomenological hermeneutic method was selected as the data analysis
method for a qualitative study, while an interview tool was created based on the key
assumptions identified in E. Shein’s (1985) organisational culture model.

Data collection. Interviews were selected as the instrument for collecting the data for this
research. The interview technique — an individual, semi-structured interview. Interviews with
the respondents were held in free-form, based on questions prepared ahead of time. E. Schein’s
(1985) already-mentioned core assumptions were selected as the basic building blocks for the
semi-structured interview. The character of human nature, the nature of human relationships,
the nature of human activity, the nature of reality and truth, the nature of time and space — these
were the basis for the formation of the qualitative study’s interview instrument.

Data analysis. After meeting with the respondents, the interviews were written down first
of all. By reading them, a naive understanding was formed. Given below is an example of the
formulation of a naive understanding of the interview text (see Table 1).

Table 1. Example of a structural analysis of the narrative (own study)

Text Naive understanding
<...still want to mention that we are Feeling at an organisation means feeling comfortable and
a transparent company, we do not have | transparent because of paid taxes. It also means enjoying contact
‘dark accounting’, all taxes are paid...> with employees by paying deserved money.

After naive reading, the text was then divided into meaning units, which are abbreviated
and their sub-themes, themes and main issues are isolated; they have been tested by comparing
them with the naive understanding. Finally, the text is read one more time, the topics are
considered by comparing them with literature on living experience and a clear understanding is
formed (see Table 2).

Table 2. Example of a structural analysis of the narrative (own study)

Meaning unit Condensation Sub-theme Theme

<...still want to mention
that we are a transparent Having fair accounting

company, we do not in company and paying Being moral in business. High moral standards.
have ‘black accounting’, all taxes.

all taxes are paid...»

Tool. In aiming to choose the appropriate method for the spirituality-oriented business’
signs of organisational culture identification test, the variety of organisational culture’s
definitions and assessments were evaluated on the basis of B. Stiftung’s (2007) three
distinguished conceptualisation basics. Each of these perspectives is based on a different
paradigm, which determines different assumptions about culture and its different evaluation
methods (Stiftung, 2007), (see Table 3).
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Since spiritual leadership consists of values, attitudes and behaviour, in aiming to develop
the spirituality of the leader and others [this spirituality comes from vocation and membership
(Fry, 1998)], in order to reveal which of the features of organisational culture are revealed in
the presence of spiritual leadership, it was relied on E. Schein’s model of the organisational
culture levels and an analysis of the core assumptions, structuring the features of spiritually-
oriented organisational culture in accordance with the aspects of the expressions of spiritually-

oriented organisational culture, as distinguished by D. Zohar and 1. Marshall (2004).

Table 3. Three different perspectives of culture (Stiftung, 2007, adapted from Sackmann, 1990)

Culture as a variable

Culture as a metaphor

Culture as a dynamic construct

Assumptions
about culture

Culture is an
organisational variable
that can be manipulated

Culture is a metaphor for
understanding life in
organisations;
organisational reality is
socially and symbolically
constructed

Culture is a dynamic construct;
organisational reality is socially
constructed and organisations
produce culture (including
cultural artefacts)

Paradigm

Social facts/rational-
mechanistic

Interpretative

Pluralistic

Predominant
interest in
culture

Manipulation, e.g.,
managing, controlling
and changing the relevant
culture variable for the
best performance

Deep and rich
understanding of a
particular cultural setting
with a focus on
organisational symbolism

Understanding of the cultural
context of an organisation for
effective culture-aware
management (‘tapping the culture
potential for a competitive
advantage’)

Assessment of
culture and its
purpose

Focus on questionnaires
and visible tools to
identify (sub) variables
that can be manipulated

Ethnography,
storytelling, in-depth
interviews, discourse
analysis to render rich

descriptions of a

Multiple methods; qualitative and
quantitative; perceptions and
observations, triangulation

particular cultural setting

On the basis of the anthropologists A. L. Kroeber and C. Kluckhohn (1952), E. Schein
(1985) studied six deeper dimensions, according to which the core assumptions are formed: the
nature of reality and truth, the nature of space, the character of human nature, the nature of
human activity, the nature of human relationships. E. Schein’s (1985) cultural model was
selected because it is consistent, widely used in both research and practice. He differentiated
various levels and different components, paying more attention to the core assumptions
(Stiftung, 2007). This model is suitable for examining organisational culture in a metaphorical
manner. Nevertheless, as an organisational culture assessment method, in practice it isn’t used
as extensively, because it requires a lot of time and, due to its intricacy, is difficult to fulfil. The
researcher needs to be experienced in performing clinical interviews, monitoring, analysis and
interpretation of data (Stiftung, 2007). Therefore, E. Schein’s conceptualisation of
organisational culture was only the basis for creating the research instrument for a semi-
structured interview, as it is perfect for metaphorically examining organisational culture
through the spiritual leader’s living experience, using the phenomenological hermeneutics
method.

Research ethics. The application of the phenomenological hermeneutic method and the
end results are discussed on the basis of the criterion formulated by L. Yardley (2000):
sensitivity to context, researcher’s preparedness, the study’s transparency and integrity, its
meaningfulness and applicability, which help answer the most frequently asked questions about
the validity of the formulated topics and interpretations — close to all studies carried out on the
basis of the qualitative research methodology. It is only natural that doubts in regard to the
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reliability of qualitative studies are related to the researcher’s subjectivity. Sensitivity to context
is related to responsibility in interpreting data and publicly presenting the work to the scientific
and business community. In communicating with leaders, anonymity was guaranteed, and this
led to open and sincere communication during the interview. The researcher’s advantage was
hands-on experience, not just theoretical knowledge. For the interview participants this was
somewhat of an opportunity to communicate in familiar terms and talk about various business
processes with the knowledge that they will be understood. Also, the age characteristic of the
researcher came into play — the study was taken seriously, particularly highlighting that almost
everyone (particularly Bachelor’s Degree students) received answers. Targeted respondent
selection also revealed that the research topic was of interest to the respondents, which is why
they were open to talking about their experiences in the organisations that they headed.

The author grows their competence as a researcher at methodological seminars, special
supervisions, and consultations. This helped gain additional knowledge on performing
qualitative research as well as how to carry out a high-quality and consistent study.

Based on the requirements of the research transparency and integrity dimension, the
research procedures were carried out in such a way as is required by the general description of
the Lindseth and Norberg (2004) method, while the research process is described in a clear and
detailed manner. The interview’s transcripts and structural tables are coded; each step of the
performed study is clearly laid out (illustrated through examples and quotes). The results are
presented as interpretative and, inevitably, subjective. The performed research answers the
study’s question. It corresponds to the selected philosophical research perspective and analysis
method.

Meaningfulness and applicability of the study: Although there is no possibility to transfer
or generalise the results of the qualitative study to a broader group of business leaders, ‘in the
process of even investigating the experience of one unique individual, we can learn much about
the phenomenology of human being in general’ (Hycner, 1982). On the other hand, ‘we can
claim that qualitative studies in of themselves are useful in the sense that they often describe in
detail and give structure to a certain experience; however, carrying out qualitative studies takes
too much time and effort to be worth doing just for the sake of a phenomenon of theoretical
interest. Most of the results of the qualitative survey are actually very practical, as they
themselves are closer to practice and a specific context’ (Matulaité, 2013). Therefore, the goal
of this study was to reveal what characteristics of organisational culture are revealed and how
organisations, headed by spiritual leaders having different leadership experience, are similar in
a cultural aspect. This study’s purpose and applicability is revealed even more clearly when one
considers that the study results are part of a mixed study, extensively complementing and
echoing the quantitative study.

3. Findings

This topic reflects the experience of leaders, arising from their core assumptions that are
revealed through high moral standards, expression of truth and the aim for objectivity (Table 4).

In examining high moral standards, we can see that the leaders of the organisations value
self-reflection, i.e. to not lie to oneself, and encourage following the ‘golden rules’: “(...» do
not treat others as you would not want to be treated yourself, everything else is just belles-
lettres ... I think we can apply this — don 't treat your clients as you wouldn’t want to be treated,
don’t treat your suppliers as you wouldn’t want to be treated ... in that same manner don’t treat
nature, your environment, in such a way that it would hinder you” (VI.10R). Leaders also
ignore the employee’s status in the workplace environment. Workspaces are created by demand,
not by employee status. In such an environment, ethical business decisions are made, related to
the responsibility of all the groups concerned. Ethical and moral decisions are highly rated in
the organisations of the leaders under review. Even in difficult times, the organisation makes
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ethical decisions; it is not allowed to cheat customers or partners in regards to profit indicators.
The name of the organisation speaks for itself. Respect and responsibility correlate in making
managerial decisions on the company’s target results. ‘Ecology through personal and team
values is included in the decision-making on attaining the goals of the company: “(...» The
‘smart’ format is well-known, or not, and adding an ‘e’ to it creates the ecological factor; in
essence, ecology can include personal and team values, only then approving as a valid goal
that which is in line with the ecological component. Period” (11.4R). The companies
participating in the study support moral business. Business is based on fair practices and ethical
behaviour: “¢...» being paid under the counter was never a thing in our company, and we do
not plan to make it so; this is not the road for a company to follow. We do not have this and, as
| said — such transactions that go against our conscience are not tolerated. Neither | do so, nor
do I permit this of my division heads” (1X.8R). Companies conscientiously keep records and
pay taxes. The business’ success is related to the workers’ integrity, which, according to the
leaders, is the result of the education of both the leader and their followers. Employees in these
companies are confident about their future with respect to their salaries, while clients —
regarding settlements. Therefore, the leader is able to retain the company’s best employees even
in difficult times, as well as maintaining good relations with the shareholders.

Table 4. ‘Fairness’ in spiritually-oriented organisational culture (own study)

Abstraction Sub-theme Subject
‘Golden rule’

The ability to admit and be responsible for one’s own mistakes
Ignoring employee status in the work environment High moral standards
Moral business

Moral and ethical business decisions
Cooperation without lies Intolerance for lies
Distinguishing individual truth

Truth in legal regulations

Need for expert in settling dispute — mediation
Search for objective truth

Fairness

Aim for objectivity

Intolerance for lies is expressed through cooperation, when only the truth is said in the
organisation — without reservations. It is a constant companion of everyday work and the key
value of a leader. Both within the organisation and in dealing with external clients or partners,
lies are not tolerated. The common value of the clients and the company are created by mutually
not lying: “...» there are situations where, as partners, in some negotiations we could bluff our
way through or something like that. But in this area we have set for ourselves the task that we
do not lie — we have the principle that if we create a common value then we are prepared to
share it and | would say that we are in line with such high moral standards when we make
decisions” (11.6R). Lying to a client cannot be tolerated in a company: “«...» there cannot be
any sort of telling of untruths, as this doesn’t have any prospects” (11.7R). Leaders notice that,
in order to curb lies, people need to learn to admit their mistakes. Such internal agreement is
relevant in the culture of these organisations: “This means that if we do something wrong, then
we say it as it is and it’s easier to live with that. You don’t have to remember what you said to
whom, and, in the end, one mistake, a second mistake, are usually forgiven by the shareholders
and the clients, by the press or anyone else, so, yes, | guess that is true ” (11.6R). According to
the survey results, the lack of lies in the organisation gives rise to trust and openness, which
encourage efficient cooperation of the team.
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The leaders in the segment of Lithuania under review are characterised by their aim for
objectivity, which manifests itself as truth in legal regulations, the chronological measurement
of time in an organisation, the search for objectivity and mediation (the need for an external
expert in settling disputes). Leaders reveal truth through their personal experiences and the truth
IS presented as it is perceived. In our work we are faced with many different opinions; however,
subjective defence of the truth is not tolerated within the company. The truth is perceived as
a presentation of facts without interpretations or based on documents regulating operations. It
is attempted to find the most objective version of the truth: “In principle, truth is objective.
| always try for it to be objective, in all areas, not only my work. But in most it is subjective,
each one pulling the rope towards themselves and imagining that theirs is the only truth”
(11.10R). Therefore, a leader is objective and truth is understood as the presentation of objective
information. Failing agreement, there is a need for external experts to help solve the dispute:
“¢...» then you need a judge who would say ‘yes, here they are doing the right thing, and here
— behaving wrongly’ ¢...»” (VIL.1R), we need “(...» the emergence of an authority to assess
professionally the communication ¢...»” (VII.5R.)

The leaders’ objectivity also manifests through the organisation’s time measurement
features. If personal time is considered more as a limited resource that needs to be assessed and
spent meaningfully, then the organisation’s time is understood in very concrete terms as a tool
for measuring the organisation’s activities. This becomes clear by chronologically
differentiating time into certain stages. Milestones reached by the organisation are reflected by
time which is divided into the organisation’s successful and unsuccessful years. And although
time is understood as a universal measure, nevertheless, time in an organisation is a tool for
framing people’s activities (no matter how loosely).

Based on the study’s findings, it was established that one of the groups of the features of
organisational culture, expressed through the experiences of spiritual leaders in business
organisations, is fairness.

5. Discussion and conclusions

Giving meaning to the leader’s vision through works is related to the hope and faith
attributes in the spiritual leadership theory: assurance of expectations, the belief that the
organisation’s vision, purpose and mission will be fulfilled, trust in the maximum efforts of the
team and believing in the significance of the mission. According to G. W. Fairholm (1998),
spiritual leaders define the group’s moral ‘tone’, on which depends the mood of the company’s
employees. From the perspective of ethics and values, leaders have an impact on the
identification and consolidation of personal, team, and organisational values. Ethics are the
most important field of leadership due to the nature of the leadership process and the need to
draw in followers in order to reach common goals (Fry, 2003). L. W. Fry (2003) links high
moral standards to the introduction of quality standards. The results of this research, carried
out in Lithuania, only confirms this, claiming also that the leader encourages moral business by
making ethical decisions and ignoring prioritisation of employee status. High moral standards
are expressed through the ability to accept and be responsible for one’s own mistakes. The
company doesn’t hide unpleasant news, but rather encourages disclosure and looks for ways to
solve problems. So, we can claim that the vision of spiritual leadership expressed high moral
and ethical standards, which, according to L. W. Fry (Fry, 2003), are linked to enthusiasm,
meaning of one’s work, and employee dedication. Therefore, an interpretation is presented of
the leader’s and followers’ interaction, as expressed in organisational culture.

Interaction of the leader and follower in spiritual leadership reflects the revelation of
a sense of vocation and a sense of membership. The study results revealed that membership in
the context of organisational culture, among other qualities, is expressed through intolerance
for lies and aims for objectivity. Intolerance for lies in organisational culture is related to the
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search for truth. “The basic values of truth — wisdom and faith. Both these values are directed
towards the knowledge of reality”(dramaviciiutée & Martisauskiené, 2009). The research
revealed that in an organisation the expression of truth is considered a value. However, the
concept of truth itself at the organisations under review is special and differs from the concept
presented in spiritual leadership theories. Analysis of the research data allowed to exclude the
aim for objectivity, establishing what is right and what is not. In this case, it is not enough for
leaders to be guided by vision and values. Leaders invoke the support of legal regulation, facts,
and external experts. Despite admitting that an organisation has a lot of subjectivity (opinions,
decisions, etc.), the aim of being objective remains very important. It is synonymous with truth,
which should have a shared understanding within the organisation. Therefore, knowledge of
reality is based on logic and facts, but not faith and wisdom.

The results of the empirical research showed that the expression of fairness could be
evidenced by organisational culture properties, which emerge in organisations under a spiritual
leader. The fairness of spiritual leadership manifests through the aspects of organisational
culture. It means that clear experiences in the expression of the fairness of spiritual leaders in
business organisations opened up opportunities for organisational culture to give rise to such
features as high moral standards, saying the truth and aiming for objectivity.
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THE MARKETING APPROACH TO RECRUITING, RETAINING
AND MOTIVATING EMPLOYEES

JOSEF KOUBEK

Abstract

Contemporary organisations have to face the difficulties in recruiting and retaining employees.
It seems that one of the most effective way to do it is application of marketing approach and
marketing methods. This application can be called personnel marketing. It attempts at attracting
people attention on quality of organisation as employer and at emphasizing advantages of
employment in the organisation. It facilitates searching for high-quality people, recruiting
them, retaining them and empowering their appurtenance to the organisation. It could be an
effective tool in areal of motivating people.

Key words: personnel marketing, staffing, motivation.

Classification JEL: M12 — Personnel Management.

1. Introduction
The contemporary staffing processes and methods have to react on the changing conditions

and changing environment. Particularly, there are two factors, which are making the new

staffing processes and methods necessary:

1. A very turbulent environment characterized by global competition.

2. A very intensive demand for skilled and flexible labour, which is primarily effect of
organisations effort to expect from skilled labour a competitive advantage and an
opportunity, how to overcome the impact of the turbulent environment and the global
competition.

The turbulent environment and the global competition force organisations to be flexible
and to be ready for change. But to be flexible, it means to have flexible employees, being ready
for changes not only from the point of view of professionality, but as well from the point of
view of personality. Consequently, organisations try to attract and recruit people, who have not
only the needed skills, but as well, the needed personality features, the right motivations, the
right attitudes to work, and who are flexible and ready for change. Unfortunately, the
competency of organisations searching for such individuals on the labour market is increasingly
intensive and it is increasingly difficult to recruit such individuals. And — as well — it is
increasingly difficult to retain such individuals in organisations.

The organisations can attempt to face the difficulties in recruiting and retaining employees
in different ways. But it seams that one of the most effective way is application of marketing
approach and marketing methods. This application can be called personnel marketing.

2. Concept of the personnel marketing

This term is used rather in the German literature and practice. But mostly it is used as
a terminological neologism for employee recruitment, when some of the marketing approaches
are used for facilitating recruitment. (See, for example Strutz, H.: Handbuch Personalmarketing
/Handbook of personnel marketing. Wiesbaden, Gabler, 1989). But, for the moment being, it
seems that there doesn‘t exist any rounded-off concept of the personnel marketing.

Now, | would like to try to present my own view of the personnel marketing as a tool of
recruiting, retaining and motivating employees.
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First of all, we have to start from a general definition of marketing. For example The
Concise Dictionary of Management by David A. Statt (1991) defines marketing as “The series
of processes by which demand for goods and services is identified, supplied, anticipated, or
manipulated. It relies heavily on such functions as advertising and market research.” And it
continues: ,,Fundamentals of this philosophy is an understanding of what the customer
wants...*

If we start at this definition, we could define the personnel marketing as an application of
marketing approaches in the human resource management, first of all in recruiting and
retaining the necessary staff of organisation, which is based both on making good image of
organisation as employer and the labour market research. Most of the tools of making good
image of organisation as employer act at the same time as tools of motivating employees.

In other words said, the personnel marketing attempts at attracting people attention on
quality of organisation as employer and at emphasizing advantages of employment in the
organisation. It facilitates searching for high-quality people, recruiting them, retaining them
and empowering their appurtenance to the organisation.

| believe that the key task of the personnel marketing should be the making good image
of organisation as employer.

3. Options and tools of the personnel marketing
There exist many options and tools how to do it. Let‘s mention at least some of them:
e Observance of laws and respecting rights, interests and needs of employees.
e Care for working conditions and working environment.
e Special programmes for new employed school-leavers and graduates and programmes
for the other new employed individuals.
Fair compensation policy and compensation system.
Programmes of employees development, fair career opportunities.
Organisational training programmes, existence of systematic training and development.
Organisational social policy a social programmes.
Employment security, non-dismissal commitment.
Benefits programmes.
Humanisation of work, diversified and interesting work, delegation and empowerment.
Employee participation.
Open communication with employees.
Friendly and harmonic interpersonal relations in organisation.
Public presentation of organisation, mass media policy.
Friendly and attractive organisational culture.
Collaboration with schools and universities.

Collaboration with students and their organisations.
Collaboration with recruitment agencies.
Collaboration with public job centres (labour offices).
Collaboration with trade unions.

Collaboration with professional organisations, specialist associations and scientific
societies.

Collaboration with local and other public authorities.
e Sponsoring, charity.
e Ecological activities.
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As well the well-considered, fair and friendly human resource management and especially
approach to individual personnel functions can contribute to the good image of organisation as
employer. For example:

e Job design can contribute, if it is based rather on principles of motivational, biological
and perceptual approach than on mechanistic approach, and consequently, if jobs in the
organisation are friendly, interesting and bring high motivation and high job satisfaction.

e Recruitment can contribute, if the potential and real candidates are fair and well treated
and considered as the equal and respected partners, if they are given all the necessary
and true information about job and employment conditions, no potential candidates are
discriminated and job offer (e.g. advertisement) is formulated along the rules of
effective offer.

e Selection can contribute, if it is based strictly on competence of candidates and not on
any other criteria (e.g. sex, age, connections, political party membership, religion, etc.)
and if the fair, relevant and acceptable selection methods are used.

e Performance appraisal can contribute, if it is fair, uses the relevant criteria and equal
approach to individual employees, if it is participative activity showing effort to help to
the appraised one. It mustn‘t be based on criticism only, but first of all the appreciation
and acknowledgment should be present.

e Employee deployment should be based strictly on objective competencies and not on
any subjective criteria, personal likes or aversions.

e Compensation and benefits is function extraordinary influencing the good image of
organisation as employer. The compensation should be strictly based on clear,
understandable and acceptable criteria, e.g. performance, merit, competency etc., and it
should respect internal and external equity. Benefits should first of all respect needs of
employees, including individual needs, and they should be attractive for them.

e Training and development is the human resource function, which extraordinary
increases attractiveness of organisation as employer. Training and development has
many advantages not only for the organisation, but it increases the ability of employees
to compete on labour market inside and outside the organisation, and as well as it
contributes to their careers, their earnings increase, etc. In fact, training and
development is part of employee compensation. Therefore, the organisations offering
the systematic training and development have competitive advantage on labour markets.

e Employees care influences as well the attractiveness of organisation as employer. It
empowers good relations between employees and employer, increases satisfaction of
employees and thus it is a very effective tool facilitating recruitment, retention,
motivation and commitment of employees.

e Labour relations, particularly interpersonal relations, relations between managers and
employees and relations with trade-unions also contributes to attractiveness of
organisation as employer.

No less important ingredient of the personnel marketing there is the labour market
research, or better said, the research of external conditions influencing the staffing and
staff functioning in organisation. In connection with this research the organisation has to
inquire into:

¢ Situation on the labour market and the competing offer of jobs, particularly in the area
surrounding the place of organisation.

e Population development, first of all the features of labour resources replacement, and its
territorial differentiation.

e Economic situation and condition for business in the particular state or region.
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e Social situation and value-orientation of people, especially everything, which influences
labour supply on the relevant labour market and tendencies of people to prepare
themselves for particular professions (i.e. fashionability of individual fields of
apprenticeship or study among young people) or willingness of people to work in
individual working patterns (e.g. shift work, weekend work etc.). The family
orientations and plans of women are another point of interest.

e Technology, which is used or usable in the organisation.

e Characteristics of settlement, especially characteristics of housing and flats,
environment quality, and residential attractiveness in the area surrounding the place of
organisation.

e Geographical mobility of population and factors facilitating or retarding the
geographical mobility of labour force.

e Political and legislative conditions, first of all laws concerned with the area of labour,
and as well the economic policy and employment policy in the state or region.

e Changes in demand for goods or services of the organisation.

e Changes in demand for goods or services of suppliers and customers of the organisation.

e Level of openness of national economy and its changes, first of all the free turn-over of
goods, services and labour.

4. Conclusion

If we summarize, then the personnel marketing means to understand, what both potential
and real employees want and need, to understand conditions and factors influencing
organisational labour need and as well possibilities, how to satisfy the mentioned need.

It seems that personnel marketing application can improve the organisational human
resource management and it can contribute to competitiveness of organisation. After all, there
IS possible to see a very positive effect of personnel marketing application in two big Czech
companies, Skoda Auto and Czech Telecom (now O2). Skoda Auto established a specialised
department of personnel marketing several years ago, while Czech Telecom had position of
specialist in personnel marketing in human resource department. Both organisations made
a note of very positive effect and decided to develop the personnel marketing approach.
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BHEILIHMI BUJ COTPYIHUKA KAK JETEPMUHAHTA
JEPEKPYTHUHT A

APPEARANCE OF THE EMPLOYEE AS A DETERMINANT
OF THE DECRUITMENT PROCESS

ANNA KRASNOVA

Abstract

People who are characterized by attractive appearance in the modern labor market are perceived as
reliable, smart and determined employees. As a consequence, they have a great chance of finding a job,
a higher salary and even a promotion. At the same time, the appearance may affect the duration of the
employment of a worker and even lead to dismissal. The purpose of the article is to present the problems
of the appearance of employees in terms of decruitment. Analysis of the literature and conducted survey
have shown that the appearance of the employee can determine the layoff.

Key words: decruitment, layoffs, dismissal, appearance of the employee, diversity.

Classification JEL: M12 — Personnel Management.

1. BBenenme

Ha npoTsbkeHnH MocaeIHuX NECITUICTUH, TPpo0IeMaTHKa BHEITHETO BHJIa COTPY/IHUKOB,
cTaja OJHOW M3 Haubojee MOMYJSIPHBIX TeM OOCYXKJICHHH, CIIOPOB M HCCIICAOBAaHUM, Kak
CTECIUAINCTOB, 3aHMMAIOIIMXCS YIIPABIICHUEM TIEPCOHAIOM, TaK U MPEICTABUTEICH HAYUHBIX
cdep. BaenHuii BU COTPYTHUKOB SBISCTCS DJIEMEHTOM UX MHIAMBHYaTbHON HICHTUYHOCTH,
a TaKKe CTAHOBUTCSA MPEIMETOM YIPABJICHHs MHOrooobpasuem coTpyaHukoB (diversity
managemenet), (Arredondo, /996, c. 8).

[To moBoay BMemaTenbcTBa pabOTONATENs] BO BHEIIHUI BUJ COTPYAHHKOB B HAYUHBIX
U TMYOJUIIMCTHYECKUX CTaThsX, KaK MPAKTUKHA, TaK M TCOPETUKHU, MPHUACPKUBAIOTCS JBYX
MIPOTUBOIOJIOXKHBIX MHEHHUH. HEKOTOpbIE M3 HUX CUUTAIOT, YTO BHEIIHUI Bl COTPYJIHUKA HE
JIOJDKEH BIIUATH Ha €0 PO eCCHOHATBHYIO )KU3HEACITEIbHOCTD U TI0ATOMY paboToIaTes b He
UMeeT TMpaBa JAMKTOBAaTh CBOMM pPaOOTHHKAM TO, KaK OHH JOJDKHBI BBITJIS/ICTh, WUCIIOJHSS
ciyxeOHbpie 00s3aHHOCTH. C Apyrod CTOPOHBI, T.K. BHEIIHUW BHUJ SBISETCS AJIEMEHTOM
YEJI0BEUECKOM HUJECHTUYHOCTH, CJIeI0BATEILHO, OKa3bIBaET HETOCPECTBEHHOE
1 3HAYUTEIILHOE BIIMSHUE HA €r0 BOCIIPHUITHE (B TOM YHCJIC B MPO(HECCHOHAIBHBIX CUTYAIHSIX ),
paboTomarenst MOKET 3a00TUTh BHEIITHUI BUJI COTPYHHKOB IPU UCTIOJTHEHUH UMH CITYKEOHBIX
00s3aHHOCTEH.

ParnuoHabHBIM Ka)KeTCS MHEHHE, YTO TO, KaK BBINJISIUT COTPYAHUK, MOXKET OTPa3HUThHCS
Ha €ro BOCIPHATHU KJIMEHTaMH, MapTHEPAMH WIH JAPYTUMH CTEHKXOJAepaMH KOMITAHUU —
paboromarens. Kpome Toro, BHEITHHI BHJ] YEIOBEKAa UMEET HEIOCPEJICTBEHHOE BIIMSIHHUE Ha
ero NMcuxopu3nIeCKoe OJaromnoydne, yBepeHHOCTh B ce0e, a 3HAYUT U PEIIMMOCTh JIOCTUTATh
[TOCTaBJICHHBIE LIEITH.

Pe3ynbTaThl HCCIIEAOBAHU#, TIPOBEICHHBIX B Pa3HBIX CTPaHaX, YKA3bIBAIOT HE TOJBKO Ha
HETIOCPEJICTBEHHOE BIUSHHE BHEIIHETO BHJA COTPYAHUKOB, Ha HMX MNPO(ECCHOHAIBHYIO
xu3HeaeaTenpHoCTh (Sikorski, 2013), Ho 1 Ha aKTyaJIbHOCTh JAaHHOM IPOOJIEMAaTHKHU B 00JI1aCTH
yIIPaBJICHUS YEIIOBEUCCKUMHU PECYPCaMHU.

Llenvio dannoii cmamvu ABISAETCS MPEACTABIICHUE BIMSHIS BHEITHETO BUA COTPYIHUKOB
Ha MPUMEHEHHE 10 OTHOIICHWIO K HUM JICHCTBHIA, CBS3aHHBIX C PAaCTOPKCHUEM TPYIOBOTO
J0roBOpa (IePEKPYTUHTOM).
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2. Bausinue BHemIHero Bujaa, Ha NPo(eCCUOHAIBbHYIO JKM3Hb YeJI0BeKa

B nowuckax oTBera Ha BOIPOC: OKA3bIBACT JIM BHEIIHUN BHJI COTPY/JAHHUKA BIUSHUE HA €rO
npodeccHoHaNbHYIO KU3HENEATENbHOCTh, HEO00X0IUMO CchHOpPMYIHpPOBATh OMNpECICHUE
BHEIIIHEr0 BUJa COTpyAHUKA. COTNIACHO TMHTBUCTHYECKOMY U TOJIKOBOMY CJIOBApIO ,,BHEUTHUNA
BU/JI/BHEUTHOCTH” 3TO COBOKYIMHOCTh BHEIIHHMX MPU3HAKOB WHIUBUAYAIbHOW HACHTUYHOCTHU
JAHHOTO 4EeJOBEKa, KOTOpas BIMSAET HA €ro BU3YaJlbHOE BOCHPHUATHE APYTHUMH JIIOJbMH
(academic.ru;, Toaxoeviii cnosapv Ooicecosa). BHemHMA BUj SBISETCS OJHOM W3 JBYX
COCTABJIAIOIIMX XapaKTEPUCTUKHU YeIIOBEKa (,,BHELTHUI 4eoBeK”), (Anopocosa, CunenvbHuxos,
2014, c. 27) n BKIrOUaeT B ceOs XapaKTEPUCTHKH BHEIIHOCTH YEJIOBEKa, €r0 COLUAILHOIO
cTaryca v (pU3uOJIOTHYECKOTO COCTOSHUSI.

Taxum 00pazom, XapaKTepU3UpPyst BHEIIHUI BU MOXHO BBIICIHUTD CICIYIOIINE YIEMEHTHI
BHEIIIHETo BUa coTpyanuka (Illanaesa, 2012, c. 688; Baprawkuna & Kozybenko, 2011, c. 13,
15; Strzatka & Kaszycka, 1990):

e ®duznueckas NIpUBIEKATEIbLHOCTD (KapHALIUA, POCT, (pUrypa, 4epThl JIULA);

e CTHUIb OEXKIBL;

e OmnpsATHOCTH U YUCTOTA.

dwu3nyuecKkas MPUBIIEKATEIILHOCTD YEIOBEKA YaCTO aCCOIUUPYETCS ¢ MPOPECCHOHATHIMOM
U ycmexoM B Kapbepe. [10 MHEHHIO CIIEIHaIMCTOB, 3aHUMAIOIINXCs KoMMyHuKaien (Rola
atrakcyjnosci fizycznej w biznesie, PARP), moutu 70% TOro0, Ha 4T0 MBI OOpaIaeM BHUMaHHE
Ipy B3aWMOJCHCTBHUM C JAPYTMM UYEJIOBEKOM — O3TO BHEWHUN Bui. Dusznuecku
MPUBJIEKATEIbHBIC JIIOAM BOCIIPHHUMAIOTCS IPYTUMH Kak 0oJiee MHTEIUIEKTYaJIbHO Pa3BUTHIC
u HezaBucuMmble (Rola atrakcyjnosci fizycznej w biznesie, PARP). UccienoBanue, mpoBeICHHOE
B [lonbme B 2009 roxy cpenu 1125 B3pocibIX mokasajio, 4To, 10 MHEHMIO IOJIABJISIOLIETO
OOJIBIIMHCTBA PECMOHJICHTOB, (pU3MUecKasi MPHUBIEKATENLHOCTh CIIOCOOCTBYET yCIEeXy Kak
B JINYHOH, TaK U B MPOPECCHOHATBHON KHU3HM, a MOYTH 1/3 pecroHACHTOB 3asBIIAET, YTO
MIPUBJICKATENbHBIN BHEITHUHA BU/I SIBISIETCS OMPEIEIISIONIMM B IOCTHXKEHUH ycIiexa Ha paboTe.
BaxkHocTh ¢usznueckoro o0IMKa YeloBeKa MOMUYCPKHBAICA Kak MyxdmHamu (88%), Tak
u kenmmHamu (92%), (CBOS, 2009, c. 2-3).

Bnusiaue BHemHero Buaa Ha Mpo(eCcCHOHATBHYIO KH3HEIEATEFHOCTh JEMOHCTPUPYIOT
Y UCCIIEJIOBaHUSI, TIPOBOJAUMBIE B 00JacTH PEKPYTHHra, MOTHBAIMU M OILIEHKH IEpCcOoHaa,
a TaKKe Pa3BUTHUS WM TOCTPOCHHS Kapbephl. K mpumepy, B HCCIICIOBAaHUH, MPOBEICHHOM
[Manmmukoi u Opauk B rpynme 108 MOJIOABIX JKEHIIMH M MYXKYHMH, OKa3aJloCh, 4YTO
OOJIBIITUHCTBO PECMOHNIEHTOB (76%) CUMTAIOT, 4YTO KaHAUAATHI, KOTOpbIe (Hu3nUecKu
MIPUBJIEKATENBHBI, UMEIOT OOJIBIIIE IIAHCOB HA coOeceIoBaHUE, YeEM T, KTO MEHee KpacuB (Tpu
pasmemiennn Qortorpadpuun B pesiome), (Paprzycka & Orlik, 2015, cc. 9-16). Jlpyroe
HCCIIeIOBaHKE MOKA3aJI0, YTO CUMITATUYHBIA BHEUTHUI BUJ MPETEHACHTOB Ha pa0boTy, YABOUI
WX IIAHCHI HA TOJy4eHHE JOJDKHOCTH, HECMOTPS Ha TO, YTO PEKPYTEPHl 3asBISUTH, YTO
BHCITHWI BUJ KaHAMIATOB HUKAK HE BJIMSI Ha perieHue o0 ux Tpymoyctpoiictee (Mack &
Rainey, 1990, cc. 399-407). Taxxe, cOTIacHO pe3ysbTaTaM HCCIECIOBAHUN IMPOBEICHHBIX
OJIHUM U3 TOJNBCKUX MOPTAJOB ISl TPYAOYCTPONCTBA, OOJBITUHCTBO PECTIOHACHTOB (64%)
CUMTAET, YTO BHEIIHE MPUBJIEKATEIBHBIM JIIOSIM JIeT4e HATH padoTy.

Vuensle u3 [IurrcOypreckoro Yuusepcurera (Friezie, Olson & Russell, 1991, cc. 1037—
1039) nokazanu, 4TO MPHUBJICKATEIbHBIC MY)KYHHBI, KAK B HaUalle CBOCH Kapbephl, TAK U MOCIC
10 neT cTaxka, moxydanu 0oJiee BRICOKYIO 3apabO0THYIO TUIATy, YeM UX MEHEe ITPHUBIIeKaTeIbHbIC
koyuieru. Uto ke kacaercst )KeHIIMH, TO MX BHEIIHUE JTaHHBIE HE MOBIUUIA Ha 3apaboTHYIO
miary Ha TepBod paboTe, OJHAKO TO Mepe TOJY4YeHHs] CTa)ka, 3apIulaTa BHEITHE
MIPUBJICKATEIILHBIX JKEHINWH ObLIa BBHIIIC, YeM JKCHINUH, KOTOPhIE HE BOCIHPHHHMAIUCH
OKPYKAIOIIUMHU KaK MPUBIEKATEIbHbIE.
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B cBoro ouepenpb, HCCIENOBAHMS, MPOBEICHHBIE COBMECTHO YYEHBIMH W3 KOJIIEKA
Jladaiterr u ropoxckoro yHuBepcuTeta Hpio-Mlopka, MOKas3hIBAIOT, YTO I KEHIIHHBI
C U30BITOUYHBIM BECOM IOJIy4yaroT 3apabOTHYIO IuiaTy Ha 17% HuXke, 4yeM MX CTpOMHBIE, HO
OJIMHAKOBO KOMIIETEHTHbIE Kojutern — skeHinuubl (Sikorski, 2013). Kpome Toro, coriacHo
HCCIIEIOBAHMIO, MPOBEJAECHHOMY 110 3ampocy Procter&Gamble skeHImHBI, KOTOPbIE KasKmblii
JICHb KpacATCs (HAHOCAT MaKHsDK ), BOCIPUHUMAIOTCS Kak 00JIee TOCTOBEPHBIE M PEIIUTEIILHBIE
u MoryT 3apabareiBaTh Ha 30% OoibIIe, 4eM T€ COTPYIHHIIBI, KOTOpPbIE HE MPUIAIOT
Ka)KI0IHEBHOMY MakusDKy fosnkHoro 3Hadenus (Kiisel, 2013).

Kpome Ttoro, mccinemoBarenu u3 YHuBepcuTeToB KoMOpmmka u Dccekca BBISCHUIN
(Gheorghiu, Callan & Skylark, 2017), uTto BHELIHHIA BHJ YYCHBIX BIUSCT HA TO, KaK JIFOIU
BOCIIPUHUMAIOT WX Hay4dHbIe paboThl. OlCHUBAs BHEIIHUM BH] YUCHOTO, JIFOIN OIPEIUIISIIH,
BBIDJISIIUT JH OH BHEIIHE IMOPSIOYHBIM M KOMIICTEHTHBIM M €CJIM Ja, TO €ro paboThI
(uccretoBanus, CTaThH) Ka3aJIuCh OKPYKAIOIIMM 00Jice KaueCTBEHHBIMH. B TOKe BpeMst, eClii
yueHbIi ObLT BHEIITHE HEMTPHUBIICKATEIICH, TO, HE CMOTPS Ha MHTEPEC K €ro paboTe, PECIIOHICHTHI
CUMTAJIM €r0 MeHEee KOMIIETEHTHELIM CIIELUATHCTOM.

Kpome Toro, BHEIIHHI BHJ COTPYIHHKA HMMECT 3HAYCHHUE MPU HPUHIATHH pEIICHHN
o noBbitieHuu corpyanuka (Employers Reveal...), u uto HEYyTMBUTEIBHO, PACTOPKEHUHU C HUM
TPYIOBOTO JOrOBOPA.

3. PerniameHTHpOBaHMe BHEIIHEr0 BHIA COTPYAHUKOB

Ha Bompoc: Hackoibko paboToAaTe b UMEET MPABO BMEIIUBATHCS B TO, KaK BBITJISIUAT
COTPYZHUK M KaKH€ CAaHKIMU MOXET IMPHUMEHATh 32 HEHCIIOJHEHHE ero TpeOOBaHWH 110
OTHOIIICHUIO K BHEUIHEMY BUIY IMOJYMHEHHBIX, HEJIb3sl OTBETUTHh OJHO3Ha4HO. K mpumepy,
B coorBercTBUM ¢ TpymoBeiM Komekcom Pecnyonuku Ilomema (Kodeks Pracy RP),
paboTomaresib MOXKET 0053aTh COTPYAHHMKOB IOAJCPKHBATH TOJDKHBIA BHEUIHHIA BHJIl Ha
pabouem wmecte. B Toxe Bpems, caM BHENIHMWA BHJl COTPYAHHKA, HE MOXET CTaTh
HETOCPEJCTBEHHOW NPUYHMHOW yBOJBbHEHUs. VckiroueHHMeM OyaeT cUTyalusi, B KOTOPOWi
HECOOJI0JICHHEe HOPM OTHOCHUTEJIBHO BHEIIHETO BHJIA COTPYIHUKA MPUBEIO K 3HAYUTEIHHBIM
yOBITKaM, MOHECEHHBIM pabotonatento (Lugowska). Kpome Toro, HEKOTOpble TpeOOBaHUS
K BHCITHEMY BHJIY COTPYIHHUKOB MOTYT Tak)K€ BO3HHKATh B pe3yJIbTaTe HEOOXOIUMOCTH
COOJTIOIEH s TPABUIT OXPaHbI TpyIa U TexHUKH O6e3omacHocTr (Baranowska-Skimina, 2009).

MHeHus 10 MOBOy TOTO, HACKOJIBKO COOJIIOIEHHE JIPECC-KO/a ,,[IOMOTAaeT’ COTPYIHUKAM
Jy4Ille UCTIONHATH CIYKeOHbIEe 0053aHHOCTH TaKXKe pa3Ieliock. HeKoTopble CUUTAIOT, UYTO
«yHH(OpMa» OTpaHNYMBAET MX CBOOOIY M CO3/Ia€T MCKYCCTBEHHBIE Oapbephl B OTHOIICHUSX
c kmuentamu u koiuteramu (Gallo), apyrue, 4to ompeneneHHbIH BHENIHUN BHJ HIPacT
HEMAaJIOBAYKHYIO POJIb ITPH UCTIOJIHEHUH CyX)eOHbIX o0s3anHOoCTel (Tokapes, 2013, c. 8).

B uccnenosanuu, nposeaernnoM B 2015 roxy cpenu 1004 rpaxkaan [lonbim B Bo3pacte oT
15 ner BbBISBIEHO, YTO OOJBIIMHCTBO TIONSKOB CUYUTAIOT, YTO COTPYTHHK JIOJDKEH
COOTBETCTBOBATh OMpEIEIeHHOMY Apecc-Koay Ha pabouem mecte (Dress code w pracy, 2015,
¢. 4). Tonbko 20% pecroOHACHTOB AaHHOTO MCCIICAOBAHUS CUUTAIOT, YTO HA PabOTy MOXKHO
MIPUXOAUTH TaK, Kak Tede XoueTcs.

Pesyneratel onpoca (Headhunter, 2016), mpoBeaeHHOTO HCCIEIOBATENBCKUM IEHTPOM
MEKIYHApOAHOTO Kaaposoro noprana hh.ua B utone 2016 rona B rpynme 1538 pecnonaeHTOB
W3 Pa3HBIX PETHOHOB Y KPAWHBI TOKA3BIBAIOT, YTO Y€TBEPO M3 IIATH OIPOIICHHBIX COTPYTHUKOB
HE XOTeH Obl, YTOOBI B UX KOMIIAHUH YCTaHABIUBAJIH MIPABHIIa OTHOCUTEIHHO BHEIIIHETO BU/IA.
B Toxe BpeMsl, B TIOJIOBHHE YKPAUHCKUX (PUPM CYIIIECTBYET PETJIaMEHTHPYEMBIH BHEIITHUH BUI.
B Tex xommaHWsX, TJie TpaBHUiia BHEIIHETO BHJIA COTPYIHUKOB CYIECTBYIOT, COOIIIO/ICHUE
Jpecc-Ko/a TMOJUKTOBAaHO 3a0oToil 00 wumumxe kommnaHuu (44%), HemocpeacTBEHHOMN
JEeSITeIbHOCTHIO (PUPMBI U OTJIEBHBIX JODKHOCTEH (HampumMep, paboTa ¢ KIMEeHTaMH, BCTPEYU
¢ OusHec-mapTHepamu), (okoso 30%), a Takke JKeJlaHUeM CIUIOTUTh KOJUIEKTUB (8%). Cpenun
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OTIPOIIIEHHBIX, OOJNBITMHCTBO MYXUUH (65%) 1 xeHImuH (52%) XOTAT B pabouee BpeMsi HOCUTh
MTOBCETHEBHYIO 0JIeXk Y. PeClIOHIEHTHI MPUIEP>KUBAIOTCS MHEHUS, UTO JIpecc-KO HEOOXO0AUM
TOJILKO TEM COTPYJHUKaM, B OOSI3aHHOCTH KOTOPBIX BXOIHUT HEMOCPEJICTBEHHBIN KOHTAKT
C KJIMeHTaMU U OusHec-mapTHepamu ¢(upmel (42%). B cnyuae HapymieHust perjiameHTa
BHEITHETO BUJA B YKPAWHCKUX (UPMaxX, COTPYTHHUKA KOAYT CTPOTHE CAaHKIMU. B 3aBUCHMOCTH
OT ,,TSOKECTU’ HapyIIEHUS 3TO MOXET ObITh Kak o(uIMaIbHBIA BBITOBOp, Tak M MTpad,
a B HEKOTOPBIX CIIy4asiX JJaXe yBOJbHEHHUE.

CornacHo  WccienoBaHUsIM, TMpoBeneHHBIM B 2013 rogy  peKpyTHHIOBBIM
mopraiom Superjob.ru (Superjob, 2013) B rpymme u3 1000 MeHEIKEPOB IO IEPCOHATY
U APYTUX CIEUUaINCTOB, OTBETCTBEHHBIX 3a MOAOOp IepcoHana, Ooyiee 4eM B IOJIOBUHE
POCCHUICKHX KOMITAHWUH, COTPYTHUKHA CHCTEMAaTHYECKH TMOJNY4YalOT 3aMEUaHUs MO-TOBOY MX
BHemHero Buaa. A 13% paboTonaresneil yBONIBHSIN COTPYIHUKOB 32 HEMOA00AOIINMA, TT0 UX
MHEHMIO, BHEIIHUWA B (CTUIb OAEXKIbI, IPUUYECKY U MaKusK). MeHemKepbl KOMIaHUN
CUMTAIOT, YTO COTPYAHUK, HE )KEJAIOUIUI COOTBETCTBOBATh BHYTPEHHEMY KOJIEKCY BHEIIHETO
BHUJA, JCMOHCTPHPYET CBOKO HEJOSJIBHOCTH IO OTHOIICHHIO K paboTomarerio,
a, CJIeIOBaTeIbHO, HY)KHO CJeNlaTh BBIBOABI U TMPU HaJUIekKaIled BO3MOXXHOCTH C HUM
pacctatbecs. B Toxe Bpemst 81% pecrnoHIEHTOB NEKIApUPYIOT, YTO HUKOTAA HE YBOJBHSIN
COTpYJIHUKA 32 HecoOII0eHHE Apecc-Koa, a 6% HR-MeHemkepoB 3aTpyIHUINCH OTHO3HAYHO
OTBETHUTH Ha ATOT Borpoc. bonee 14% poccusin mpu3HAIOT, YTO UM JIOBOJUIIOCH BBICTYIITUBATh
Ha paboTe 3aMeuyaHusi MO IOBOAY CBOero BHemHero Buma. CorjacHo pe3yabTaToM
MCCIICIOBaHMS, pAOOTHUKY MTPUCITYITUBAIOTCS K 3aMEUaHUsIM HAYalIbCTBA, T.K. 10 X MHEHHUIO,
HE CTOUT PUCKOBATh PA0OYMM MECTOM U peryTalueil paau aMOUINiA 1 yOeXKACHUI, CBI3aHHBIX
C BHEIIIHUM BHJIOM.

4. IlpuMepsbl YBOJIbHEHHUI 32 BHEIIHUH BH COTPYIHHKA

He cMoTps Ha TO, YTO COIJIACHO 3aKOHOAATENILCTBY pa3HBIX CTpaH, paboTojaresnn He
UMEIOT IIpaBa YBOJIUTh COTPYJHHMKA HENOCPEICTBEHHO 3a HENoA0O0arolMil BHEIIHUI BU[,
B TCUCHHH TMIOCIEIHUX HECKOJBKMX JIeT B TIPEeCCe BCE 4Yalle MOSBISIOTCS CTaThH,
MIOBECTBYIOIUE O COTPYJHHUKAX, KOTOPbIE YTPAaTUIU TPYJOYCTPOHCTBO MMEHHO IO MPHYUHE
BHEIITHETO BHJIA.

CornacHo pycckosizbraabiM CMU  (http://baltnews.ee), npodeccroHanbHbIil BOAUTEND
rpy30BUKa (anbHOOOMIIMK) M3 Poccunn ObUT yBOJIEH 3a BHEIIHUN BUJ, KOTOPBIHM MOBJEK 3a
coboii ommbouHOE MOM03pEeHUe B Teppopusme. ,, Moii pabomodamens coobwun o moem
VBONbHEHUU, COCIABWUCL HA NpPOCcbOy peCUOHANbHO20  CNIe0CMEEHHO20 — Komumema'
MIPOKOMMEHTHUPOBAJI CIy4YMBILIEECS YBOJIEHHBIH COTPYJHHK. YBOJEHHBI MYXUWHA HPUHSII
WCIIaM W B CBSI3W C €ro aKTHBHBIM IIOCIEIOBAaHHEM OTPACTHII OOpOay, KOTOpas W cTraia
npUYMHOI yBosbHEHU. [1o BepcusM, KOMMEHTUPYIOIIUX JaHHYIO CUTYyalHio, paboToAaTenb,
CKOpEe BCET0, PEIIHII 00e30MaCUTh Cce0s1 OT MOTCHIMAIBHBIX TPOBEPOK CO CTOPOHBI CHETICITYKO
U MPABOOXPAHUTENBHBIX OPraHOB, KOTOPBIE MOTJIM OBbITh BBI3BaHbI MOCIEICTBHSIMU TE€PAKTa
B MeTpo B ropoje Cankr-IletepOypr B 2017 roxy.

Jpyrum nmpuMepoM MOXKET MOCITYKUTh CHUTYaIUsl MPOAABIIUIBI U3 OyTHKAa B TOPrOBOM
uentpe B ropojae Jloasp (Ilonbiia), koTopas mojania 3asBieHHE Ha ObIBLIEr0 padoTomarens
B Cyl, OOBMHHMB €ro B JUCKPUMHMHAIMM TIO TNpHYMHE HU30BITOYHOrO Beca. JKeHuIuHa
yTBEp)KJaia, 4YTO €€ YBOIWIM, MOTOMY YTO OHa OblIa CIMIIKOM TOJICTOH, TPH Bece
85 kmiorpammoB. Tpynosoit Cyn PecniyOnuku [lonbina nmpusHam JUCKPUMHUHALIMIO U 00sI3all
paboToaress BHIILUIATHTH JKEHIIMHE KOMICH cauio B pazmepe 4500 3moteix (By/ otydy...).

Eme onHoif mocTtpagaBmieil OT ,,BHELIIHETO BHUJA” COTPYIHHIIEH SIBISETCS JKEHIIMHA,
KOTOpasi XOTeJa TPYJOYCTPOUTHCS Ha JOJDKHOCTH TOPTOBOTO TpejacTaBUTeNs. WHmmmeHTt
npousomesn B BemukoOpuranuu. OTaen KaapoB MOJOKUTENBHO OLEHWI KaHIUAATYPY
MOTEHLIUAJIbHOW COTPYIHUIIBI, YUYUTHIBAsI O-JIETHUH ONBIT paboThl B oTpaciu mpoaax. llpu

40


https://www.superjob.ru/

15th International Scientific Conference

HUMAN POTENTIAL DEVELOPMENT
Kaunas, 29 — 31 May, 2018

cobecel0BaHUH, TPOBOJUMOM TI0 TeJIe(OHY, KEHIIMHY TPOMH(POPMHUPOBAIH O TOM, YTO OHA
nponria oToop M MOXKET TOCTaBUTh PAa0OTONATENI0 BCE HEOOXOIUMBIC TOKYMEHTHI IS
TpynoycTpoiictBa. OpHako TocCiIe TOro, Kak paboTOHaTeNb YBHUIAEHT MHOXKECTBCHHBIC
TATYUPOBKU OyIylIed COTPYIHUIIBI, JOTOBOP O TPYIOYCTPOWCTBE TaK W HE OBLI TOJIIHCAH.
Oxkasanoch, 4TO COTJIACHO O(UIIMAIEHOMY 3asBICHUIO (UPMBI, BCE COTPYTHUKUA OOS3aHBI
MPUKPBIBATH TATYUPOBKH TaK, YTOOBI MX OBLIO HE BUIHO, @ B CBSI3U C TE€M, UTO Y KCHITHBI OHH
ObUIM TaK K€ Ha IIee M Ha JaJOHAX, NMPHUKPHITh HUX OBLIO HEBO3MOXHBIM. CoriiacHO
unpopmanmu CMU (Barns, 2015), mosxke ¢upma npusHaga CBOIO OMIKOKY M IPEIIOKUIA
KEHIIMHE TPYIOYCTPOUCTBO, OT KOTOPOT'O IOCJIE CIYYHBILEIOCS OHA BCE K€ OTKA3aach.

Kpome Toro, Tema BHEIIHEro BUJa COTPYAHUKOB M BO3MOXHOCTH YBOJIbHCHHS 3 T€ WIH
WHBIE OTKJIOHEHHUS OT pabodero Apecc-KoAa BCe Yalle IMOSBISIETCS TakKe HAa HHTEPHET-
dhopymax.

» ... Cmonknycs ¢ maxou npobaemou. Mue u moetl Jcerne Hpagumcest Mosi bopooa (menee
1 cm), ceco0mns ympom nooouten HOBbLI HAYATLHUK, PAOOMAIOWULL 8 OP2AHUZAYUU YYMb OOIbULe
08YX Mecayes, U cKazai, ymob 51 Ha CledyIowWyio CMeHy npuuiesl NoOpUmMuvlM, C Yem s He
coenacuncs. Toeda on ckazan, Yymo HALONCUM HA MEHSL WMPADHbBLE CAHKYUL, C IMUM 51 MOHCE
He CO2Nacuics, maKk KaK npemMuaibHoU Yacmu y Hac Hem, MoabKo 20abitl oknad. Ha umo om,
nonpocui Hanucams no coocmeennomy (yBOIUTHCS 10 COOCTBEHHOMY KenaHuto — aot. A. K.),
A ONnAmMb OMKA3AICA, Menepb 20MOBAMCA OOKyMeHmbvl Ha MOE yeonvheHue. Pabomaro
OXPAHHUKOM HA 306800€ CYXUX CMPOUMENbHbIX CMecell U NPasuila 6HYMpeHHe20 pacnopsioKd
enacam "umems onpsamubsii HewHull 6ud", npo 6opody u croea Hem” — MUILIET HA OJHOM U3
dopymoB! coTpymHMK CcTONKHYBIIMiics ¢ Mpo6GIeMOil IOTEHIMANLHOTO YBOILHEHHS MO
MPUYMHE BHEIIHETO BHUIA.

CoTpymHHIIA JPYroif KOMIAHWH, TPYAOYCTPOeHHas B [ 'epMaHnu, Ha MHTEpHET-MopTane?,
rZle OKa3bIBAIOT OECIUIATHYIO TIOMOIIb 110 TPYIOBOMY KOAEKCY OIUcalia CBOIO UCTOPHIO TaK:
., Mue epossam ysonvhenuem uz-3a moeeo 8HeuiHe2o 6uod. /leno 6 mom, wmo pykogooumen
Quauana, 20e s pabomaro KAccupom, oeianr MHe HeoOHO3HauHble Haméku. [locie mozo, Kak s
ux omeepena, on MeHs npocmo nvimaemcs evixcums. Mcmum! Cetivac scapko. A cudicy 3a
Kkaccou. Mensi 6uoHo moavko ceepxy. A s npuwina na pabomy 6 wopmax. Ipuwna u cena 3a
kaccy. Ha cobpanuu on ckaszan, 4wmo e 00nycmum, ymoodwvl HeKOmopwvie Kolie2u 8blensoe,
Kak 6ocmouHo-esponelickue "babouku". Bpooe ne nazvieas umén. Ho ece, 6cé nonsnu. Ha
cnedyrowuti 0ens s npuuila 6 100Ke Ha 06e 1a0oHU viuie Konena. On omnpagun MeHs 0oMou
nepeo0esamvCs U CKazai, 4mo epems pabouee mHe He 3acuumoeieaemcs. U ewe ckasan, umo
Kaxcowlll pas Oyoem MeHs 3asopavueams, eciu s 0y0y evlensidemv "Henpunuuno', unu
npuxooums Ha pabomy c "kpacuvimu 2yoamu”. A ne nonumaro, s umo — 2yOvl Kpacumo
6 I'epmanuu ne umero npaea? A 106Ku y xaccupa, Kakou ONUHHbGL, 00NHCHbL bbimb? Hu oona
KoJlle2a He cuumaem, 4mo s 0o0ema evizvigaroue. Craxcume. Ymo s umeio npago O0enams,
a umo Hem. Kak mMHe ocmanosums 3moeo, Haxaia, Mcmsiwe2o MHe no-oaocku”.

5. MeToaoJi0rusi NpoBeAeHHBIX HCCJIeI0BAHUMT

HccnenoBanue, pe3yiabTaThl KOTOPOTO OYIyT MPEICTaBICHbI B JaIbHEUIIIEH YacTH CTaThU,
om0 mpoBeneHo bropo Commansabix MccnenoBanuit Question Mark ot umenu Kadenps
Vnpasnenuss Yenoseueckumu Pecypcamu JloazeHnckoro YHuBepcutera B paMKax Hay4HOTO
npoekTa ,,CTHIb KU3HU COTPYTHUKOB”. MccrenoBanne MMeNno KOJIWYECTBEHHBIH XapakTep
1 OBLTO MPOBEJICHO TP TIOMoIIH 31ekTporHOM anketel CAWI (computer assistant interview),

! Becrutathas ypupmueckas KoHCy IbTanus, http://www.gos-ur.ru/questions/84705-
mogut_li_menya_uvolit_za_poyavlenie_na_rabote_s_borodoy/, (23.03.2018)

2 Bueumnwii Bun pabotnuka, https://www.eksuzian.de/trudovoe-pravo/vneshniy-vid-rabotnika.html,
(23.3.2018)
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pa3MelieHHo# Ha mardopme SUrvio.COm Ha MpOTSHKEHUH TpexX MecseB ¢ Hos0pst 2017 roxa
1o ¢espans 2018 rona.

HccnenoBanue OBUIO HALGIEHO HA OMNpEIeNieHHEe TOro, BIMAET JIM MHOrooOpasue
COTPYJIHHUKOB, CBSI3aHHOE C UX 00pa30M JKU3HH, HA PELICHUS, IPUHUMAEMbIE B UX OTHOILIEHUU
PYKOBOJICTBOM H, €CJIM Ja, TO KAKUM 00pazoMm.

B uccnenoBanuu npussuin yuactue 1002 meHemxkepa U3 pa3HbIX KOMIAHUW U OTpaCiIei,
52% w3 HUX ObUH KeHIMUHAMU. Bonbie Bcero ucciemayemsix Obu10 B Bo3pacte oT 40 mo 60
net (56%), oxono 31% pecnonnenToB Obut0 B Bo3pacte 10 40 ner, 13% B Bo3pacte 60 ner
u crapuie. HaumenbIast yacTh ONPOLICHHBIX UMeNa cTaxk padoTsl He Oonee 5 net (16%), 20%
PECTIIOHJCHTOB 3a/IeKJIapupOBalId, YTO UMEIOT Oojiee ueM 25-JeTHHMl TpyHdoBOH cTax, 26%
MEHEKEPHI CO CTakeM oT 16 1o 25 net, a camoii OOJIBIION MOMYJISIIIHEH CTAIA COTPYAHUKHU CO
ctaxxeM ot 6 10 15 ner. Kpome Toro, 51% MeHeakepoB, B MOMEHTE y4acTHs B UCCIICIOBAHUU,
yrpaBiisiio He 6osee uem 10 corpyanukamu, 18% — KoJIeKTUBaMu, B KOTOPBIX paboTaet Oosee
30 corpynHukoB, a 31% xkoymexktuBamu, usmepstomuMu ot 11 1o 30 TpynoyCTpOEHHBIX.
bonbimnHCTBO pecnioHAeHTOB (66%) 3aHMManu PyKOBOASIIME JOKHOCTH B OpraHM3alMsX,
B KOTOPBIX TpyaoycTpoeHo MeHee 50 yenoBek. Uto kacaeTcs GopMbl COOCTBEHHOCTH, TO CPEIU
HCCIIeAyEeMbIX paboToJaTeNe TOMUHUPOBAIN OPraHU3allud YaCTHOTO cekTopa (72%).

Pecnionientam ObLIO MPEUIOKEHO OMPENEIUTh X BIMSHHUE HAa PELICHUS, Kacaloluecs
YJICHOB YITPABJISIEMBIX MU KOJUIEKTUBOB, B IIIECTH O0JIACTSAX — IIPHEM Ha PabOTy (PEKPYTHHT),
BO3HArpa<JieHue, OleHKa, oOyueHue, MPOABUKEHHE MO ciayx0e U yBoibHeHue. CorimacHo
TEMaTUKE CTaTbM, B HEHl OyIyT MpeAcTaBiICHbl UCKIOYUTEIBLHO PE3YJIbTaThl, OTHOCSIIMECS
K 00J1aCTH ,,yBOJIBHEHHE COTPYAHUKOB”, a TAKXKE CBA3aHHBIC C TAKUM ACIIEKTOM CTHUJIS JKU3HU
KaK ,,BHCIIHUI BUJ .

6. BHemrnmii BHU/JI COTPYAHMKA KaK J€TCPMHUHAHTA ICPEKPYTUHTA —

pe3yJbTaThl HCCJIEA0BAHUI

BbonbuimHcTBO MeHemxkepoB (78%) neknanupyroT, 4TO UMEHHO OHU, Ha4aJIbHUKU, UMEIOT
UCKJIFOUUTENILHOE MJIM caMoe OOJIbILIOE GIuUsAHUE HA YNpasleHyecKue peuleHus, TpUHIMaeMble
OTHOCHUTENIbHO TOJYMHEHHBIX COTPYIHUKOB. OlleHuBas CTENeHb pa3HOOOpa3us CBOUX
KOJUIEKTHUBOB C TOYKHM 3pEHHUS BHEUIHETO BUAA COTPYAHHMKOB, PECHOHJEHTHI Yalle BCETO
CUMTAIM UX Maslo pazHooOpasHbIMHU (35,3%) u ymepeHHo pa3zHooOpazHbMH (32,5%). OdeHb
pa3sHOOOpa3HBIMU KOJUIEKTHBAMHU B 3TOM acmlekTe ynpasisiioT 18,7% menemxepos, a 11,4%
CUMTAIOT, YTO MX KOJUIEKTHBBI COBCEM HE Pa3HOOOpA3HbI C TOYKH 3PEHUS BHEIIHETO BUAA
corpyaHukoB. Ocrasmmecs, 2,1% pecrioHIeHTOB HE CMOIJIM OTBETUTH HA ATOT BOIPOC.

C 3asgBieHUN ONPOUIEHHBIX PYKOBOJIUTEIEH, OTHOCHUTENBHO MPHUHSITHUS OTIENbHBIX
peleHuii B CBsI3U ¢ 00pa3oM KM3HHM COTPYIHHMKA (BKIIOYas BHEIIHUN BUJ COTPYIHUKOB)
cienyet, uro 24% MeHemKepoB OepeT BO BHUMAHUE CMUIb HCU3HU TIPU PEIICHUH O TOM,
IPUHATH UM HE MPHUHATH COTPYJHHMKA B PSJIbl CBOETO KOJUIEKTHBA, a 14% y4uTBIBaET CTUIIb
KU3HU TIPU MPUHITUU PELIEHUs] O PaCTOPKEHUH TPYIOBOro JoroBopa. B otnuuue ot apyrux
BOINPOCOB M3 AHAIU3UPYEMOI0 TeMaTH4eCKOro OJOKa, MpHU OTBETE€ Ha BOIPOC OepyT Jn
MEHEDKEpBI MPH MPUHITHU KAJAPOBBIX PEIICHH BO BHUMAaHWE BHEIIHUIH BUJ COTPYIHHKOB,
MOYTH MOJIOBUHA PECTIOHIEHTOB (45,2%) nana moATBep K AAIOIINN OTBET, a 16,1% MeHemxepoB
MOCTOSIHHO OO0palaloT BHUMaHUE W OLICHUBAIOT BHEIIHUN BHUJA COTpyAHUKOB. Oxono 22%
OIIPOIICHHBIX, YTBEPXKIAIOT, YTO CKOpPEE BCEro He OepyT BO BHUMaHME acleKT BHEIIHErO BU/1a
COTPYIHHUKA TpHU MPUHATHUH NEPCOHAIBHBIX pemeHuid u Toiabko 13,6% oTBeTHnIM, 4TO
OIpeJIeIeHHO He O00pamlaloT BHUMAHUS HA BHEIIHWHA BUJ COTPYAHMKOB NpU TNPUHATUU
OTHOCSIIIIUXCS K HUM PEHICHHH.

BonbIIMHCTBO PECIIOH/ICHTOB BBICKA3aJIl MHEHHUE, YTO MPOSBIEHHE OOJBIIOr0 BHUMAHUS
COTPYIHHUKOB K MpoOJeMe yXo/a 3a CBOMM BHEIIHHUM BUIOM, MOJIOKHUTEIHHO MOBIHUSAJIO Ha
Kayecmeo ucnoiHenus WMHU pabounx oOs3aHHOCTed. He BHAAT MOJ0XKUTENBHOTO WIH
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OTPHILIATEIILHOTO BO3/IEHCTBUA 3a00THI O CBOEM BHEIIIHEM BHUJE y COTPYIHUKOB Ha UX paboTy
1/3 onpomieHHbIX, a 2% pPEeCHOHACHTOB Pa3JeissioOT MHEHHUE O TOM, YTO BHUMaHUE, KOTOPOe
COTPYAHUK MOXET YACTSATh CBOEMY BHEITHEMY BHU]Ty, MOXKET HETaTUBHO IMOBJIHMATH Ha KAUECTBO
ero paboThI.

[To MHEHUIO PECTIOHICHTOB, pa3HO0Opa3Ue YleH08 KOMAHObL C TOUKU 3PEHHS UX BHEIIHETO
BUJA, «cKopee Biauser» (36,6%) u «omnpeneneHHo Biausiet» (17,6%) Ha myuiire pe3yabTaThl,
JOCTUTHYThIE KOMaHJOW Ha pabore. OTBET O TOM, YTO JAaHHBIA acleKT pPa3HOOOpasus
COTPYIHUKOB HHUKaK HE BIMSET Ha pe3yabTaThl KOMaHAHOW paloThl BbLaeImIO 7,6%
OIIPOLLIEHHBIX, B CBOIO o4epenb 27% MEHEKEPOB CUUTAIOT, YTO CKOPEE BCEr0 BHEIIHOCTh
COTPYJIHHUKOB HE BiHsAET Ha 3)PEKTUBHOCTH KOJIICKTHBA.

UTo UWHTEpEeCHO, B CPaBHEHHWU C OTBETAMU PECIIOHACHTOB Ha JApPYrHe BOIPOCHI,
OTHOCSIIIMECA K acleKTaM CTWIS JKM3HM, UMMEHHO B cJly4yae BHEIIHEro BHJa, Ooyiee 4em
MOJIOBHHA ONpPOIIEHHBIX (55,6%) CUuTalOT, YTO MeHeoxcep OO0JCeH UMemv Npago
emMewueamsbcs B JIeJ0 yXo/ia 32 BHEIIHOCThIO (MAaKUSDK, PUYECKa, TATYUPOBKH, YKPAILLICHUS)
MIOJYMHEHHBIX COTPYAHUKOB, a 60,9% pecrnoHIEHTOB AaKTHMBHO y4YacCTBYET B TOM, KaK HX
COTPYIHUKU BBHITTSAAT Ha paboueM MmecTe. Kakaplii MATHII pECHOHAEHT CUUTAET, YTO Yy
MeHeJ[)Kepa KaTeropuyecKd He JOJDKHO OBITh TaKOW BO3MOYKHOCTH.

B koHIle aHKeTHl mepen pecroHJACHTaMU ObUl MOCTaBJICH CIEAYIOIIUNA BOMPOC: KaAK
gviensoen Obl UX UOeanlbHblll KOJLIeKmug, eciu Obl OHM MOTJIM CaMu ero c(hOpMHpOBATH,
YUUTBIBAsl pa3HbIE aCTIEKThI CTUIISI )KU3HU COTPYTHUKOB, B TOM UKCJE U UX BHEIIHUHN Bu. UTO
KacaeTcsi pa3HOOOpa3usi KOJJIEKTUBOB C TOYKU 3PEHHUSI BHELIHETO BUIA, PECIOHJACHTHI Jallu,
cienyomue oTBeThl: 36,6% co3nano Obl HEe3HAYUTENbHO Pa3HOOOpa3HbIN KOJUIEKTHB, 27,4% -
OTHOCUTENIFHO pa3HOO0Opa3HbIid, 6, 3% - oueHb pa3HOOOpa3HO# U ToJIbKO 17,8% OmnpoIeHHbIX
CUMTAIOT, YTO HJICATbHBIN KOJUIEKTUB HE JOJDKEH ObIT pa3HOOOpa3eH ¢ TOUKHU 3pEHUS BHEITHETO
BUJIA COTPYIHHUKOB.

7. BbIBOABI
3HaueHUE BHEIIHEr0 BHJA B JKU3HEICATEIBHOCTH 4YEJIOBEKAa JIOCTAaTOYHO TPYAHO
NIEePEeOLIEHUTh. BHEIHOCT — 3TO HE TOJBKO 3JIEMEHT CTUJIS KU3HU U MCTOYHHK XOPOLIETO
CaMOYYBCTBHSI, CPEACTBO JTOCTUKEHUS MTOCTABJIEHHBIX 1€JI€H, a UHOTJIa U CIIOCO0 BIMSIHUS Ha
apyrux moneit (Baparawkuna Ko3zybenko, 2011, c. 11). B Toxe BpeMs, HE3aBUCUMO OT TOTO,
HpaBUTCSI HAM ATO WJIM HET, BHEIIHUN BUJI BIMSET HA yCIIEeX U B MpodecCHOHANbHON o0nacTu
(Gallo) uenoexka.
C npencraBiIeHHBIX BBILIE PE3YJILTATOB, IPOBEIEHHOTO UCCIEA0BaHUS CIEIYET, UTO:
e MeHempkepbl JOCTAaTOYHO OONBIIOE BHHUMAaHHE YJENAlOT BHEIIHEMY BHJYy CBOUX
COTPYJHHUKOB U CUUTAIOT, YTO PYKOBOAMUTEIL UMEET MPABO BIUATH HA TO, KAK BBITJIAIAT
Ha paboTe ero COTpyAHUKY;
e bonee 60% pykoBonuTeneil OepyT BO BHHUMaHHE BHEIIHOCTb COTPYAHMKA, IPH
MPUHITUU KaJIPOBBIX PEIICHUI;
e bBoJBIIMHCTBO MEHEIKEPOB XOTENO Obl YNpaBlIATh Pa3HOOOPAa3HBIMU KOJUIEKTHBAMHU
C TOYKH 3pEHUS CTUJIS KU3HU COTPYTHUKOB, B TOM YHUCIIE, C IEPCIEKTUBBI UX BHEIIHETO
BUJIA;
e bonee 14% wmeHemkepoB MPHU3HAIOT, YTO CIy4YaJuChb B MX IPAKTUKE CHUTYalluH,
B KOTOPBIX OHU PacTOPrajiy TPyA0BOM JOrOBOP C COTPYIHUKOM HM3-3a €0 CTUJIS JKU3HU.
Kpome ToOro, mnpumepsl YBOJIBHEHUH COTPYJHUKOB U3-32 HECOOTBETCTBYIOIIETO
cTaHapToM (UPMBI (MM PYKOBOAWTENS) BHEIIHETO BHUAA, YKa3blBalOT, KaK Ba)KHO
B IpoeccnoHaIbHOM KU3HEIEATEIHHOCTH YeI0BEKa TO, KaK OH BBITJISINT.
Pemenne BepxoBHoro Cyna, BblHECeHHOe 13  7er Haszajg MNOATBEPXKAAET, UTO
HezocTaToyHas 3a00Ta 0 BHEIIHEM BUJE, OKHaeMasi paboTojaTesieM cO CTOPOHBI COTPYIHUKA
IIPU UCIIOJHEHUU CITY>KEOHBIX 00S3aHHOCTEH, MOXKET SBJIATHCSA JOCTATOYHOM MPUUMHON JUIst
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pacTopskeHus TpyJdoBoro goroBopa (ZajgC), eciu paboTonareib MpodhecCHOHATBLHO
apryMEHTHPYET, YTO BHEUIHHH BUJ COTPYJAHHKA HETaTHBHO CKA3bIBACTCS HA JICATEIBHOCTH
(bupMBI.

[TpoOnemaruka, onMcaHHast B CTaThe, 0 MHEHHUIO aBTOpa, HEe OblIa 710 KOHIA PACKPBITA U3-
3a MEPOKOT0 KPyra BOMPOCOB, 00CYKAABIIMXCS B HCCIICIOBAHUY, PE3YIbTAThl KOTOPOTO OBLIN
npencraBieHbl Bbime. OIHAKO Pe3ysbTaThl UCCICIOBAHHMS W aHAIM3a JHUTEPATyphl MOTYT
yKa3aTh HAIpaBJICHUEC NAJbHEHINNX UCCICIOBAHHWN B OOJACTH BJIMSHUS BHEIIHETO BHJA Ha
MIPOIIECC PACTOPIKEHUS TPYAOBOTO JOTOBOPA C COTPYIHUKOB. KpoMe TOro, aBTop CUUTAaeT, 4TO
BBDKHBIM ~ SIBIIICTCSI  TaKJ€ HCCIICOBaHUE JOOPOBOJIBHBIX YBOJbHCHUH, BBI3BAaHHBIX
HETOJICPAHTHOCTHIO K BHEIIHEMY BUY COTPYTHHKOB PYKaBOIUTEIEM, pabOTOIaTeIbEM JINOO
KOJUIETaMH 110 padoTe.
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REALS SOLUTIONS FOR HUNGARIAN SHARED SERVICE
COMPANIES’ HR PROBLEMS

ROBERT MARCINIAK

Abstract

The paper deals with labor market problems in the Hungarian shared services center market. The labor
shortage on the Hungarian market is not only a feature of the segment, but it is true about the whole
economy regardless of the segment. However the business services sector is one of the drivers of
Hungarian economy finding of the solutions seem particularly difficult for the sector as well. The paper
demonstrates the underlying causes of the problem, highlights the roots of the problem, and attempts to
gather solutions that can be used to fix them. It deals with important and popular issues such as the
automation, robotization of service processes, talent management or employer branding. The results
have been generated by expert interviews in addition to literature research.

Key words: RPA, digitalization, business service centers, shared services, business service sector, HR,
employer branding, talent management.

Classification JEL: M15 — IT Management; M51 — Firm Employment Decisions, Promotions.

1. Introduction

In the past decades, the fastest-growing segment of service sector was undoubtedly the
business services in the Central-Eastern European countries. Within it, the development of
outsourcing and shared services centers drove the economies. This area was developed in the
1980s in the United States, where large companies saw the opportunity to reorganize their
background activities more effectively. Since then, this service segment has grown a lot, and
today it has become a major global business. The service center portfolios are both vertically
and horizontally extended during the decades and now they are not only a solution for back-
office functions, but also for front-office activities as well. Or it is also true that an increased
number of higher value-added activities appeared along with early transactional and lower
value-added activities within models using companies (Drdtos, 1995, 2010; Marciniak, 2014).

Over the years, it has been proven that both outsourcing and shared service models are
viable and often work together as part of the global sourcing strategy of companies, thanks to
multi-sourcing models. However, it is felt that the popularity of the shared service has increased
more recently. This does not mean a downturn in outsourcing, but shared services centers
(SSCs) are increasingly attracting more attention from companies in this region.

Over the past decades, service providers have emerged or developed in several locations in
the world economy, where the number of services centers has increased. However, these
locations are constantly evolving, some of them (e.g. Ireland, the Netherlands) have only
temporarily played a significant role, while others (e.g. India, China, Malaysia) enjoy relatively
stable positions in the global sourcing market. Based on many aspects, Central and Eastern
Europe is considered an important nearshore location and has gained a strong position in the
global business services field for two decades. The leading country in the region is Poland,
which stands out for a number of reasons (e.g. good education, good foreign language
knowledge, good quality and quantity of human resources, large cities, good office and IT
infrastructure), but on regard of the numbers and staff of service centers, The Czech Republic
and Hungary compete with each other’s for the second rank. However, this position on the
podium is not forever for Hungary and the Czech Republic, since Slovakia, Romania, Bulgaria,
and the Baltic States are also getting better positions in the international services investment
rankings.
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Although the region is not unified, the governments of the individual countries operate
a similar incentive system to convince foreign (typically large international), investors.
However, these governmental incentives are insufficient, as more than half of the companies
investing in the business service sector do not take any support for their investments. This is
primarily due to the fact that this segment is changing very rapidly and, in order to maintain
competitiveness, companies do not want to commit themselves in the medium term to maintain
or increase staff numbers. Indeed, government and municipal incentives have largely obligatory
conditions to create jobs or to expand it in return for subsidies (Deloit, 2017; HOA, 2017).

Instead of incentives, companies in the region are primarily looking for key factors such as
adequately trained, foreign-language speaking and available workforce, ‘A’ category office
infrastructure, or predictable tax and legal (including data security) environments. The
governments do not have an easy task. They can directly influence the only few of these
incentives. They are the taxation and legal environment, but the rest can act be affected only
indirectly and only very weakly (Téth, 2018).

Although the first wave of business services centers was moving clearly to labor arbitrage,
the range of benefits available today is far more complex. Nevertheless, in recent years the most
important feature of the services center market has again become the quantity and quality of the
available workforce (Marciniak, 2014).

Unfortunately, the existing well-trained and language-based workforce seems to run out.
This phenomenon affects all the countries in this region, but in Hungary lately, it has been
particularly difficult for the sector's employers. For the most part, the growth of the Hungarian
services center market is the result of the expansion of existing market participants. Not the
new investors, but the reinvestments of the centers already in place, are driving market growth
with 8-10% staff growth per year. The growth of the sector is not only the interest of employers
who are satisfied with the market but also the government and the economy as a whole (HIPA,
2017). Based on mentioned above ideas, the aim of paper is to devote attention to the service
center. In order to meet the labor market problems of the Hungarian services center market, the
sector needs radical changes in the workforce attitude that seems to be forced by the labor
market environment. Some part of this changes is already underway, but in the near future,
there are still a number of important steps to be taken. The aim of the research was to investigate
the key problems of human resources in the Hungarian service center market, find roots of
them, build solutions to the problems and make suggestions for their application. Among the
possible solutions, there are human resources methods, marketing methods, and thirdly,
technological innovations.

Research is fed by two sources. On the one hand, it processes the data of the most
important analyses, research and market reports on the Hungarian market, and finally the
summary of primary research of industry expert interviews.

2. Reasons of human labor shortage in Hungarian Shared Service Centers

There are many reasons for the perceived lack of workforce in the Hungarian business
service sector and not a completely new phenomenon, it has been present for many years.
However, its degree is becoming more and more threatening, so its impact is becoming more
and more significant. Several pessimistic articles, analyses also indicated that the shrinking
workforce may, unfortunately, lead to a halt in the sector in Hungary. However, there are also
"optimistic” opinions that state the various items of labor market and technology will equalize
the impacts, but it will not happen in a short time. In my opinion, this is possible, but it will not
happen alone, companies need to support it (Toth, 2018, Hahner, 2018).

Before introducing the causes of lack of human labor, it is worth examining the features of
the Hungarian shared service centers and the workforce there. In 2017, more than 110 business
services centers operated in Hungary, most of which, as subsidiaries of international companies,
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provided services to the parent company or occasionally, to market participants as independent
legal entities. The activities and size of the companies are different, typically with a few hundred
employees, served with more than twenty foreign languages, mainly in various areas like
finance and accounting, IT, HR, procurement and clients from many countries around the world
(Toth, 2018).

The largest service centers operating in Hungary have been employing thousands of
employees up to 2-3 Hungarian service locations (typically in rural towns). The size of the
entire Hungarian business service market exceeded 50,000 FTE (Full Time Equivalent) and the
company’s estimated growth was 10% in 2017. The average age of employees working in the
Hungarian shared service centers is under 30 years, about 80% of them are university graduated,
nearly 60% of them are women, 13% are foreign nationals and only 1% of them have some
disability. Employee voluntary fluctuation rate was 19% in 2017 (Portfolio, 2013; Marciniak,
2014; Hahner, 2018).

One of the most important reasons for the shortage of labor is to consider the demographic
factors first. There is a natural decrease in Hungary, one in which there are no as newborns than
many dies. In addition, the birth rate is constantly decreasing, as the age of the parent’s women
is getting more and more, and this is only partly due to the willingness to have children. This
trend can be observed in most of the more developed countries, although their scale is different
their impact on society is similar. Weight loss is somewhat counterbalanced by the slow, but
gradually increasing lifetime and retirement age in these countries, which means that employees
can stay longer in the labor market. Declining birth rates and natural loss of society are,
however, a bottleneck for the labor market regarding the number of new entrants, especially in
those segments that attract young people in the labor market as newcomers. The business
services market is such a business (KSH, 2018).

Another important demographic factor affecting the Hungarian labor market is the
fluctuation of generation cycles. In Hungary, as in most parts of Europe, after World War I,
the number of births grew, so they became the baby boom generation. In the number of births,
however, this generation is not just a jumble, but also the children of the baby boom generation
and are expected to be their grandchildren as well. It means a higher volume in every 25 to 30
year in the number of births, which is then crowded into the various social institutions
(education, health care, retirement systems, etc.) and outbound in the labor market. Over the
past 10 years, this demographic jump was perceivable in the Hungarian labor market as a result
of a lot of young people graduated and searched for a job on the labor market. This was a huge
growth potential for companies who were able to pick out well-trained and job-seeking young
people for each position.

A third demographic or even more social factor is the employment of some of the working-
age population abroad. This phenomenon is a tendency throughout the region and not in
Hungary, much more important in Romania or Poland, but it has a negative impact on all the
countries concerned when their economies are in a cogwheel and the labor market can absorb
even more workers.

In the Hungarian business services market, employees have special knowledge, high level
of foreign language proficiency and good learning and communication skills. Unfortunately, in
Hungary, this combination is especially true for young university graduates. Most emigrated
workers are mostly young people who speak foreign languages. According to the latest statistics
and estimates, there is currently around 600,000 Hungarian workers are working abroad, which
is about 6% of the entire population. Migration in the Hungarian economy until the 2000s was
not significant, but since then it has been steadily growing. The primary causes of emigration
are better salaries in Western Europe, the adventure factor, the learning and development
potential and getting experiences (Somogyi, 2014). Approximately half of the workers are
working abroad and planning to live there only for a short-term, the other half of them is
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planning it for the long run. Unfortunately, the chance of return of foreign workers is not good.
As surprisingly not the foreign integration means the biggest problem for them, but it is much
more difficult to reintegrate into the domestic social and economic conditions for those who
permanently have a higher income and benefits from social networks (Hdrs, 2011). For them,
the government's various domestic affairs action, which would encourage them to go home and
work at home, does not mean a solution. In 2017, the Hungarian government suspended its
program because it spent roughly 100 million HUF in two years in this program, but it was able
to attract to back to home only 105 young people (Origo, 2017). The program of the Hungarian
Academy of Sciences has been in operation for a long time, which aims to relocate Hungarian
researchers working abroad and the running of their homes. However, its impact on the
economy is low because of the number of employees affected (MTA, 2017; HIPA, 2017).

Unfortunately, regarding to the lack of labor shortages, one of the most serious problem is
that Hungarian society still has low foreign language skills. Without it, there is no job to work
in the business services sector, while some of the less common knowledge of languages (e.g.
Dutch or Danish) can be reached with very high initial payments (T6th, 2018). Although foreign
language knowledge has changed dramatically over the past 20 years, since the former Russian
and German languages have been replaced by English, German, French, Spanish and Italian,
but in the whole of society there are still relatively low ratio of speakers of several foreign
languages. This is mainly a problem in the countryside, meanwhile the situation is the best in
the capital, Budapest. According to Eurostat data, with the foreign speaking level of 37% in the
total population, Hungary being the last ranked in the whole European Union. Although the
Hungarian language is very different from the members of the Indo-European language family,
e.g. a Slovak worker does not have difficulty understanding the Czech language or a Polish for
Russian, but the most popular languages such as English, German, French do not speak in
Hungary as many as in the neighboring Slavic states or Romania (Portfolio, 2013; HIPA, 2017;
Hahner, 2018).

Foreign language proficiency is closely linked to the transformation of Hungarian higher
education over the past decade. Previously, universities had a great freedom to launch new
programs, and the quality assurance organization that supervised it did not prevent the launch
of properly prepared programs. Thus, from the market and society needs a much different
educational structure has emerged from universities and colleges. Many graduates did not know
how to work in a field related to their diploma, so they were forced to change their career. This
was primarily the case for graduates in the field of social sciences. Since with university degrees
of engineering and natural sciences, there is a long-term existing and serious deficit in the
Hungarian labor market. For this reason, the state has changed the regulation of higher
education. The fields of social sciences and humanities become more and more second-ranked
compared with fields of real sciences. This was done by abolishing certain university programs,
tightening the admission conditions, and in some cases by paying for the programs as well.
However, this higher education policy, which is more suited to the needs of the entire economy,
has badly affected the Hungarian business service sector.

Students who previously graduated in social sciences or even more in the field of
humanities had typically more and more foreign language proficiency, and because they are
often non-specific, but rather more general knowledge, they could easily be trained in business
services without having high payment expectations. This has also contributed to the growth of
the business services segment in Hungary in the past one and a half decades. However, with the
restructuring of the higher education structure, this favorable situation has changed. Although
the number of graduates in economics did not fall significantly, however, the expectation of
paying graduates and the complexity of work is far higher than that of liberal arts graduates,
which is natural because they have been studying at universities while the foreign language
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skills of technically qualified people have not increased and the demand for them also did not
increase significantly in business service centers (Marciniak, 2014).

Another reason for the labor shortages in the shared services sector is the sharpening of
competition, that is, in fact, the entire Hungarian economy is experiencing a shortage of labor.
This leads to the fact that employers in different segments of the economy compete for the
recruiting of potential workers. This is especially true if workers have a distinctive feature or
knowledge such as knowledge of one or two rare foreign languages. For this reason, it has
become possible that the service centers that have long been despised are one of the most
competitive payers in the market for new workers. But you can look for irresistible payouts in
a single job as a manager, so today it is increasingly common for workers with some years of
experience to leave their consulting jobs, even from one of the companies of BIG4, to reach 30-
40% higher payment in services centers for return. Nevertheless, or so, the business service
sector is not in an easy position when the entire Hungarian economy has a shortage of labor and
finds the human resources of growth in such a context.

3. Results based on the empirical research

Almost all of the above factors contributed to the fact that there was a serious lack of
workforce in the Hungarian business service sector. According to the 2017 industry
benchmarking survey conducted by the Hungarian Services and Outsourcing Association
(HOA), a search for a more demanding position can take up to 50 days on average in the
Hungarian service sector (HOA, 2017). According to industry experts, the labor shortage has
now reached 10-12% of the total business service market, i.e. the number of employees in the
Hungarian business service sector could be as large as the number of employees in the
Hungarian business service sector, centers (T6th, 2018). That means it could even double the
number of staff increases in a favorable year if there is enough workforce on the Hungarian
labor market.

The emerging labor market situation is also not facilitated by the relatively high level of
voluntary fluctuation in the sector. In other words, employers in the sector need to find not only
the source of growth year by year but also to substitute the decreasing. Of course, some of the
outsiders will not leave the sector but will continue in another service center for another position
or higher salary.

Question what we can do to make a move in this area. Some things can clearly be a solution
to dealing with the problems that have arisen.

The first such solution could be the widespread use of talent management among business
service providers. What does talent management mean and why is it necessary? With the
expansion of business service centers, service providers are increasingly offering more and
more value-added services. This requires not only trained workers but also talents. Especially
in order to ensure manager positions in which people not only have the skills they need in their
field of expertise but also have managerial and leadership skills. Although service centers are
typically flat organizations with few hierarchy levels and not just the employees, the
organizations themselves are young, but due to the high degree of attrition rates, it is also
important to find and retain managers. Talent management is not just about involving talents,
but rather a recognition of who is one of those who has a talent in one area compared to others.
The training, development, and outstanding support of these employees contribute to the
success of the organization.

The issue of employer brand management is as important as talent management in the
business services market. As long as the regional and hence the Hungarian service centers had
settled here mainly because of labor arbitrage, so the labor market was much cheaper than their
qualifications, so far the situation changed to almost the reverse. It has become increasingly
important for workers to perform more complex jobs. For this, it is necessary for potential
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workers to know the activities of the sector, to know the employers operating here and how to
work here. Therefore, in the past few years, an increasing number of service centers operating
in the Hungarian market has started to become aware of employer brand building. Fortunately,
the brands of service providers with the shared services model are generally well-known, as
parent companies deal with internationally-known products and services. Today, we have come
to the conclusion that the leading service centers on the Hungarian market are focusing on
branding building issues and not only by a single person but also by a whole team. Brand
building should primarily cover two areas. One part is the involvement of the new staff
(recruitment) and the other one is the retention of existing staff. The activity involves a lot of
things, ranging from contacting with training institutions, organizing community building and
professional events, providing preferential and flexible employee services (e.g. reaching sports
facilities) or to support home office. Part of the companies quite rightly acknowledged that the
commitment of employees is particularly important in the competition for workers. However,
it is necessary for other employers to start working in this area because the work done here is
combined and overall contributes to the recognition of the entire sector (de Chernatony
& Vallerstein, 2010, Hogstrom & Gustafson, 2014).

A further solution to the problem of labor shortages is the greater digitization and
robotization of services. The business service sector is basically a very well-regulated,
standardized and highly digitized segment of the economy. At the same time, with the
continuous change in the service portfolio of service providers and newer technological
innovations, business processes can be digitized and automated with certain steps. Today,
Robotized Process Automation (RPA) is now moving the market, but the emergence of
intelligent/cognitive automation, which already contains certain artificial intelligence elements,
is on the threshold. For the business service sector, these technology innovations are basically
geared the whole sector towards higher added value activities. As the automation and
robotization of business processes are possible primarily in the highly standardized, routine,
often repetitive, deterministic processes, it is best for the lower value-added activities and
process steps to be triggered by technology. For companies, therefore, there may be a workforce
that can use human decisions to fill jobs requiring problems. Thus, by exploiting new
technologies, companies can alleviate labor market difficulties (Bornet, 2017; Marciniak
& Berend, 2017).

Based on my research, it was confirmed that perhaps the best way of solving labor
shortages would be for the sector and government to invest in sector-specific training and
education. Already, more and more institutions deal with the sector's recruitment, but these are
typically universities. Workforce problems in the sector will not be solved. It would be
important that there is a very high, approx. 80% graduate employee ratio in the Hungarian
business service sector today. It should be lowered. This would require opening up to secondary
education as well. Co-operation between service centers — intermediate training establishments
— the government should be required to enable workers to be trained for the sector in secondary
schools. It would be particularly important to strengthen foreign language training because
today there is a competitive disadvantage mainly for secondary school graduates. Investing in
training would be profitable for the whole business, but it is likely that employers will have to
pay more for the training.

Investing in the field of training could also be open to disadvantaged social groups. At
present, there is a very low ratio of people with disabilities or those who have fallen out of the
society in the sector, the primary cause of their lack of adequate foreign language proficiency.
The employers of the sector and the professional organizations operating here could have an
important purpose to open up to the social groups for whom it is difficult to work in the sector,
but for the time being, they did not find the way to it.
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In addition to the disadvantaged social strata, it would probably be another possibility to
involve older generations in the sector as well. The obstacle here is also mainly foreign language
knowledge. If it could be alleviated, it could also help to solve the shortage of labor. Similarly,
to the retraining of older generations, it would be possible to win some of the people in public
administration to switch to the world of service centers because they would be better off.
Likewise, it would be possible to call home workers living abroad to come back to service
centers with the right wage. It is also an advantage of the sector that people can work here in
a very international environment. If successful careers were established, the opportunity would
soon become known to employees.

Finally, another option could be to promote more flexible work time schedules and part-
time work. If there were more jobs at home and 4 or 6 hours of daily work in the sector, then
new social groups could be addressed and involved as employees.

4. Conclusion

The interview research also confirmed that the Hungarian business service sector has
a strong growth potential and reserves, but to exploit this, multi-stakeholder engagement and
break-down factors are needed.

To solve the problems, there is a need for cooperation and autonomous involvement of
government organizations, training and development institutions, industry professional
organizations and service centers.

There have been many reasons why there is a serious lack of workforce in the Hungarian
business service centers market today. However, there are several possible solutions that could
alleviate or even minimize sector labor problems. This paper tried to collect these items and
highlighted why they are so important regarding the progress of Hungarian business services
market. To prevent the sector from being compromised, it would be important for interventions
to take place as soon as possible.
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HUMAN CAPITAL AND ITS MANAGEMENT
IN THE DEVELOPMENT OF PEOPLE

MARTIN MICIAK

Abstract

Human capital can be viewed as focusing on numerous valuable qualities that are actually possessed by
employees of enterprises, but via appropriate managing and motivating, these qualities become the most
important assets necessary for business success. This article builds on the fundamental components of
the human capital theory, connects it with the development of employees and their potential, and tries
to present topical outlooks on these issues. The logical structure consists of comparing and summarizing
the findings available to draw new, meaningful conclusions and recommendations. A particular attention
is dedicated to the IT industry and to the profession of software developers. This topic has been attracting
the interest of researchers, academics and practitioners for a long time, but there are still new possibilities
of how to approach it emerging in relation to the advances in analytical capabilities available. Finally,
there are several significant challenges needed to be taken into account, strongly affecting learning and
development as well as motivating processes.

Key words: human capital, human capital management, development, learning, efficiency.

Classification JEL: M12 — Personnel Management.

1. Introduction

The topic of human capital and its management is very broad and abstract by its nature. It
strives for covering the qualitative aspects of people and their contribution brought to
enterprises within the work they provide every day. However, even these intangible issues need
their specific applicable approaches to measurement and assessment, so that they can be
managed and developed in an efficient way. This becomes even more urgent when realising
that people and their productive activities create an integral part across the whole enterprises
and other types of organisations.

The aim paper is to deal with the human capital and connect it with the development of
employees and their potential. In this view, this one tries to present topical outlooks on these
issues. Based on using the logical structure, comparison and summarization of the existing
knowledge on the human capital, the paper is devoted to the work out meaningful conclusions
and recommendations.

2. Human capital and its management

Fitz-enz (2009, p. 9) tried to define human capital within the business environment. He
stated that it is a combination of traits (such as intelligence, energy, positive attitude,
commitment and reliability), ability to learn (represented by aptitude, imagination and
creativity), and the motivation to share knowledge and information (consisting of team spirit
and goal orientation).

According to Mazouch and Fisher (2011, p. 2), human capital consists of two group
components. In the core, there are the productive skills and knowledge applicable for a specific
position and job. Around the core, there is the potential of people to develop and enhance their
skills, abilities and knowledge which they were born with or which they gained during
educational processes and by influences from their social environment.

OECD (2018) in its definition of human capital, except for the skills and knowledge,
focuses on the attributes embodied in people as well. All these elements need to facilitate the
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generation of well being, so they must produce value in a broader sense, to be considered human
capital. This is a common aspect in relation to Mazouch and Fisher’s point of view.

The most frequently used elements in the approaches to the defining of human capital —
knowledge, skills and abilities — are enriched by Mayo’s (2012, p. 36) opinion. He adds also
the experience, contacts, behaviours, and qualities.

A very comprehensive description of this topic can be found in the work of Blaskova (2003,
p. 11). She rather uses the term human potential to describe and define the human element in
enterprises and other organisations. According to her, human potential is a unique, live and
dynamic power of enterprises. It is a broad scope of knowledge, abilities, reactions, ways of
perceiving and experiencing events, and behaviour. This requires a systematic effort in the form
of management and development. People and their motivation, knowledge, skills, abilities,
creativity, and flexibility are becoming the most important strategic resource, ensuring
a successful operating of enterprises.

This description can be synthesised with Marquard’s one (2009, p. 230). According to him,
“human potential refers to the latent capabilities in humans for growth and development”. He
adds that it is a critical element of human resource development since it affects the continuous
adaptation, change and well being of both individuals and whole work systems.

Since human capital is a pivotal resource that enterprises need to utilise to create value for
their customers and for society, it deserves to be managed accordingly. Within the wide scope
of management science and practice, human capital management (HCM) started to be formed,
described and applied to look for solutions for a spectrum of issues accompanying the field of
human capital, often arising from its very definition.

Armstrong and Taylor (2014, p. 68) use the definition created by The Accounting for
People Task Force which describes the human capital management as a systematic approach to
analysing, measuring and evaluating the contribution of policies and practice pertaining the
people in creating the value.

Ingham (2007, p. 18) states about human capital management that it “recognizes that
people are investors of their personal human capital and that this provides the main source of
value for an organization”. He uses this formulation to emphasize that human capital is actually
the possession of people and they decide to invest it the enterprise when they use it in their jobs.
He also supports the Finn’s opinion according to whom HCM utilises the most valuable asset
— people — for the improvement of business performance and growth of competitive advantage.
HCM focuses on attracting, motivating and inspiring the best talent.

Blackman et al. (2016, p. 9) write about HCM that it “is about getting the best from people
and being successful in this endeavour will depend on understanding: what motivates
employees to perform, how the organizational systems may act as performance barriers and
how leadership and human resources management processes are likely to affect outcomes and
outputs™.

There can also be a question whether the human capital management is not just another
term for human resource management or whether these two concepts are contradictory.
However, the role of human capital management is to add a new dimension to the management
of people in enterprises. It is supposed to help in getting the support of other executive officers
for further development and investment in people (in the assets they represent). This is
performed by finding proper connections between human capital, its increasing, and
measureable business results. Human capital management underpins the strategic perspective
which must be established in the management of people. Enterprises will not be able to fulfil
their strategic goals unless they interconnect them with a strategic approach to the building of
human capital needed, and with the assessment of its efficiency.

In relation to this, Armstrong (2016, p. 106) lists also the Kearns’s description of HCM in
which he states that it is “the total development of human potential expressed as organizational
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value”. So, again the term human potential is used here. In his earlier work, Armstrong (2006,
pp. 30-32) stated that HCM ““is concerned with obtaining, analysing and reporting on data that
informs the direction of value-adding people management, strategic investment and operational
decisions at corporate level and at the level of front line management”. According to him, the
key characteristic of HCM is the application of metrics guiding how enterprises approach the
people management, perceiving people as assets, and fully understanding that the competitive
advantage is achieved just by strategic investment in these assets. This investment comprises
of creating employee engagement, retaining employees, and of learning and development
programmes. He then concludes this and states that “the concept of HCM complements and
strengthens the concept of human resource management. It does not replace it”. The importance
of measurement lies in proving that excellent people management is delivering excellent results
in terms of business performance, and it helps to direct HR strategy for the next period.

An essential prerequisite leading to efficient and effective utilisation of human capital and
to the true development of people in organizations is their motivation. Therefore, this has been
the subject of research for a long time, attracting the attention of researchers and practitioners
around the world (recently examined in the works of Foss et al., 2015; Koivisto & Rice 2016;
Kreye, 2016; Blaskova et al., 2016, 2017; Fletcher, 2017; Raineri, 2017; Polackova
& Blaskova, 2017; Grynko et al., 2018; Ho et al., 2018). The motivation and the process of
motivating is being studied from numerous perspectives. The objective is to identify the factors
influencing it under various circumstances, assess its level appropriately, and to identify the
common parts and differences among groups of employees or even individuals. Only the
effective motivating creates higher levels of employees’ engagement, resulting in better work
performance.

The main implications of the theory in this field for the practical issues of people
management are that people need to be treated as people, not as machines, other physical
objects, or funds. They have their emotions, aspirations, and motives, which are often very
complex. The management need to respect this. Only then people can become true assets, they
become engaged and inspired, and they will use all their abilities and potential for creating the
value for the given organisation and for the society.

As it was stated above, this topic is broad and focused on intangible elements, which
complicates the possible approaches to measurement. Nevertheless, for its great importance, it
is worth of further research. This paper captures some of the approaches to human capital and
its components. It also presents some of the topical findings influencing this area.

3. Research focused on human capital

The researchers and academics have paid attention to human capital in several ways
looking at this topic from various perspectives. However, an often case is that they narrow their
approach too much, they simplify the human capital only to common financial categories that
can be retrieved from financial statements of enterprises. Such research works are usually
focused on searching for links between the efficiency of human capital and financial
performance or market value of enterprises. The main reason is the accessibility and availability
of the existing input data. It is questionable whether the strict following of quantitative
representations and direct links does not neglect the true essence and purpose of distinguishing
human capital from the work performed and recorded.

Besides these, purely financially-oriented research works, also other have been elaborated,
looking for other possibilities how to study this topic, trying to examine other connections that
would help to develop the theory and practical directions for the work with human capital. Some
of the more recent such research works are listed and described in Table 1.
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Table 1. Selected recent research works focused on human capital

Author

Description of the research

Findings

The issues of firm-specific and
general human capital

The organisational commitment, and to some extent also
the tenure, have a negative relationship with what
employees perceive to be firm-specific (increase of
commitment by one unit increases the probability of

Rafiee. J. & Coff. R. perceiving the skills as general by 14%)

(2016)

The on-the-job training provided by employers is not

Data sources from Korea (5,419 | related to what is perceived as firm-specific by employees

individuals) and from the United
States (2,438 individuals)

Specific human capital as it is perceived by employees can
support the behaviour in ways not predicted by the existing
theories

Benchmarking tool for capturing the
competitive position of the enterprise
based on the efficiency of intellectual
capital

An enterprise is competitive only if it manages its
knowledge assets more efficiently than the competitors

Research sample of 20 Romanian
enterprises that export their products
and were profitable during the
economic crisis

Leon, R. D.

(2016) A moderate efficiency of intellectual capital was identified

(the highest score was 6.29 out of 10)

There is an interest in using intellectual capital as the
source of competitiveness but the effort is not developed
sufficiently yet

Human capital represented 50% of
weight in the overall index

Organisational learning (specifically its forms —
exploratory and exploitative) help the enterprise (hotels in
this case) to capture the opportunity on the market and to
create the competitive advantage through the increased
innovation behaviour and accumulation of human capital

Creation of competitive advantage:
linking  the perspective of
organisational learning, innovation
Chih-Hsing, L. behaviour, and intellectual capital
(2017)

Questionnaire, 595 hotel managers in
China, 7-point scales, regression
model and structural equation
modelling

Human capital mediates positive relationship between
innovation behaviour and competitive advantage
(coefficient in the model with the value of 0.65 at
p <0.001)

Case studies, conducted within the conditions of individual enterprises, add an additional
layer of insights. One such study was done by the Human Capital Management Institute in
Imperial Services Corporation, which is a retail organisation with around 21,000 employees
worldwide. The data were analysed for a 5-year period within the sales associates and sales
management in 18,000 localities. A key linkage was identified between the “manager job
shadowing training’ and increase of associates” sales. This program was not mandatory, and
only 30% of sales associates participated in it. On average, those finishing the job shadowing
program generated by 250,000 dollars more revenues annually than those not participating. The
costs of this training were 10,000 dollars per associate. Based on the results, the management
made this training mandatory in all locations (Lemert, 2016).

In the study from United Parcel Service (UPS), the attention was paid to leadership and its
effects on productivity. This company has more than 3,000 distribution centres worldwide with
60 to 300 employees in each. Here, the operation leaders — centres” managers — were examined.
Using the data from HR systems, performance evaluation, competency scores, and others, it
was sought for impact of leaders on productivity. The intention was also to reveal which
leadership competencies are the most important. It was found out that 25% of the top-rated
managers could operate with 10-15% lower costs per piece shipped in comparison with the
bottom 25%. As the leadership competencies with the strongest effect, these 4 were identified:
managing for results, development orientation, business and financial acumen, and customer
focus (Cooperstein, 2016).
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The company 84.51° (Giglio, Washington, 2018), which creates personalized marketing
strategies for companies selling packaged goods, decided to use their analytical capabilities to
gain knowledge on the engagement of their employees. They call their technique the real-time
employee sentiment. The main point is to use shorter survey but more often. The company used
a question about how the employees felt about coming to work during the week, asking this
weekly. The answers were on a scale of 1 to 10 (1 = “It was hard for me to get out of bed in the
morning”; 10 = “I didn’t even have to set an alarm clock I was so excited to get to work™).
There was another open question for stating the reasons. The participation was voluntary,
however, more than a half of employees participated. Combining the data with other
employees’ data enabled the company to identify segments of employees that are motivated to
stay in the company by the same groups of factors. This helps to retain the valuable talent.
Another important finding was that if employees share their feedback, they expect an action to
be taken. Here, some of the work teams were reorganized where there was revealed that the
problems among original team members had been affecting the engagement and satisfaction of
employees. Also, three main groups of factors influencing the engagement in the company were
identified. These consisted of the work itself (whether it is challenging, valuable, recognized),
purpose (connection of the work to the strategy), and people (whether the people in the
company are respectful, committed, creating contacts with each other).

Human resources strategy

Investment in

Education system human capital

\

Situation
on labour market

I Hiring and

stabilising ~ Career

Human capital

available Development and

education

Utilisation of
human capital

Turnover

o lanning Creative
Migration P / \ leadin
g
\ Ergonomics Org. culture

Motivating

Performance Competitiveness
(KPIs) (competitive advantage)

Figure 1. Linking of human capital topic with HR processes (own processing)

4. Human capital, HR processes and business outcomes

Based on the knowledge from literature and on the findings from research works and case
studies, the topic of human capital and its management is depicted in Figure 1. The input
influencing factor is represented by the strategy of human resources department since this
strategy already follows the overall business strategy, and thus it reflects the defined direction
of the enterprise for the years coming. Without a strategic approach to human capital, it will not
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be possible for the enterprise to achieve the goals set in any other functional part. People and
their qualitative attributes are integral for every enterprise as a whole.

Then, the three building blocks of work with human capital are internally affected by
numerous factors where these actually consist of complex processes of human resource
management or the results of these processes. Therefore, to be able to meaningfully assess the
utilisation and development of human capital, it is needed to study these processes and their
outcomes, using suitable and specific tools and methods.

Finally, there is an ongoing assessment of how the utilisation of human capital available
affects the total business results. These results can be seen as performance expressed through
various groups of key performance indicators (KPIs), and also as the position of enterprise on
the market in relation to its competitors. Regarding the KPIs, Sequeira (2017) states that even
though they are specifically adjusted for the conditions of individual enterprises, the basic four
categories are represented by revenue, customers, operations, innovation, and regulatory. One
particular example of enterprises that need to dedicate the effort to find suitable measures
represent the IT enterprises. They have many distinctive features, and “there is also the low
need of tangible assets of these enterprises and the difficulty with identifying product costs”
(Malichova & Durisova, 2015, p. 239). The critical role of learning and development function
in enterprises is to establish ways how to prove the positive effects of new investments in the
development of employees, revealing the positive changes in the KPIs because they capture the
interest of all other executives in the C-suite.

5. Trends and topical findings affecting human capital issues

The issues of human capital are not static. They are not separated from changes in the
global environment. These changes relate to the labour market, to skills needed by enterprises
because of technology advances, or to modern methods of learning.

Information concerning the skills needed in the current dynamic environment are in the
Workplace Learning Report (LinkedIn, 2018). It reflexes opinions of 1,200 talent development
professionals, 2,200 employees, 200 executives and 400 people managers from North America,
Europe and Asia. All groups of respondents assigned the highest priority to the training focused
on soft skills. Three skills were identified as the most important ones for employees to learn
from the development programmes: leadership (chosen by 74% of talent developers),
communication (66% of talent developers), and collaboration (55% of executives). The need
to prevent future skill gaps is the second highest priority of executives, but it has the sixth place
among priorities of talent developers. This needs to be balanced in the future.

Specialists of people’s development and executives also want to know how to assess the
results of development efforts. Talent professionals measure success using qualitative feedback
on in-classroom programs (44%) and quantitative data from online learning completed (33%).
However, they want to demonstrate success of these programs using team metrics and retention.
According to executives, the success of development programmes would be best demonstrated
by retaining of top talent (68%) and by the increase in performance metrics (65%). The results
then showed that 58% of employees prefer opportunities to learn at their own pace. Plus, 94%
of employees would stay at a company longer if it invested in their career development. Thus,
employees want to engage in learning if it is aligned with the advancements in their careers.
Also, 56% of employees stated that they would spend more time learning if a course for
improving their skills was selected by the manager. Involvement of managers can therefore be
considered as a critical factor.

The high topicality and significance of the development of employees is also supported by
the findings from the PwC’s survey (2018). This survey presents the data gained from 1,293
interviews with CEOs in 85 countries. The interviews were spread across a range of industries,
addressing rather large and middle-sized enterprises with high revenues (the prosperous ones).
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One part of this survey was focused on the potential threats to growth prospects perceived by
the CEOs. Globally, the availability of key skills appeared among serious threats with 38% of
respondents choosing the answer “extremely concerned” in relation to this threat. The same
percentage was reached by the threat regarding the speed of technological change. For the
region of Central and Eastern Europe, the threat of insufficient availability of key skills was
even the strongest one with 51% of respondents being extremely concerned with it.
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Figure 2. Prevalence of non-formal education among developers, worldwide (Statista, 2017a)
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Figure 3. Leading benefits valued by IT developers worldwide (Statista, 2017b)

The Future of Jobs report (World Economic Forum, 2016) offers a deep insight about skills
with forecasts for the future. It tries to grasp the current and future impact of disruptions on the
skill sets. The data were collected by interviewing Chief Human Resources Officers of the
largest employers, representing around 13 million employees in 15 countries. Totally, 371
companies participated. These companies have a great impact on economies, and they closely
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watch the trends or even start them. The report states that “the accelerating pace of
technological, demographic and socio-economic disruption is transforming industries,
changing the skills that employers need”. The respondents predicted that more than a third of
skill sets desired by 2020 will consist of skills not being considered crucial now. The rising
computing power will make the ability to work with data to be a vital skill for many jobs. The
expectations for 2020 are that 36% of all jobs will require problem-solving as a core skill. The
importance of this skill will be lower for technical industries, but its importance will ascend for
professional services and information technology since they will be even more complex.

Insights into the information technology industry via opinions of IT developers are depicted
in Figure 2 and 3. More than 64 thousand members of the programming community responded.
Figures reveal the preference among forms of non-formal education and among fringe benefits.
The preferred forms of non-formal education guide the investments in development of
knowledge needed for new software products. The benefits valued by IT developers show what
enterprises could focus on to strengthen their motivation.

6. Conclusion

The facts stated in this paper, gained from professional literature, research works, and
reports, underline the need to deal with the topic of human capital and its management even
more. Development of people in enterprises is investment, and “investment decision making ...
belongs to the most important and also most difficult activities of managers (Malichova et al.,
2016, p. 2192) . Enterprises must look for efficient and effective ways of development of their
assets represented by knowledge, skills, motivation and desirable behaviour of their employees.
This necessity is even stronger in the environment where it is not possible to hire new
employees with the sufficient level of all qualitative components (89% of executives say that it
is difficult to find people with soft skills — LinkedIn, 2018). Enterprises need a well-designed
system of employees’ development. Hence, they also need to have appropriate ways for the
assessment of the current state and of the efficiency of development programmes and activities.
In relation to motivation, employees need to be motivated to fully participate in their own
development, but the enterprises also must reveal the motives making the employees stay
working for them. Otherwise, they will lose all the investment put into their development. The
results of surveys show that employees need to be given time and space to acquire new skills
and knowledge critical for future business success. Managers also need to know which
approaches are preferred by the employees (as in the example among IT developers). If
employees shall be inspired by the opportunities for their growth, these must be connected with
their aspirations. Managers as creative leaders must provide this. Only they can help the
employees to understand the qualities they need to cultivate to advance in their careers. Finally,
the employees themselves are the source of valuable feedback also for the processes of learning
and development. When they are involved, they become a part of the whole change happening.
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CONDITIONS FOR TOURISM DEVELOPMENT IN THE EAST
AUKSTAITIJA REGION IN THE CONTEXT OF LITHUANIAN
TOURISM DEVELOPMENT

RAMUTE NARKUNIENE, VLADIMIRAS GRAZULIS

Abstract

The authors of the paper discuss conditions for tourism development in the East Aukstaitija region in
the context of Lithuanian tourism development. The aim of the research is perform the analysis of
conditions for tourism development in the East Aukstaitija region in the context of Lithuanian tourism
development. Tourism development issues were discussed; the results of the research (an analysis of
scientific literature and questionnaire survey, an analysis of strategic documents) were performed. The
factors, which influence tourism the most are the human and financial resources, tourism infrastructure,
the variety of tourism services, the virtual environment, the image of a tourism destination/ awareness,
management of the tourism destination, the quality of tourism services and events. Comparing the
assessment of various factors in the municipalities of Lithuania and East Aukstaitija region, it can be
noted that the same factors are used to assess the highest points (image of tourism destination/awareness,
quality of tourism services and management of tourism destination.

Key words: conditions, factors, municipality, tourism, tourism development.

Classification JEL: Z32 — Tourism and Development.

1. Introduction

Due to the influence of economic, social and political globalization processes tourism has
become one of the leading industries in many countries. According to the data of the World
Tourism Organisation (WTQO), tourism, which has a direct and indirect impact on the economy,
on a global scale creates 9% GDP, 1 in 11 jobs, 6% of the world’s exports and it is forecasted
that the number of international tourists could increase up to 1.8 billion by 2030. Over the last
decade, tourism has become an important economic sector in Lithuania — since 2009 each year
inbound tourism revenue steadily has increased. According to the 2016 data, Lithuanian tourism
statistics, the expenditure of foreign tourists and day visitors amounted to EUR 1.25 milliard.

Many scientists have analysed tendencies of tourism development: Dwyer & Kim (2001),
Gunn (2002), Dmitrijeva & Seniavskij (2009) analysed tourism destination competitiveness
factors, Dredge & Jenkins (2007), Sharpley & Telfer (2002), Hall (2007) — tourism planning
and development, Go & Govers (2000) — integrated quality management for tourism destination
and others. In Lithuania these issues were analysed by Kornei¢iuk & Pipiriené (trends and
development of modern tourism, 2015), Zi¢kuté (development of eco-tourism in Lithuania,
2014), Romikaityté & Kisieliauskas (the factors, affecting Lithuanian tourism sector
development, 2012), Andruliené, Armaitiené, Povilanskas, Januliené & Dulskis (assessment of
Lithuanian tourism potential, 2011), Zilinskas & Petravi¢iené (conceptualization and trends of
tourism development in the Lithuania, 2007), Ligeikiené (tourism development and
management, 2003), Zilinskas & Skrodeniené (management of tourism development in the
regions 2003) and others. Trends in tourism development at municipality level are researched
by Paulauskiené (prospects for tourism management development in Lithuania, 2013), Dapkus
& Gaizauskiené (tourism development at municipality level, 2009). However, tourism
development conditions at municipality level have not been researched, only sporadic research
studies have been performed. For these reasons, tourism in many municipalities has developed
without a clear and long-term development strategy and consistent implementation of the
programme.
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The object of the research is conditions for tourism development in the East Aukstaitija
region in the context of Lithuanian tourism development.

The aim of the research is perform the analysis of conditions for tourism development in
the East Aukstaitija region in the context of Lithuanian tourism development. Objectives of the
research are:

1. To characterize the factors influencing the development of tourism.
2. To perform the analysis of conditions for tourism development in the East Aukstaitija
region in the context of Lithuanian tourism development.

From the viewpoint of research methods, the authors of the paper applied the analysis of
scientific literature, quantitative research — a survey, document analysis and questionnaire data
generalization. The research instrument (questionnaire) developed by grouping questions into
blocks, related to the research topic for the qualitative and qualitative researches. Taking into
account the specifics of research, this method is considered to be an important data collection
method. Data Sources: the Lithuanian Tourism Law, the National Tourism Development
Programme for 2014 — 2020. Tourism development issues were discussed and the research
results were presented.

The survey sample of the research was calculated according to the formula of Schwarze.
The survey involved 25 tourism specialists, responsible for tourism development in tourism
information centres and tourism and business information centres in the municipalities of
Lithuania (according to the formula a sufficient size to ensure the representativeness of the
research sample is 22 respondents).

2. Scientific discussion on the topic of tourism development in the
municipalities

The WTO defines tourism as a type of travel, tour, when a person leaves his job and place
of residence for more than one day and less than 12 months, and the aim of the trip is not
recruitment or paid activities. For all countries welcoming tourists one of the most important
condition is to preserve and develop their national identity. Tourism development is understood
as physical changes caused by the increasing tourist interest in the area and the expression of
this interest through the increasing incoming flows. According to Ligeikiené (2003), tourism
development can be seen as an assumption for the improvement of life quality of tourists and
the local community. Tourism development goals in the overall economic structure have impact
on and relate to strategies of other industries of the economy, their actions and measures, and
the public sector, such as environmental protection, transport, agriculture, regions, development
of small and medium businesses. Tourism and regional development are linked to each other in
the national and even global context (WTO, 1980). Sharpley & Telfer (2002) states, that tourism
has a direct impact on national, regional and local economies, whereas tourism development
has potentially beneficial economic effects, which in turn positively affects the destination’s
economic development. Hall (2007) has supplemented tourism development with a new
tradition of sustainable development, formed in the last decades.

In many countries, the most popular tourist attractions related to natural resources (the sea,
beaches, climate, mountains, and so on). This shows that the development of tourism (as well
as economic benefits) is based on the natural resources that are free, because they do not need
to be built or created (Dredge & Jenkins, 2007). In order to determine the development of
a tourism destination, tourism resources of the destination have to be estimated.

In recent decades, the general trend of public development has determined the rapid
development of tourism — tourism has become one of the most popular leisure activities.
According to the Organization for Economic Cooperation and Development (2010), rapid
tourism growth was mostly influenced by the globalization process, reinforced by socio-
economic factors: rising personal income and inheritance, prolonged life expectancy, faster and
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cheaper air transport services, improvements in accessibility of various tourism destinations,
intensive use of information technologies, the increasing living standard in new developing
markets of inbound tourism. Table 1 summarizes various factors, which influence the
development of a tourism destination.

Table 1. Factors influencing the development of a tourism destination (compiled by authors of article)

& Seniavskij (2009)

Author Factors
Foreign authors
Political stability, the natural environment, safety, health and hygiene, transport
Dmitrijeva infrastructure, information-communication technologies, price policy, personnel

management, tourism infrastructure management of tourism destination, natural and
cultural resources.

Mikos von
Rohrscheidt (2008)

Country economic situation, political situation, security and preparation emergency
situation and crisis, country's geographical position, convenience of transportation, the
image of the country in the world, market conditions, climate, social norms, scientific
and technical progress, increasing life expectancy, lifestyle changes, prolonged leisure
time and so on.

Dwyer & Kim (2003)

Natural resources, artificial resources, special events, supporting factors, tourism
destinations management, demand factors, factors of market performance.

Cultural and natural resources, tourism, infrastructure, personnel competence, variety

Waber (2002) of the tourism market, the geographic environment, the virtual environment.
Sharpley Creation of jobs places, economic diversification, support for the development of
& Telfer (2002) public services, recreational services for tourists and so on.

Go & Govers (2000)

Access to a tourism destination, availability of a tourism destination, quality of service,
government support for tourism, price policy, the image of the tourism destination,
climate and the environment and attractiveness.

Lithuanian authors

Zuromskaité (2016)

Lifestyle and motivational factors, demographic, political, economic, environmental,
social, technological factors.

Indritinas (2015)

Leisure (recreation) objects, infrastructure of services, infrastructure of passenger
transport, engineering infrastructure of the tourism destination, organization of travel,
tourism information and advertising.

Paulauskiené (2014)

Incentive factors at the municipal level: assignment of EU support, development of
tourism infrastructure, priority at national level, marketing of tourism at the municipal
level.

Incentive factors at the national level of tourism management: a positive image and
awareness of the country, development of tourism infrastructure, formulation of the
vision, improvement of qualification.

Pliustiené (2012)

Functions and decisions taken by public sector institutions.

Andruliené et al.
(2011)

Tourism resources and infrastructure, components of the tourism industry, the flow of
tourists, the image of the tourism destination, activities of tourism related agents, the
position of the tourism destination in the tourism network.

Vaitiekiinas
& Povilanskas (2011)

Having free time and money, curiosity and the gladness of cognition, globalization and
the convergence of world cultures, attractiveness of recreational resources, increasing
opportunities for international transport and advertising.

Ligeikiené (2003)

Conditions of globalization, integration, information technology and economic
progress and changes in consumer behaviour.

Bagdzevicieng et al.
(2002)

Social accessibility, the demographic factor, natural
accessibility, human resources, financial resources,
infrastructure, international events, eco-accessibility.

resources,
legal acts,

geographic
technology,
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As we can see, experts recommend to assign tourism resources, tourism infrastructure, the
variety of tourism services, tourism management, the virtual environment, the quality of
tourism services, the image of a tourism destination, and events to the development factors of
the tourism destination.

When analysing the conditions for tourism development, it is necessary to assess the factors
limiting this development as well. According to Zuromskait¢ B. (2012), in addition to
economic, political, security/insecurity, demographic, technological and cultural factors, other
factors that also promote tourism development have to be taken into account. The emphasis is
on people's education, changing lifestyles, industrialization and urbanization processes, the
development of tourism infrastructure, tourism policy, physical changes in the environment
(e.g., climate change, pollution, cultural change). Tourism development “responds" to various
disorders taking place in the world. Terrorism has been affecting tourism development recently,
the threat of which ‘closes’ certain countries for tourists. The economic crisis has had
a significant impact on the development of tourism.

Table 2 summarizes various negative factors, which influence the development of a tourism
destination.

Table 2. Factors having negative impact on the development of the tourist destination (compiled by
authors of the article)

Authors Factors

Restrictive factors at municipal level: problems of public procurement, lack of
financial support, bureaucratic procedures, distinguishing priority municipalities at
Paulauskiené (2014) the national level.

Restrictive factors at the national level of tourism management: lack of long-term
planning, lack of financing of marketing, political factors, lack of coordination of the
image of the country and partnership.

Balezentis Terrorism, economic crisis
& Zuromskaité (2012) ' '

- Negative subjects of civilization (unstable political or economic situation, terrorism,
Vaitekiinas

communicable diseases, epidemics), unpredictable natural phenomena (tsunamis,

& Povilanskas (2011) typhoons, floods, hurricanes, earthquakes, volcanic eruptions).

Zilinskas Seasonality, low diversity of leisure activities, underdeveloped accommodation
& Skrodeniené (2008) | services, insufficient qualification of the tourism sector employees.

To summarize, in addition to promoting factors tourism is also influenced negatively by
various factors and events. They are related not only to the negative aspects of civilization
(unstable political or economic situation, terrorism, communicable diseases epidemics), but
also with unpredictable natural phenomena (tsunamis, typhoons, floods, hurricanes,
earthquakes, volcanic eruptions). Countries under various disasters, even if they are attractive,
cannot expect a large influx of tourists.

In practice, the development of tourism is realized through plans and selected indicators.
Gunn (2002) was one of the first scholars to describe tourism planning as a tourism destination
development tool. According to Gunn (2002), the aim of planning relates to increase in income
and employment, conservation of resources and conditions for traveller satisfaction. It is noted
that in insufficiently or under-developed tourism destinations, plans can become a serious
support for further development of tourism, while in the developed countries (regions) they are
often used as a tool to ‘revive the tourism sector and to maintain its viability in the future’
(WTO).
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The strategic goal of tourism development in Lithuania is to increase the competitiveness
of the Lithuanian tourism sector, because tourism is an economic activity, whose main function
IS to generate economic growth. At the same time, the socio-cultural impact of tourism is no
less important, which affects the infrastructure, increases services and entertainment offers,
revives cultural life in the regions, increases opportunities for self-expression of the local
population and strengthens cultural identity and individuality.

Planning and management of the Lithuanian tourism sector since 1998 has been based on
the regulatory statutory acts and other documents (Tourism Law of the Republic of Lithuania
and related secondary legislation), the Territory Planning Law of the Republic of Lithuania,
rules for drafting tourism and recreation schemes and plans (projects). Tourism planning is one
of the functions and tools of tourism sector management and policy. In order to increase the
competitiveness of tourism, Lithuanian tourism development programmes for 2014 — 2020
provide for planning development goals and objectives. New goals and objectives are set the
tourism development programmes in order to implement the national tourism development
goals and objectives, which include competitive tourism products and services, development of
tourism infrastructure and services, creation and promotion a favourable tourism business
environment, implementation of effective marketing and communication devices, increasing
the competitiveness and visibility of Lithuanian tourism in Lithuania and international markets,
to promote tourism services exports to foreign countries under the principles of sustainable
tourism. The goals is to make tourism, as one of the industries of the economy, by properly
using the country’s tourism resources and offering a marketable, high quality and competitive
tourism products in foreign and domestic tourism markets, help increase the income of the
population and to contribute to the development of new business niches in order to attract
private investment, improve the country’s gross domestic product as well as to address regional
economic and social development issues, and together — to protect the landscape (natural and
cultural) values, the rational use of natural and cultural resources.

As foreseen in the LR Tourism Law, the tourism policy in Lithuania is carried out at the
national, regional and local levels as a means to achieve the country’s strategic development
goals. The research object of the present paper is the development of tourism conditions at the
municipal level, and Table 3 presents municipality competences in tourism policy-making and
management.

At the municipality level tourism development issues are evaluated in the strategic
development plans, but the initiation of management of tourism activities at this level is not
mandatory. According to Bryson (2004), the need for a strategic plan in municipalities is based
on several factors which are more suitable for a sustainable than a competitive development
strategy: to help the organization to organize and execute the changes, to improve decision-
making, to increase the efficiency of the entire organization. According to V. Grazulis (2008),
a properly chosen strategy helps take the desired location in a competitive market, and the
managers to foster values, norms, roles and groups as a whole, while achieving strategic
objectives. Success of strategic planning is highly dependent on how the strategic planning
models, principles, procedures are associated with the actual performance conditions.
According to T. Sudnickas (2011), successful competition is not possible without a permanent
response to the changes taking place and the efficient use of available resources and is hard to
imagine without the strategic management of the organization.

Unfortunately, municipality strategic plans are usually seen as a precondition for assistance
from the EU Structural Funds, and not as clear priorities and setting directions for balanced and
productive activities.
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Table 3. Forming tourism policy and tourism management at the municipal level in Lithuania (source:
compiled by the authors of the article according LR Tourism law, 2015)

Competences of municipality

Promotion of tourism business and establishment of tourism information centres:

1. To promote the tourism business as a job creation and employment measure;
2. To establish municipality tourist information centres.

Preparation and implementation of the strategic documents and development projects:

3. According to the provision of the Lithuanian tourism development programme, to prepare, approve
and implement the municipal tourism development programmes (strategies) or municipal tourism and
recreation schemes and projects;

4. To develop and implement projects of public tourism and recreation infrastructure.

Planning and implementation of recreational activities:

5. To plan and implement the measures, necessary for the protection of recreational areas, recreation and
tourism activities in these areas, to develop and manage accounting for recreational areas, to approve
regulations for the usage of recreational territories;

6. To plan and organize camps for children and youth activities, to determine the requirements for these
camps and monitor their implementation;

7. Inorder to ensure tourists calm rest, the Lithuanian Government shall have the right to restrict the
construction, repair, reconstruction, installation works in resort territories of the municipal council
during the tourism season;

8. To perform market research and marketing of tourism resources and services in the municipality area;

9. According to the law, to make contracts with the tourism service providers — legal and natural persons
— for the recreational use of resources (lease) for tourism and recreation, to control the execution of
contracts.

3. Conditions for tourism development in the East AukStaitija region in
the context of Lithuanian tourism development

According to the data of State Tourism Department (2017-10-30) Tourist Information
Centres (TIC) or Tourism and Business Information Centres (TVIC) operate in 48
municipalities of Lithuania. There are five districts in East Aukstaitija region and five tourism
information centres: Anyks¢iai, Utena, Ignalina and Zarasai tourism information centres,
Molétai tourism and business information centre. During the survey in Lithuania municipalities,
tourism specialists rated the image of the tourist destination with the highest score (4.84 points),
in second place — the quality of tourism services (4.83 points), in third place — tourism
management (4.68 points), in fourth place — resources (4.53 points), in fifth place — events (4.49
points), in sixth place — the virtual environment (4.45 points), in seventh place — tourism
infrastructure and the variety of tourism services (4.42 points) (see Table 3). Improving the
image of a tourism destination and promoting its tourism opportunities contributes to solving
local social and economic issues and creating welfare.

During the survey in East Aukstaitija municipalities, tourism specialists rated the image of
the tourist destination with the highest score (5 points), the quality of tourism services (5
points), management of tourism destination (5 points), in second place — tourism resources and
virtual environment (after 4.8 points for each), in third place — tourism infrastructure (4.2 point),
in fourth place — events (4.1 points), in fifth place — the variety of tourism services (4.0 points)
(see Table 4). Comparing the assessment of various factors in the municipalities of Lithuania
and East Aukstaitija region, it can be noted that the same factors are used to assess the highest
points (image of tourism destination/awareness (in the municipalities of Lithuania 4.84 point,
in the municipalities of East Aukstaitija region 5 points), quality of tourism services (in the
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municipalities of Lithuania 4.83 point, in the municipalities of East Aukstaitija region 5 points),
management of tourism destination (in the municipalities of Lithuania 4.68 point, in the
municipalities of East Aukstaitija region 5 points)). It should be noted that the evaluation does
not differ significantly between the assessment of various factors. A higher score in the
municipalities of the East Aukstaitija region has been evaluated image of tourism destination/
awareness, quality of tourism services, management of tourism destination, tourism resources
and virtual environment. Lower score are only events and tourism infrastructure. The biggest
fluctuations between ratings are 0.42 points (variety of tourism services evaluation), the
smallest fluctuations between evaluations is 0.16 points (image of tourism destination/
awareness).

When analysing the East Aukstaitija region’s natural resources in the context of tourism
development, it can be seen that this region consists of natural landscapes, natural recreational
areas, their physical and aesthetic qualities, as well as the opportunity to know the nature in the
areas, to acquire ecological knowledge. East Aukstaitija region is a perspective region and
attractive tourism area. There are 1,002 lakes in the region area. There is the highest number of
lakes in comparison with other regions of the country. The region has many state-protected
natural heritage objects — botanical, geological, hydrogeological, hydrographical, hydrological.
The region is the state of protected areas in abundance — the protected area consists of
147,345.73 ha. It holds 20.46% of the region's territory. The region covers an area of major
national parks: Aukstaitija National Park, Anyksc¢iai, Labanoras, Grazuté, Sartai and Asveja
regional parks. East Aukstaitija region has sufficient resources of natural and cultural heritage
for tourism development. By the data of Lithuanian Statistics Department (LSD), in 2016 there
were 169 rural tourism homesteads in East Aukstaitija region, which accounted for 25 percent
of the country's total number of rural tourism homesteads in Lithuania. Eastern Aukstaitija
region homesteads equipped with 686 rooms and 2,368 seats (LSD, 2016). According to the
number of places in rural tourism homesteads, Eastern Aukstaitija region was the second region
in comparison with other regions of the country in 2016 (LSD, 2016).

Table 4. Assessment of important factors, affecting Lithuanian tourism development (Source: compiled
by the authors of the article according to the survey data)

Assessment Assessment
Factors of important factors of important factors
of Lithuania of Eastern AuksStaitija region
5-point system 5-point system
Image of tourism destination/ awareness 4.84 5.0
Quality of tourism services 4.83 5.0
Management of tourism destination 4.68 5.0
Tourism resources (cultural, natural, human, financial) 4.53 4.8
Events 4.49 4.1
Virtual environment 4.45 4.8
Tourism infrastructure 4.42 4.2
Variety of tourism services 4.42 4.0

Tourism specialists in Lithuania and East Aukstaitija region rated the image of a tourism
destination, the quality of tourism services and the management of the tourism destination quite
high (see Table 4). Evaluating the resources in Lithuania, the maximum score was given to
human (4.86 points) and financial (4.84 points) resources, a slightly lower grade were given to
natural (4.42 points) and cultural (4.01 points) resources. Evaluating the resources in East
Aukstaitija region, the maximum score was given to human (5 points) and financial (5 points)
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resources, a slightly lower grade were given to natural (4 points) and cultural (4 points)
resources. Human resources in the tourism sector are very important, because employees of this
sector create the country’s tourism and hospitality image and hospitality is an integral part of
the competitiveness of the tourism sector. In order to strengthen this potential, it is important to
continuously develop the professional competence of tourism sector employees, i.e. to
constantly improve their skills, knowledge of foreign languages, to improve the image, and
develop intercultural competence. The country’s tourism resources are one of the most
important competitive advantages to attract tourist flows and increase the economic benefits of
tourism. The abundance and diversity of Lithuanian natural and cultural tourism resources
allows to create and develop products of recreation, cultural and educational tourism, ethnic,
rural tourism and eco-tourism, focusing on the segments of the respective market.

Urban heritage 52 | 40
Art values 46 J| 29 ' 17
Archeological values 52 || 32
Folk traditions 1 | 60 | J 32 I 8
Folk crafts 56 || 35

National cuisines 88 (12
Manors houses 1 | 76I I | I 20 ﬁ
Castles ] | 8|0 | J 20
Other 67 T T
Lakes 67 | 33
Rivers 63 || 29 8
Sea 75 || I 21
Forests 54 | 41 I

Human resources 88 || 12
1 | | | |

Financial resources 84 l 16

0% 20% 40% 60% 80% 100%

45 (very important) 4 (important) # 3 (neither important nor irrelevant)

u 2 (does not matter) m ] (it does not matter at all) ® 0 (I have no opinion)

Figure 1. Assessment of cultural, natural, human, financial resources, percent (source: compiled by
the authors of the article according to the survey data)

Natural and cultural resources are very important in the development of tourism (see
Figure 1). Evaluating the natural resources in Lithuania, the respondents noted the importance
of the presence of the sea (4.67 points), lakes (4.4 points), forest (4.46 points), and the river
(4.13 points). Evaluating cultural resources, the respondents noted the importance of national
cuisine (4.85 points), castles (4.8 points), manors (4.68 points), museums (4.54 points), folk
traditions (4.52 points), urban heritage (4.4 points), archaeological values (4.32 points), folk
crafts (4.25 points) and artistic values (4.2 points). Evaluating the natural resources in East
Aukstaitija region, the respondents noted the importance of the presence of the sea (4.75 points),
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lakes (4.75 points), forest (4.5 points), and the river (4.75 points). Evaluating cultural resources,
the respondents noted the importance of national cuisine (4.7 points), castles (5 points), manors
(5 points), museums (5 points), folk traditions (4.5 points), urban heritage (4.25 points),
archaeological values (4 points), folk crafts (4.5 points) and artistic values (4.4 points).

According to the results of the research, the following types of tourism are being developed
in Lithuania: in accordance with to the current demand, types of niche, business, conferences,
sports and adventure tourism are developed; according to the strategic documents: health
sanatorium tourism, ecotourism, recreation, leisure, cognitive cultural, rural tourism (see
Figure 2). Natural and cultural resources of Lithuania create preconditions for the development
of all the mentioned types of tourism, and the development of health tourism relates to the
activities of resorts and resort areas. Abundance and diversity of East Aukstaitija region natural
and cultural tourism resources allows to create and develop products of recreation, cultural and
educational tourism, ethnic, rural tourism and eco-tourism, focusing on the segments of
respective market.

Various tourism services are being developed in Lithuania and East Aukstaitija region.
Services are developed based on the current needs (water, catering, entertainment, conference
organization, transportation services etc.) or according to strategic documents (tourist
information, accommodation, travel organization services).

Types of tourism | | | |
Business tourism |54 68 e e—
Cognitive, cultural tourism 20 ‘r : g:n :
Leisure tourism | 28 : 1 ; ; 72 | A
Sports tourism |54 50 1 40
Rural tourism |12 4 o4 1 I — I
Conference tourism |14 4 I 54 : 4 )
Ecotourism |..13..4 : o 1 I 32 '
Therapeutic sanatorium tourism : : 67 : : { 94:1 1.9
Niche tourism 19 | 67
Adventure tourism |14 f 48 I‘ SR T -
Other | | |
0 20 40 60 80 100
1 Developed under the strategic documents 1 Developed under the current need
i Not developed ® | have no opinion

Figure 2. Analysis of tourism development in Lithuania (source: compiled by the authors of the article
according to the survey data), percent

The tourism experts identified tourism information and accommodation services, social
media (Facebook, Instagram etc.) and Internet sites, event organization, visiting heritage as
tourism development strengths in Lithuania. The cultural resources to be noted: urban heritage,
artistic, archaeological values, folk traditions and crafts, museums. The strengths to be noted:
tourism infrastructure (asphalted roads), carriage by road transport, the image of the tourist
destination, the management of the tourist destination, the quality of tourism services and
human resources in Lithuania. Tourism experts identified management of tourism destination,
quality of tourism services, image of tourism destination/awareness, the impact of virtual
environment on the development of tourism, human and financial resources as tourism
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development strengths in the East Aukstaitija region. The tourism experts identified weaknesses
included the absence of a variety of tourism services and tourist infrastructure — no bicycle path
network, the lack of car parking lots and hiking trails, the poor quality of district roads, the
inadequate infrastructure of water ways in Lithuania and in the East Aukstaitija region. There
were such threats for tourism development in Lihuania and in the East Aukstaitija region as
unplanned change of state economic development priorities, population migration to other
countries, the worsening demographic situation in the district and others. Tourism development
in the region and country can benefit from the EU Funds, the growing demand for active
recreation and health tourism products in the hospitality industry, quality improvement and
implementation of international standards and other options in the domestic and foreign
markets.

4. Conclusions

1. Factors, which influence tourism the most, are the human and financial resources, tourism
infrastructure, the variety of tourism services, the virtual environment, the image of the
tourism destination/ awareness, management of the tourism destination, the quality of
tourism services and events.

2. Comparing the assessment of various factors in the municipalities of Lithuania and East
Aukstaitija region, it can be noted that the same factors are used to assess the highest points
(image of tourism destination/awareness, quality of tourism services, management of
tourism destination. It should be noted that the evaluation does not differ significantly
between the assessment of various factors. A higher score in the municipalities of the East
Aukstaitija region has been evaluated image of tourism destination/ awareness, quality of
tourism services, management of tourism destination, tourism resources and virtual
environment. Lower score are only events and tourism infrastructure. The tourism experts
identified tourism information and accommodation services, social media (Facebook,
Instagram etc.) and Internet sites, event organization, visiting heritage as tourism
development strengths in Lithuania. The strengths to be noted: tourism infrastructure
(asphalted roads), carriage by road transport, the image of the tourist destination, the
management of the tourist destination, the quality of tourism services and human resources
in Lithuania. Tourism experts identified management of tourism destination, quality of
tourism services, image of tourism destination/awareness, the impact of virtual
environment on the development of tourism, human and financial resources as tourism
development strengths in the East Aukstaitija region. The tourism experts identified
weaknesses included the absence of a variety of tourism services and tourist infrastructure
—no bicycle path network, the lack of car parking lots and hiking trails, the poor quality of
district roads, the inadequate infrastructure of water ways in Lithuania and in the East
Aukstaitija region too.
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DZIEDZICTWO I ROZNORODNOSC KULTUROWA W KONTEKSCIE
ROZWOJU KREATYWNOSCI I SEKTOROW KULTUROWYCH

HERITAGE AND CULTURAL DIVERSITY IN THE CONTEXT OF
DEVELOPMENT OF CREATIVITY AND CULTURAL SECTORS

ANETA SOKOL

Abstract

Cultural heritage and cultural diversity are increasingly the subject of interest to science related to socio-
economic development. Their influence on the formation of tangible and intangible capital, building the
identity of the place (territory) and direct and indirect influence on the development of a given territorial
area are emphasized. Heritage is a potential and a catalyst for development processes and a carrier of
many, merging and pervading economic and non-economic values (historical, artistic, scientific, social,
including integration and educational and economic). And cultural diversity means that a given
territorial area becomes the cradle of many intermingling cultures that create feedback and generate
added value for society. Taking into account the above-mentioned advantages of the cultural
components presented here in this paper, an attempt was made to examine the influence of these factors
on the development of creativity, and thus also the cultural sector. To achieve this goal, the Delphi
method was used.

Key words: creativity, culture, human capital.

Classification JEL: M12 — Personnel Management.

1. Wstep

Dziedzictwo kulturowe oraz roznorodnos$¢ kulturowa nabierajg coraz wigkszego znaczenie
dla rozwoju spoteczno-gospodarczego. Sg one szczegblnie istotne w procesie aktywizacji
tworczych przestrzeni zycia, ktore z kolei sg tak wazne dla rozwoju w turbulentnym otoczeniu,
gdzie cale regiony konkurujg pomigdzy sobg by stawac si¢ coraz bardziej innowacyjnym. Juz
jaki$ czas temu naukowcy zaczgli dostrzegac rolg tych determinant w wielu procesach, ale nadal
badania dotyczace wspotzaleznosci obu tych zagadnien sg niewystarczajagce by udzielaé
bardziej szczegdtowych odpowiedzi. Stad tez w niniejszym artykule podjeto si¢ analiz
tematycznych z wykorzystaniem metody delfickiej by moc pozyskaé wigeej informacji
i wzbogaci¢ wiedze w tym zakresie. Zalozono, ze wymienione tu komponenty kultury
odgrywaja istotng role w procesach rozwoju tworczosci i sektoréw kultury 1 kreatywnego, a ich
wplyw jest niekwestionowany.

2. Znacznie kreatywnosci dla rozwoju gospodarczego

Wspotczesne spoteczenstwo charakteryzuje sie¢ skomplikowanym procesem zmian, ktore
wplywaja na wszystkie sfery Zycia. Podstawa tych zmian jest przejscie do systemu
funkcjonowania tzw. ,,nowej gospodarki” opartej przede wszystkim na inwestycjach,
technologii oraz kapitale ludzkim. Bioragc pod uwage powyzsze argumenty i odnoszac si¢ do
literatury przedmiotu warto odwota¢ si¢ do raportu przygotowanego przez Floryde 1 Tinagli
(2004), w ktorym autorzy ci twierdza, ze zmiany te wptywaja na kazdy sektor gospodarki,
w ktorym konkurencyjnos$¢ 1 bogactwo stajg si¢ coraz bardziej determinowane przez zdolnos¢
do innowacji (The Think Tank Demos). Odpowiedzig na to wyzwanie jest kreatywnos¢, ktora
jest czesto przedstawiana jako konieczny poprzednik innowacji. Ponadto sprzyja ona tworzeniu
przewagi konkurencyjnej, ktora jest bardzo wazna w tak turbulentym otoczeniu. Wspodtczesny
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Swiat zmieniajagc si¢ czerpie ze zrodia ludzkiej kreatywnos$ci, bowiem to ona pomaga
przeksztatca¢ go i stwarza¢ na nowo. Pomimo tego, ze cz¢$¢ teoretykow stowo stwarzanie
kieruje ku bytowi wyzszemu czyli Bogu, to zdaniem autorki artykutu cztowiek stworzony na
podobienstwo Boga rowniez w tym stwarzaniu §wiata bierze czynny udzial bedac tworca.
Filozoficzne byloby rozwazanie nad uzytymi w tym akapicie sfomulowaniami, czy tez
konstruktami stownymi, aczkolwiek te aspekty w niniejszym artykule zostang pomini¢te ze
wzgledu na zakres prowadzonych w nim rozwazan. Mianowicie chodzi o to, by wskazac role
kreatywnosci w tworzeniu rozwoju gospodarczego. Odnoszac si¢ do historycznych
uwarunkowan rozwoju gospodarczego mozna powiedzie¢, ze kreatywnos$¢ zawsze odgrywata
role w tym procesie. Niestety przez wiele lat uwaga praktykow, jak i teoretykow nie byla
skoncentrowana na niej jako glownym czynniku stymulujacym te procesy. Dopiero
konkurencyjno$¢ 1 permanentne poszukiwanie zmian by dostosowac si¢ do nowych warunkow
uzmystowity wszystkim, ze spelnienie tego wymaga pewnych zasoboéw. W migdzyczasie
przewartosciowaniu uleglo znaczenie w rozwoju zasoboéw z materialnych w kierunku
niematerialnych. Dostrzezona zostala ich rola a dalsze poszukiwania sprawity, ze wszelka
uwaga skoncentrowana zostata na tym potencjalne, ktory moze zaspokoi¢ potrzebe szybkich
zmian.

Majac na uwadze powyzsze pojawita si¢ potrzeba wskazania obszaréw, w ktorych
wykorzystanie kreatywnosci przyniostoby jak najwieksze korzysci i kumulowato wartosci
dodane. Jest niekwestionowane, ze przemysty (sektory) oparte na kreatywnosci, czyli sektor
kultury i kreatywny, wptywaja znaczaco na rozwoj gospodarczy nie tylko Polski, ale i catego
Swiata. Im wigksze obszary rozwoju dzialalnosci tworczych tym wyzszy poziom rozwoju
spoteczno-gospodarczego kraju czy regionu. Poza tym dziatalno$ci tworcze wspieraja inne
sektory gospodarcze kumulujac tym samym oczekiwany potencjat wzrostu i rozwoju. Stad tez
biorgc pod uwage stale rosngce gospodarcze znaczenie dziatan bedacych efektem ,,produkcji
sektorow kreatywnych” nalezy stwierdzi¢, ze dla pelnego wsparcia rozwoju potrzeba jest
potaczenia trzech wzajemnie si¢ uzupetniajacych sktadowych, do ktorych Tomqvist (1993)
zaliczyl:

e duzy zasob informacji i fatwosc¢ jej przenoszenia wewnatrz tego obszaru,

e zasOb wiedzy oparty nie tylko na gromadzeniu i przechowywaniu informacji, ale

réwniez akumulacji wiedzy w czasie, przez instytucje np. naukowe,

e zasob kompetencji w okreslonych dziedzinach i rodzajach dziatalnosci (sektorowosc¢

wiedzy).

Jednak warto wskazaé, ze glowng sita napedowa rozwoju gospodarki opartej na
kreatywnosci, @ W tym zaréwno sektorow kreatywnych, jak i kulturalnych, jest cztowiek wraz
ze swoimi predyspozycjami i umiejetnosciami. Aczkolwiek chodzi tu o ten kapitat ludzki, ktory
biorgc pod uwage powyzsze jest no$nikiem kreatywnosci. Zgodnie z koncepcja R. Floridy’a
(2002) ,, The rise of the creative class ” oraz “Cities and the creative class ” (2005) to tzw. klasa
tworcza (creative class), ktoéra uruchamia trzy czynniki o charakterze inicjujacym tj.
technologie, talent, tolerancj¢ (3T). Zatem osoby kreatywne (przedstawiciele klasy tworczej np.
nauczyciele, artysci, inzynierowie, projektanci, programisci, itd.) poprzez stymulacj¢
podejmuja dziatania tworcze w znacznie wigkszym zakresie niz gdyby byli rozproszeni.

Majac na uwadze powyzsze warto wskaza¢, ze inwestowanie w sektor kulturowy
I kreatywny nie jest dzisiaj juz tylko wyborem drogi rozwoju, ale konieczno$ciag wynikajacg ze
zmian spolecznych, technologicznych czy politycznych. By mozna bylo czerpac jeszcze wigcej
z potencjatu, jaki niesie kreatywno$¢, nalezy uruchamia¢ dziatania majgce na celu wsparcie
I wzmocnienie tych dziatalnosci. W wielu krajach na $wiecie powstato wiele dokumentow
majacych na celu okreslenie, w jaki sposob nalezy ukierunkowac to wsparcie by jak najlepiej
te dzialalno$ci mogtly si¢ rozwijac. Przy czym warto wskazac, iz istnieja kraje, w ktorych ten
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rodzaj polityki nie zostat wdrozony. Zaangazowanie wtadz publicznych (na szczeblu zar6wno
centralnym, jak 1 samorzagdowym) w rozw¢j kreatywno$ci 1 innowacyjnosci, wsparcie
gospodarki opartej na wiedzy, wzrost nakladow w obszarze B+R postulowane sg w wielu
dokumentach strategicznych przyjmowanych na poziomie krajowym, ale tez europejskim
(Strategia Rozwoju Wojewodztwa..., 2005). Istotnie jednak chodzi o dziatania nie tylko w sferze
wsparcia gospodarki kreatywnej, ale i stworzenia odpowiedniego otoczenia biznesu, ktore
bedzie pomagaé w rozwoju tego typu dziatalnosci.

Majac na uwadze wzrastajace znaczenie kreatywnosci w gospodarce, w wielu krajach
rozpoczeto dyskusje na temat mozliwosci jej wsparcia. Takze 1 w Europie podejmowany jest
temat rozwoju polityki majacy na celu rozwoj kreatywnos$ci jako wyzwanie dla innowacji
I istotny atut w perspektywie dtugoterminowego rozwoju ekonomicznego. W 2009 roku temat
kreatywnosci stat si¢ centrum europejskiej polityki. Rozpoczeta si¢ debata na temat form
wsparcia jakie nalezy przyja¢ by rozwija¢ ten wyjatkowy zasob. Pojawito sie wiele
dokumentow dotyczacych prowadzenia tego typu polityki. Przyktadowo w dokumencie Rady
Unii Europejskiej (2009) stwierdzono, ze ,,Kluczowym czynnikiem przysztego wzrostu jest
pelny rozwoj potencjatu innowacji i kreatywnosci obywateli europejskich.” W innym
dokumencie Parlamentu Europejskiego i Rady Unii Europejskiej (2008) wskazano rowniez, ze
kluczowe znaczenie dla rozwoju ma kreatywnos¢, wiedza, elastyczno$¢ i innowacyjnose.

Dla Polski istotne sg opracowania 1 wytyczne, ktore stworzono na gruncie europejskim.
Szczegbdlne wazne sg rekomendacje pochodzace z dokumentéw dotyczacych przemystow
kreatywnych i kultury, ktére stworzyta Wielka Brytania, ale nie tylko. Takze warto odnie$¢ si¢
do komunikatu Komisji Europejskiej do Parlamentu Europejskiego, w ktérym podkre§lono
potrzebe opracowania wielowarstwowej strategii rozwoju przemystow kreatywnych i kultury.
Kolejna inicjatywa Unii Europejskiej na rzecz kreatywnej gospodarki jest ogloszony w 2013
roku Program Kreatywna Europa 2014 — 2020, ktory sktada si¢ z trzech komponentow: media,
kultura oraz czg¢$§¢ miedzysektorowa z Instrumentem Gwarancji Sektorow Kultury
I Kreatywnych Rekomendacje dla wsparcia przemystow kreatywnych. Podkresli¢ nalezy, ze
w perspektywie finansowej 2014 — 2020 w ramach tego programu wspierane sg europejskie
dziatania z przemystow kreatywnych, sektoréw kultury i branz audiowizualnych.

2. Dziedzictwo i réznorodnos¢ kulturowa — ustalenia terminologiczne

Pojecie dziedzictwo kulturowe (cultural heritage) jest terminem powszechnie stosowanym
do promoc;ji kultury w mediach czy innych no$nikach wiedzy, aczkolwiek jego interpretacyjne
znaczenie jest czegsto zle rozumiane. Stad tez w tej czesci artykutu zostanie podjeta proba
usystematyzowania wiedzy z prezentowanego zakresu. Autorka ma jednak $wiadomos$é, ze
definicja dziedzictwa kulturowego jest trudna do $cistego okreslenia, jak 1 przynalezny zakres
pojeciowy. Ponadto, wspotczesne uwarunkowania spoteczno-gospodarcze sprawiaja, ze
srodowisko jest coraz bardziej ztozone 1 r6znorodne. Te urozmaicenia sprzyjaja podejmowaniu
dziatan niekonwencjonalnych i innowacyjnych.

2.1. Dziedzictwo kulturowe — charakterystyka pojecia

Termin dziedzictwo kulturowe sktada si¢ z dwoch cztonow — dziedziczenie i kultura.
Dziedzictwo — tacinskie patrimonium, francuskie patrimoine, hiszpanskie patrimonio — to dzi$
nie tylko ojcowizna w jej tradycyjnym rozumieniu. Jest to pojecie, ktore w ostatnich latach
pomaga polaczyc¢ i rozumie¢ relacj¢ pomigdzy przesztoscia a terazniejszoscig (Purchla, 2013).
Termin dziedzictwo po raz pierwszy zostal uzyty juz w XIX encyklopediach 1 oznaczato, ze
jedna osoba na mocy drugiej, po jej $mierci nabywa prawo, szczegodlnie majatkowe — prawne
i istotnie je przedtuza. Zgodnie z tym zapisem osoba taka nazywa si¢ dziedzicem, natomiast
czynno$¢, przez ktdrg w prawo zmartej osoby wstepuje okresla si¢ dziedziczeniem. Natomiast
w Stowniku Staropolskim dziedzictwo przedstawiano jako: mienie (gtownie ziemia), mienie
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dziedziczne, spadek itp. oraz posiadanie (mienia) z prawem do dziedziczenia (Lewandowska,
2007). Warto przy tym dodaé, ze do poczatku XXI wieku pojecie ,,dziedzictwa” dotyczyto
przede wszystkim zabytkow 1 identyfikowane bylo ze: stynnymi budowlami, obrazami,
rzezbami, ktore tworzyly punkty zwrotne w historii kultury i sztuki. Byty to przyktadowo takie
obiekty, jak np. Bazylika $§w. Piotra, Palac Westminsterski, Katedra w Reims itp. (Schreiber,
2009). Drugi czton terminu to kultura, ktory ma bogatg literature, a spory o pojecie i jego zakres
tocza si¢ do dzi$. Ze wzgledu na to, trudno dzi§ podac jedng niekwestionowang definicje. Jedna
z pierwszych interpretacji terminu zostata dokonana przez E. Tylor (brytyjskiego antropologa)
w 1870 roku wedlug, ktorego kultura to ,,... caly kompleks, ktory obejmuje wiedze, wiare,
sztuke, moralnos$¢, prawa, zwyczajow, oraz wszelkie inne zdolnos$ci i nawyki nabyte przez
cztowieka jako czlonka spoteczenstwa” (Avruch, 1998). Inne znana definicja pojecia
pochodzaca z 1952 roku prezentowana byta przez A. L. Kroebera i C. Kluckhohna, zgodnie
z ktorg kultura to okreslone wzorce zachowan nabywane i przekazywane za posrednictwem
symboli, stanowigce zamienne osiggniecia grup ludzkich, w tym ich uciele$nienie w wytworach
materialnych (Adler, 1997). Na gruncie polskim wielu badaczy podejmowato si¢ proby
interpretacji pojecia kultury, wérdd nich do najczgéciej uzywanych mozna zaliczy¢ definicje
proponowane przez nastepujacych autoréw: S. Czarnowski, A. Kotosowska, J. Szczepanski i B.
Suchodolski, W. Tatarkiewicz.

Dokonujac potaczenia obu terminéw mozna postuzy¢ si¢ stwierdzeniem T. Manna, ktory
powiedzial, iz kultura to umiejetnos$¢ dziedziczenia. W zwigzku z tym dziedziczenie dotyczy¢
moze nie tylko jednostek (tradycje rodzinne, rodowe), ale takze grup spotecznych (dziedzictwo
etniczne), w tym narodoéw (spuscizna pozostawiona przez nardd lub region). Nie nalezy ono do
waskiej grupy ekspertow. Dziedzictwo mozna uzna¢ jako dynamiczny proceS nieustannej
reinterpretacji przeszlo$ci. Zasadnicza jego role odgrywaja pamig¢é i wybdr, jest to wigc
zwigzane nierozlacznie z kapitatem ludzkim i spotecznym (Purchla, 2013; Lewandowska,
2007). Wedlug UNESCO dziedzictwo kulturowe i naturalne zalicza si¢ do jednej z domen
kultury, natomiast GUS oraz Eurostat w swoich interpretacjach przyjmuje, ze elementy
konstytuujace dziedzictwo zalicza si¢ do ktorejs z domen kultury. Ponadto dziedzictwo stanowi
cze$¢ kultury, ktora sama nie tworzgc wartosci staje si¢ jej nosnikiem (Koziof, Trelka
& Florjanowicz, 2013).

Zgodnie z powyzszym dziedzictwem kulturowym jest ta cze$¢ dawnych dobr kultury, ktora
uznana zostala za warto§ciowe przez pokolenia i dzigki temu znana jest wspotczesnie.
Dziedzictwo kulturowe, chociaz odnosi si¢ do wytworow dawnych, jest produktem
terazniejszos$ci. Przy czym do warto§ciowania komponentéw dziedzictwa najwieksze znaczenie
ma warto$ci historyczna (przyktadowo wartos¢ patriotyczna, sakralna, artystyczna). Jest to
konstrukt spoteczny, ktory w ciaglym procesie przemian przypisywany jest wcigz nowym
zjawiskom z przesztosci (por. np. Schouten, 1995; Jensen, 2000; Tomaszewski, 2000; Albert
2007, Erddsi, 2007; Murzyn, 2007, Schréder-Esch, 2007 za: Kobylinski, 2007).

/ Historia \

Przesztos¢  |—— Pamig¢ Dziedzictwo

\ Zabytki /

Rysunek 1. Dziedzictwo kulturowe — zwigzki przesztosci z terazniejszoscig (Purchla, 2013 na
podstawie: Ashworth, 1996)
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Dziedzictwo kulturowe zatem nie odnosi si¢ do osoby, jak bylo w przypadku pojecia
dziedziczenia. Przy czym tworcy aktow prawnych niejednokrotnie nie precyzuja doktadnie jego
definicji. Mozna jedynie odnies¢ si¢ do tego terminu i jego sposobu interpretowania analizujac
dokumenty réznych instytucji, ktoére w swoich aktach czy raportach odnoszg si¢ do tego terminu
nadajac mu rézny wymiar. I tak dla przykladu w 1982 roku podczas Swiatowej Konferencji
w sprawie Polityki Kulturalnej (26 lipca — 6 sierpnia 1982, Mexico City) w deklaracji koncowe;j
przyjeto bardzo szeroka definicje ,kultury”, ktéra w swojej tresci takze nawigzuje do
dziedzictwa kulturowego, uznajac, ze jest nia: ,,peten zespot cech wyrozniajacych: duchowych,
materialnych, intelektualnych i emocjonalnych, ktore charakteryzuja spoteczenstwo lub grupe
spoteczng. Obejmuje on nie tylko sztuke 1 literature, ale takze sposoby zycia, podstawowe
prawa cztowieka, systemy warto$ci, tradycje i wierzenia”. Ponadto doprecyzowano takze
pojecie ,,dziedzictwa kulturowego” obejmujacego: ,,dzieta artystow, architektow, muzykow,
pisarzy i naukowcow, jak réwniez prace artystow anonimowych, wszelkie wyrazy ludzkiej
duchowosci 1 zespoty wartosci, ktore nadajg zyciu sens. Obejmuje ono zarowno materialne, jak
1 niematerialne dzieta, ktére sa wyrazem ludzkiej zdolno$ci tworzenia: jezyki, rytuaty,
wierzenia, miejsca i budowle historyczne, literature, dzieta sztuki, archiwa 1 biblioteki”.

Tabela 1. Ewolucja pojecia dziedzictwa (Koziol, Trelka & Florjanowicz, 2013)

Karta Atenska 1931
1933 Karta Atenska
Konwencja o ochronie débr kulturalnych
w razie konfliktu zbrojnego, UNESCO, 1954
Haga

Miegdzynarodowa Karta Konserwacji
1964 i Restauracji Zabytkow i Miejsc
Zabytkowych (Karta Wenecka)

Konwencja w sprawie ochrony
Swiatowego dziedzictwa kulturalnego 1972
i naturalnego, UNESCO, Paryz

1979 Karta Burra, ICOMOS, Austria

Europejska Konwencja o Ochronie
Dziedzictwa Architektonicznego, Rada 1985
Europy, Grenada

Miedzynarodowa Karta ochrony miast

1987 historycznych, ICOMOQOS, Toledo-
Waszyngton
Zlecenie w sprawie ochrony tradycyjnej 1989
kultury i folklory, UNESCO, Paryz
1994 Dokument z Nara o Autentyzmie
Karta dqtyczqca tradycyjnej regionalne;j 1999
architektury, ICOMOS, Meksyk
2000 Europejska Konwenqja Krajobrazu,
Florencja
Konwencja w sprawie podwodnego 2001

dziedzictwa kulturalnego, Paryz

Konwencja w sprawie ochrony
2003 niematerialnego dziedzictwa kulturowego,
UNESCO, Paryz

Konwencja ramowa Rady Europy
W sprawie znaczenia dziedzictwa 2005
kulturowego dla spoteczenstwa, Faro
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Dziedzictwo kulturowe na przestrzeni wielu lat zmieniato swoje znaczenie. Przyktadowo,
termin ten w rozumieniu ratyfikowanej w 1972 roku Konwencji UNESCO w sprawie ochrony
Swiatowego dziedzictwa obejmuje zabytki, zespoly i miejsca zabytkowe wyrdzniajace si¢
uniwersalng, wyjatkowa wartoscig z punktu widzenia historii, sztuki lub nauki (Koziof, Trelka
& Florjanowicz, 2013). Wspdlczesne jego interpretacje obejmujg wszystkie aspekty
srodowiska, bedacego efektem oddziatywania w czasie migedzy cztowiekiem a jego otoczeniem.
,Wartos¢ spoteczna dziedzictwa podkre§lona jest poprzez wydobycie i docenienie jego
niematerialnych atrybutow, co potwierdza definicja zawarta w konwencji UNESCO z 2003
roku” (Koziol, Trelka & Florjanowicz, 2013). Przy czym w raporcie Swiatowej Komisji
Kultury i Rozwoju ,,stwierdzono, ze szersza definicja pojecia kultury musi promowac pluralizm
1 spojnos¢ spoteczna, jesli ma staé si¢ podstawa rozwoju. Byt to moment, w ktérym uznano role
niematerialnego dziedzictwa kulturowego dla rozwoju, zas zapewnienie jemu ochrony stato si¢
glownym zadaniem UNESCO” (Schreiber, 2009). Natomiast w polskim prawodawstwie
pojecie dziedzictwa nie jest zdefiniowane, ale termin dziedzictwo narodowe pojawia si¢ w art.
5 Konstytucji RP ,,Rzeczpospolita Polska strzeze niepodleglosci i nienaruszalnosci swojego
terytorium, zapewnia wolnosci i prawa cztowieka i obywatela oraz bezpieczenstwo obywateli,
strzeze dziedzictwa narodowego oraz zapewnia ochrong¢ s$rodowiska, kierujac si¢ zasada
zrbwnowazonego rozwoju”’. Ponadto zgodnie z art. 6. ust. 1 ,,Rzeczpospolita Polska stwarza
warunki upowszechniania i rownego dostepu do dobr kultury, bedacej zrodlem tozsamosci
narodu polskiego, jego trwania i rozwoju”, a ,,Kazdy jest obowigzany do dbatosci o stan
srodowiska 1 ponosi odpowiedzialnos$¢ za spowodowane przez siebie jego pogorszenie. Zasady
tej odpowiedzialnosci okresla ustawa” (art. 86).

Analiza literatury przedmiotu pozwala wyr6zni¢ trzy coraz mniejsze zakresy pojeciowe
dziedzictwa kultury: ,,dobra kultury” jako najszersza klasa obiektow, ,,dziedzictwo kulturowe”
jako jej podzbiér i wreszcie ,,zabytki” jako podzbiér klasy obiektow objetych terminem
»dziedzictwa kulturowego” (Zeidler, 2010 za Kobylinski, 2007). Warto w tym miejscu
zauwazy¢, ze niejednokrotnie dziedzictwo kulturowe utozsamiane jest z zabytkiem, przy czym
ochrona dziedzictwa kulturowego rowniez odnosi si¢ do ochrony zabytkow. Analogicznie
zabytki podlegaja ochronie prawnej a podstawg prawng ochrony dziedzictwa kulturowego w
Polsce jest ustawa z dnia 23 lipca 2003 r. o ochronie zabytkdéw i opiece nad zabytkami (Dz.U.
z 2003 r. nr 162 poz. 1568). Przez zabytek w mysl przywotanej ustawy rozumie sig
,hieruchomos$¢ lub rzecz ruchoma, ich czesci lub zespoty, bedace dzietem cztowieka lub
zwigzane z jego dziatalnoscig 1 stanowigce §wiadectwo minionej epoki badz zdarzenia, ktorych
zachowanie lezy w interesie spotecznym ze wzgledu na posiadang warto$¢ historyczna,
artystyczng lub naukowg”.

Dziedzictwo kulturowe jako kategoria bywa dzielona na dwie grupy: dorobek kultury
materialnej oraz dorobek w ramach kultury duchowej inaczej okreslany jako niematerialne
dziedzictwo kulturowe. Czasami w literaturze przedmiotu wskazuje si¢ takze niekiedy trzeci
nurt, mianowicie kultur¢ gospodarowania przestrzenig. Do elementow kultury materialnej
zaliczy¢ nalezy konkretne obiekty tatwe do opisania i zlokalizowania (tzw. zabytki nieruchome,
zabytki ruchome 1 zabytki archeologiczne), natomiast sktadniki kultury niematerialnej stanowig
kategori¢ bardzo szeroka, obejmujaca zachowania, umiejetnosci, tradycje i folklor, czyli
zjawiska znacznie trudniejsze do zdefiniowania, dokumentowania, a przede wszystkim
utrzymania przy zyciu. Do dziedzictwa kultury niematerialnej zalicza si¢ bowiem: obrzedy,
rytualy, zwyczaje, sposoby gospodarowania i wytwarzania przedmiotow, sposoby uprawy
ziemi i hodowli czy wytwarzanie dziet o walorach artystycznych, a takze folklor muzyczny,
taneczny 1 sfowny (w tym gwary, legendy, mowy obrzedowe) oraz tradycje zycia rodzinnego,
sasiedzkiego 1 wspolnotowego (Duriasz-Buthak, Potomski & Potok, 2011 za: Helpa-
Liszkowska, 2013).
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Jak wynika z powyzszej bardzo syntetycznej analizy zagadnienia wskaza¢ trzeba, ze
dziedzictwo kulturowe stanowi nie tylko przedmiot ochrony, ale takze potencjat dzigki,
ktoremu mozna osiggaé okreslone przewagi konkurencyjne i rozwoj spoteczno-gospodarczy.
Wynikajg one nie tylko z lepszej rozpoznawalnos$ci miejsc dziedzictwa. Okre§long warto$¢
konkurencyjng majg miasta historyczne bedace atrakcja turystyczng. To wptywa nie tylko na
walor estetyczny i kulturoznawczy ale przede wszystkim na jako$¢ zycia mieszkancow.

Wedtug G. Ashwortha (2002) dziedzictwo tworzone jest w procesie komodyfikacji. Polega
ono na tym, ze z zasobow kulturowych bedacych wytworem przesztosci powstaja produkty
0 znaczeniu komercyjnym, bowiem moga one zosta¢ wykorzystane w celu zaspokojenia
wspotczesnych potrzeb. W zwigzku z tym dziedzictwo ma swoje specyficzne znaczenie
I ,,zawarto$¢” r16ézng od treSci poszczegdlnych zasobow komponentow. Przy czym
uwarunkowane jest ono oceng odbiorcow, ktorzy ostatecznie decyduja i je akceptuja.
Wspotczesnie w gospodarce rynkowej produkty dziedzictwa maja wymiar ekonomiczny a ich
potencjat jest nieograniczony tym samym stwarza duze mozliwo$ci kreowania produktow
(Bronski,2016). Ponadto dziedzictwo kulturowe ma rowniez bezposredni zwigzek rowniez
z rozwojem gospodarki kreatywnej. Sam termin wystepuje W wielu charakterystykach
I interpretacjach dotyczacych sektorow kultury i kreatywnych. Przyktadowo dziedzictwo
kulturowe zgodnie z definicja UNESCO obejmuje wszystkie form sztuki oraz jest podstawag
sektoréw kreatywnych 1 kultury. Do tej kategorii zaliczono nastepujace podkategorie:
tradycyjna ekspresja (m.in. rekodzieto, festiwale) 1 obiekty kulturalne (m.in. muzea, biblioteki,
wystawy). Takze w oficjalnym dokumencie Europejskiego Urzgdu Statystycznego (European
Statistical Office Eurostat) zaktada si¢, ze przemysty kreatywne i przemysty kultury sa
zaangazowane w kreacj¢ i dostarczajg produkty i ustugi rynkowe, ktére wynikaja z kulturowego
i kreatywnego wktadu, decydujacego o ich wartosci; obszar sektora kreatywnego sktada sie
z domen kultury, wérod ktorych zalicza si¢ rowniez dziedzictwo narodowe (Peszko & Sokdf,
2016).

Podsumowujac podkresli¢ nalezy, ze kultura i jej materialny oraz duchowy charakter
stanowi jeden z najwazniejszych skladnikow tozsamosci czlowieka. Natomiast zachowanie
dziedzictwa kulturowego jest waznym czynnikiem pozwalajagcym czu¢ si¢ jednostce cztonkiem
spotecznosci lokalnej, ale 1 globalnego $wiata. To wtasnie dziedzictwo kulturowe, ktore nadaje
charakter spotecznos$ci, pozwala na §wiadomos$¢ wtasnych korzeni, a to jednocze$nie pozwala
swiadomie uczestniczy¢ w kulturze wspolczesnej.

2.2.Roéznorodnosé kulturowa — charakterystyka pojecia

Funkcjonowanie w homogenicznym otoczeniu, w ktéorym ograniczone s3 doznania
zmystowe 1 doswiadczenia intelektualne, utrudnia przystosowanie si¢ 1 hamuje rozwdj
jednostki. Udowodniono, ze turbulentne i zréznicowane srodowisko, w ktorym dziata cztowiek,
stymuluje prace tworcza. Wsrdd wielu determinant na szczegdlng uwage zashuguje kultura.
Zgodnie z powyzszym mozna poshuzy¢ sie tezg Campbella (1960), ktory twierdzit, ze
jednoczesne oddziatywanie na osob¢ dwoch lub wigcej kultur wptywa korzystnie na jej tworcze
1 innowacyjne dziatanie. To jednocze$nie dowodzi, ze zycie wsrod wielu kultur, przyswajanie
sobie roznych, czesto sprzecznych ze sobg systemoéw wartos$ci, obcowanie z rozmaitymi
religiami i jezykami, codzienne spotykanie si¢ z ludzmi wychowanymi w innych tradycjach,
ksztattuje otwarto§¢ umystu (Roznorodnosé kulturowa..., 2017). Wynika to z tego, ze kultury
i cywilizacje sg wcigz kategoriami dynamicznymi i podlegaja cigglym procesom zmian.
Podlegaja wzajemnemu przenikaniu i oddziatywaniu. Przytaczajac za Kapuscinskim (1995)
»kazda kultura jest obecnie, cho¢ w rdéznym stopniu zaposredniczona, hybrydyczna,
naznaczona eklektyzmem”. W dalszej czgéci pracy autor ten stwierdza, iz ,,$wiat jest wielka
roznorodnoscia. Jest wielkim 1 niezwykle bogatym collag’em” (Kapuscinski, 2007 za: Jarecki,
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2011). Stad tez wspodtczesny wymiar $wiata uwidacznia jak nigdy w czesciej w historii
ludzkosci skale tych powigzan i r6znic w pozytywnym, jak i negatywnym stopniu.

Réznorodnos$é jest dzi§ czesto uzywang koncepcja, aczkolwiek istnieje wiele rdéznych jej
definicji, co potwierdza, ze jest to koncepcja wiclowymiarowa. Jedne sg bardzo szerokie, inne
traktuja to zagadnienie wasko. W literaturze przedmiotu istniejg opracowania odnoszace si¢ do
roznorodnosci dotyczacej rasy i1 pochodzenia etnicznego. Jednakze koncepcja ta obejmuje
o0 wiele wiecej swoim zakresem pojeciowym (Stevens & Ogunji, 2011 za: Holmgren
& Jonsson, 2013). Szerokie definiowanie pojecia réznorodno$ci uwzglednia wszystkie roznice,
ktére ludzie maja jako jednostki. Ponadto sg tacy badawcze zjawiska, ktorych zdaniem istnieje
réznorodno$¢ w kazdym spoteczenstwie i w kazdym miejscu. Do jednych z nich zaliczy¢ trzeba
Paryisa (2003). Przywotany autor wyjasnia roznorodno$¢ poprzez ujecie w niej zagadnien
kultury, pochodzenia etnicznego, ponadto uwzglednia on réznice w zdolnosciach fizycznych,
jezyku, przekonaniach religijnych, orientacji seksualnej i tozsamosci ptciowej (Parvis, 2003
za: Holmgren & Jonsson, 2013). Wedtug Parvisa (2003), réznorodnos¢ przynosi wiele
korzysci, ktore wzbogacajg zycie spoteczne na wiele sposobow (Holmgren & Jonsson, 2013).

Réznorodnos$¢ kulturowa w literaturze przedmiotu rdznie jest opisywana i z uzyciem wielu
termindw pokrewnych, tj. zréznicowanie kulturowe, pluralizm kulturowy, wielokulturowos¢
czy polietniczno$¢. Wspolczesnie majac na uwadze wielokulturowos¢ definiuje si¢ ja z uzyciem
stowa ,,inter”, czyli interkulturalizm (migdzykulturowo$¢) a nie ,,multi”’. Chodzi mianowicie
0 taki kontekst roznorodnosci, w ktorym dochodzi do przenikania, naktadania si¢ okreslonych
warto$ci, przestrzeni dwu lub wigkszej liczby grup, reprezentujagcych odmienne systemy
warto$ci, wyznania, odmienne jezyki, tradycje, doswiadczenia zbiorowe (Ratajczak, 2015).
Wymiar ten uwidacznia si¢ zarowno w obszarach lokalnych przestrzeni, jak i przede wszystkim
globalnych. ,,R6znorodnos¢ wiezi spotecznych na poziomie makro odpowiada wielo$ci
lokalnych uktadéw i struktur etnicznych, rasowych, wyznaniowych i jezykowych” (Paleczny,
2003 za: Jarecki, 2011).

Réznorodno$¢ kulturowa i jej zrozumienie nalezy rozpoczaé od zdefiniowania pojecia
kultura, ktore to pojecie jest bardzo popularne i r6znie interpretowane. Ogdlnie mozna przyjac,
ze kultura wyjasnia, jak ludzie rozumiejg $wiat oraz jak w nim funkcjonujg i w jaki sposob zyja.
Majac na uwadze powyzsze rozwazania, stwierdzi¢ nalezy, ze réznorodnos$¢ kulturowa jest
trudna do zdefiniowania ze wzgledu na zakres pojeciowy jaki moze ono obejmowac. Moze si¢
ono sktada¢ z subiektywnych elementow 1 kategorii zmieniajacych si¢ w czasie. Kluczowe
wymiary obejmuja pokrewienstwo, religie, jezyk, wspolne terytorium, narodowos¢ 1 wyglad
(Bulmer, 1996). Zaréwno kultura, jak i pochodzenie etniczne sg ,,ukierunkowane kontekstowo”
a ich znaczenie moze si¢ zmienia¢ wraz z rozwojem spolteczenstwa (Aspinall, 2009). Wsrod
wymiaréw rdéznorodnosci kulturowej niektorzy badacze szczegdlne znaczenie przypisuja
roznorodnosci jezykowej i stratyfikacji spotecznej (Marsden & Swingle, 1994), aczkolwiek na
tamach literatury przedmiotu podaje si¢ wiele argumentow méowiacych o tym, iz jezyk jest tylko
jedng z wielu zmiennych, ktore wskazuja na réznorodnos$¢ kultur 1 ludzi. Jezyk jako forma
komunikacji jest zmienng, ktéra wptywa na inne rodzaje réznorodnosci tj. religia, odziez,
kuchnia itp. Inni twierdza, ze kultura nie jest tak wazna jak ekonomia, czy tez polityka w ocenie
sity lub stabos$ci spoteczenstwa obywatelskiego, na co wptywa wiele czynnikéw, na przyktad:
geografia, klimat, polityka i historia. Kultura wyraznie wplywa na wzorce interakcji cztowieka,
komunikacji spotecznej i struktury spoleczefstwa. Podstawowym faktem spoleczenstwa jest
wlasnie to, ze ma wymiar spoteczny (Blau, 1977).

Powyzej wymienione sktadowe réznorodnosci kulturowej mozna podzieli¢ na pierwotne
i wtorne. Do pierwotnych zaliczono rasg, pochodzenie etniczne, pte¢, fizyczne i kognitywne
mozliwo$ci, a zatem te czynniki, ktore s3 wrodzone i maja wpltyw na zycie jednostki. Natomiast
wtoérne czynniki réznicujace to z kolei te charakterystyki, ktore jednostka pozyskuje w ciggu
zycia, a ktore poddaja si¢ zmianom. Jako przyktad mozna poda¢ indywidualne przekonania,
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stan cywilny, znajomo$¢ jezykow obcych, status spoteczno- ekonomiczny, poziom edukacji,
doswiadczenie zawodowe (Seymen, 2006). Zgodnie z tym podziatem réznorodnos¢ kulturows
mozna uznaé za cze¢$¢ pierwotnego wymiaru osoby. Mozna to argumentowac tym, iz kultura
jest rodzajem réznorodnosci. Przy czym zauwazy¢ nalezy, ze jest trudna do zmiany i jest wazna
dla rozwoju osoby we wczesnej socjalizacji, a takze dla pierwotnej rdéznorodnosci. Jest to
jednak trudna koncepcja kategoryzacji, poniewaz kultura wydaje si¢ by¢ czym$§ innym
rozwinigty, w perspektywie przesztosci i terazniejszosci, bioragc pod uwage jej dynamizm
I zmienno$¢. Ponadto istniejg kultury o mniej lub bardziej abstrakcyjnych cechach, co rowniez
uelastycznia proces interpretacyjny i pozwala na wigksza dowolnos¢.

Roéznorodnos¢ kulturowa staje si¢ czynnikiem rowniez nieuniknionym we wspotczesnym
zglobalizowanym swiecie. Okreslajac w ten sposob pojecie réznorodnosci kulturowej Cox
(1993) odnosi si¢ do ,reprezentacji, w jednym systemie spolecznym osdéb o wyraznie
odmiennych grupach o znaczeniu kulturowym.” Majac na uwadze t¢ kategori¢ roznorodnosé
kulturowa mozna interpretowac jako obecnos¢ wielu kultur na danym obszarze czy w danym
spoteczenstwie.

W literaturze przedmiotu wskazuje si¢ na rdézne wymiary rozumienia i1 badania
réznorodnos$ci kulturowej. Zalicza si¢ do nich:

e Roéznorodnos¢ kulturowa jako przewaga konkurencyjna — skupiska réznorodnosci
kulturowej stwarzaja szanse i zalety zrdznicowania przykladowo chociazby wysoko
wykwalifikowanej sily roboczej, ktéore moga by¢ odpowiednio wykorzystane
w gospodarce. Ponadto zréznicowane $rodowisko wpltywa na to, iz podmioty
funkcjonujace w nich osiagaja wyzsze efekty.

e Ro&znorodno$¢ kulturowa jako pozytywny i negatywny aspekt — ten poglad dotyczy
réznych rodzajow réznorodno$ci niz samej rdéznorodnosci oraz zarzadzania
roznorodnoscig kulturowa jako pozytywnie skorelowanej z wynikami organizacji
(Dadfar & Gustavsson, 1992 za: Holmgren & Jonsson, 2013). Niewlasciwa
réznorodno$¢ powodowataby stres psychiczny prowadzac ostatecznie do nieskutecznej
pracy sity roboczej (Montagliani & Giacalone, 1998 za: Holmgren & Jonsson, 2013).
W literaturze stwierdzono roéwniez, ze wzrasta potrzeba integracji wraz
z r6znorodnoscig kulturowa okreslonej spotecznosci (Harung & Harung, 1995;
Lawrence & Lorsch, 1967 za: Holmgren & Jonsson, 2013).

e Kultura uniwersalna zamiast roznorodnosci kulturowej — ten poglad podkresla nacisk
na rozwoj ogolnych wartosci kulturowych w przedsigbiorstwie, a nie ,,pojedynczych
lub kultur wspolnoty lub dominujacej” (Seymen, 2006 za: Holmgren & Jonsson, 2013).
Ta koncepcja jest zwigzana z Trompenaars teorig ,,uniwersalizmu” w kulturze, ktora
jest przyjeta, gdy ludzie wierza, ze niektére reguly i prawa mozna zidentyfikowaé
i stosowa¢ do wszystkich wszedzie (Trompennars, 1993 za: Holmgren & Jonsson,
2013),

e Ro6znorodno$¢ kulturowa jako program zasobow ludzkich — w tym pogladzie ujmuje si¢
zalozenie, ze zapewnienie wielokulturowej sity roboczej z programem doskonalenia
zawodowego i prewencyjnej motywacji (Peppas, 2001 za: Holmgren & Jonsson, 2013).
Dokonujac analizy zaleznosci wystepujacych pomiedzy réznorodnoscig kulturowa

a kreatywno$ciag nalezy zauwazy¢, ze zgodnie z wynikami badan jest ona ,,mieczem
obosiecznym” (Milliken i in., 2003), ktory moze mie¢ pozytywny lub negatywny wptyw na
innowacje. Pozytywne efekty sa zwigzane zwigkszong synergia, zas efekty uboczne moga by¢
widoczne z potaczenia roznych punktéw widzenia oraz zwigkszone mozliwosci rekombinacji
wiedzy. Natomiast negatywne efekty sa zwigzane gtownie z problemami komunikacyjnymi.
W badaniach stwierdzono, ze réznorodno$¢ kulturowa jest takze istotna z punktu widzenia
programow ramowych UE, w ktdrych jedna z tych polityk wyznacza priorytety wzmacniajace
poziom wspotpracy w skali krajowej 1 miedzynarodowe;.
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3. Wybrane uwarunkowania kulturowych aspektéw rozwoju tworczosci

I sektoréw kreatwynych — egzemplifikacje empiryczne

Dostrzegajac wage prezentowanego w literaturze i niniejszym artykule problemu
badawczego w tym podrozdziale artykutu przedstawiono zakres problematyki badan wlasnych.
Przyczynkiem do podjecia badan w tym zakresie staty si¢ wyniki prac uzyskanych w badaniach
autorskich a prezentowanych przez autorkg w publikacjach po§wigconych tej tematyce (Sokdf,
2016; 2017a; 2017b). Badania prezentowane w artykule wykonano i opracowano w styczniu
2018 r. Obszar badan obejmowatl zard6wno poznanie omawianych zagadnien na ptaszczyznie
teoretycznej (studia literaturowe z zakresu wybranych uwarunkowan rozwoju kultury
w kontekscie rozwoju sektorow kreatywnych), jak i empirycznej (przeprowadzone badania
z wykorzystaniem metody Delphi). O wyborze metody zadecydowat rodzaj analizy, jej zakres,
stopien szczegdlowosci, dtugo$¢ badanego okresu, stopien dostepnosci informacji i mozliwosci
czasowe, finansowe, techniczne 1 organizacyjne podmiotu prowadzacego badania.
Zdecydowano si¢ na t¢ metode poniewaz dostepne i1 osiggalne dane oraz informacje na
powyzszy temat nie sg wystarczajagce do rozwigzania problemu, ponadto wazne zmienne
dotyczace problemu oraz interakcje pomigdzy nimi nie sg znane. Metoda Delphi historycznie
pochodzi od nazwy starozytnej Grecji miasta Delphi i wyroczni (przyszly medrzec).
W nowoczesnej metodologii badawczej, metoda Delphi jest uwazana za jeden z najbardziej
doktadnych sposobdéw uzyskiwania opinii zbiorczych 1 iloSciowej oceny sekwencji
priorytetowej. W zwigzku z powyzszym badanie sktadato si¢ z etapow o podobnej sekwencji.
Wspdlng cecha omawianych proceséw badawczych byla ich cyklicznos$¢ oraz wspotzaleznose.
Przez cykliczno$¢ badan autorka rozumie to, ze uzytkownik informacji (decydent) jest zarowno
punktem wyjscia, jak 1 etapem koncowym badania.

Badania charakteryzowatly: (a) niezalezno$¢ opinii ekspertow; (b) anonimowo$é
wypowiadanych sagdéw; (c) wieloetapowosé postgpowania; oraz (d) dazenie do uzgodnienia
I sumowania opinii uczestnikow. Metoda delficka okreslana jest jako technika wieloetapowego
wartosciowania polegajaca na wielofazowej analizie selekcyjnej zebranego materiatu
empirycznego. Zastosowanie tej metody wymagato od zespotu ekspertow przej$cia przez etapy
zaprezentowane W na rysunku 2.

Eksperci zostali wybrani do dwoch przewidywanych etapow badania. Ekspercki
panel dla pierwszego z nich sktadat si¢ z osob, ktore zgromadzily wiedz¢ specjalistyczng
w dziedzinie ekonomii, polityki 1 kultury. W celu utworzenia panelu ekspertow wybrano osiem
0sob, ktore pochodzily ze srodowisk naukowych i jednoczes$nie pracowaty w sferze biznesu.
Trzy osoby sposrod wybranych osob prowadzito swoja dziatalno$¢ gospodarcza, ktérg mozna
zakwalifikowaé do dziatalnosci tworczych. Jedna zajmowala si¢ dzialaniami marketingowymi
oraz reklama, kolejna prowadzita pracownig¢ architektoniczng za$ ostatnia prowadzita podmiot
zajmujacy si¢ badaniami i rozwojem. Byli oni zatem reprezentantami sektorow kreatywnych
i tych spoza dziedzin tworczych. W pierwszej kolejnosci ekspertow poproszono o udziat
w dyskusji (trwata ona 1,5 godziny) na temat wplywu dzidzictwa kulturowego i réznorodnosci
kulturowej dla rozwoju kreatywnosci 1 sektorow kreatywnych. Nastepnie na podstawie dyskusji
przygotowano kwestionariusz ankiety, ktory zostat do ekspertow rozestany droga
elektroniczng. Nastepnie zostali oni poproszeni o ocen¢ zaprezentowanych w ankiecie
kryteriow 1 swojego stanowiska w prezentowanym zakresie tematycznym.

W celu zidentyfikowania, czy w opinii badanych, gtéwnym czynnikiem warunkujacym
rozw0j tworczosci jest dziedzictwo kulturowe i1 roznorodnos$¢ kulturowa, na poczatku badani
zostali zapytani co rozumiejg przez te dwa aspekty kultury. Warto zauwazy¢, ze wsrod
badanych 0so6b pojgcia te byt znane. Pomimo, ze uczestnicy dyskusji posiadali wiedzg¢ z zakresu
tematycznego, to istotne pojecia dla prawidtowosci prowadzonej dyskusji zostaly dodatkowo
wyjasnone, by mogly by¢ odpowiednio rozumiane przez jej uczestnikow. W grupie zgodnie
stwierdzono, ze te determinanty kultury s bardzo wazne, ale cze¢sto ich znaczenie jest pomijane
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na rzecz czynnikow materialnych. Chociaz jedna z uczestniczek zauwazyta, ze w ostatnich
5 latach coraz cze¢sciej wspomina si¢ zarowno w praktyce, jak 1 nauce o tym, ze czynniki te
odgrywaja kluczowa role. Jej zdanie wynika to z coraz bardziej zaawansowanych badan w tym
zakresie, ktore pokazujg istote zjawiska oraz jego wptyw na procesy spoteczno-gospodarcze.

Start

V

Definicja problemu — wybrane uwarunkowania kulturowych aspektow rozwoju tworczosci. Implikacje dla
sektorow kulturowych

v

Ustalenie granic wiedzy z zakresu po konsultacjach z ekspertami

v

Przygotowanie kwestionariusza

Y

Dystrybucja kwestionariusza

v

Analiza odpowiedzi

v

Osiagnigte porozumienie

v

Dostarczenie informacji
opracowanie odpowiedzi

v

Kompilacja ostatecznej odpowiedzi
pomiaru i raportowania

Rysunek 2. Etapy zastosowanego badania (opracowanie wiasne)

Nastepnie zapytano badanych o to, czy kulturowe dziedzctwo i1 réznorodnos¢ kulturowa
ma znaczenie tylko dla przestrzeni miejskiej czy takze wieS zyskuje na tym. Jeden
Z uczestnikoéw zdefiniowat, ze miasta sq czesto od zarania dziejow miejscem kultury, w ktorego
tego rodzaju dziatania majq istotne znaczenie dla jego rozwoju, natomiast kolejne osoby
wskazywaly, 1z miasta zawsze byto kolebkq rozwoju kultury a w tym i tworczosci, historycznie
odnoszqc sie to w miastach przede wszystkich grmadzili si¢ artysci i miasto zyskiwalo w ten
sposob na rozwoju. Natomiast co do przestrzeni wiejskiej to jeden z ekspertow uznat, ze czesto
wies jest takze miejscem rozwoju kultury i jednoczesnie tworczosci aczkolwiek, w szczegolnosci
tej ludowej, ktora pokazuje codziennos¢ zycia danej spotecznosci oraz przemiany jakie sie
W niej dokonywaly na przestrzeni historycznej. Zatem mozna powiedzie¢ — jego zdaniem — Ze
wieS takze odgrywa wazng rolg w procesie rozwoju dziedzictwa kulturowego i tworzy
plaszczyzny odniesienia aczkolwiek w sferze kultury spoteczenstwa zamieszkujgcego okreslony
obszar terytorialny. Rowniez cze$¢ badanych wskazata, ze dla nich miasto tj. Krakow,
Warszawa czy Wroctaw sg kolebka polskiej kultury i jednocze$nie rozwoju tworczosci.
Jednoczesnie zdaniem ekspertow te miasta przede wszystkim gramadzg artystow nie tylko
Z Polski, dzigki czemu nasz kraj zyskuje na rozwoju dziedzictwa kulturowego réznorodnosci,
ale i tym samym tworczosci czy sektorow kultury.
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Zapytano rowniez badanych, czy Unia Europejska przywiazuje wage do rozwoju
dziedzictwa kulturowego i czy o to dba, oraz czy Polska jako kraj takze dba o t¢ sfere. Okazato
si¢, ze eksperci uwazali, ze Unia Eurpejska przywiazuje wage do tych zagadnien i coraz czesciej
wskazuje na ich znaczenia dla rozwoju spoteczno-gospodaczego regionu czy kraju, Polska za$
takze tworzy¢ zaczyna coraz wigcej programdéw umozliwiajagcych rozwoj centréw kultury,
ktore uwrazliwiajg spoleczno$¢ na t¢ przestrzen, stwarzajag mozliwosci, by jednostki mogly
rozwijaé swoje pasje, ale takze by wybitni arty$ci odnajdywali si¢ w danej spotecznosci.
Eksperci stwierdzili, ze jest poza tym coraz wicksza §wiadomos¢ waznos$ci tych zagadnien
zaréwno na szczeblu ogélnokrajowym, samorzagdowym, jak 1 wsrod pojedycznych obywateli.
Ich zdaniem, kultura staje si¢ coraz bardziej popularna i nie tylko ta masowa, ale przede
wszystkim kultura zaliczana do tzw. Wysokiej. Ludzie po okresie transformacji gospodarczej
osiggajgc pewnien poziom stabilizacji — zdaniem jednego z ekspertow — poszukujq doznan
duchowych, ktore zaspokojg ich potrzeby w tym zakresie. Uczestnik dyskusji uznal, ze coraz
wiecej w Polsce jest takich osob, ktore zaczynaja przywigzywacé wage do tego rodzaju rozwoju.
Jednoczes$nie przedsigbiorstwa staja si¢ tez ukierunkowane na wspieranie dziatan kulturowych.
Drugi z ekspertow wyrazit zdanie, Ze niestety jeszcze zdarza si¢ to rzadko, ale i tak odsetek 0sob
— jego zdaniem — jest zdecydowanie wigkszy niz kiedys.

Kolejne pytania dotyczyly tego, co badani rozumieja pod pojeciem sektora kultury i jakie
branze mozna do niego zaliczy¢. Okazato si¢, ze eksperci bez problemu definiowali sektor
kultury 1 kreatywny oraz potrafili wymieni¢ branze kultury. Jako pierwsze wskazywali
architektura, media, wydawnictwo, reklame, desigin i krzewienie kultury, szkolnictwo wyzsze,
w tym istytucje badawcze. W zwigzku z tym ekspertow dopytano, ktére dziatalnosci ich
zdaniem najlepiej rozwijaja si¢ w Polsce. Wsrod odpowiedzi znalazaty si¢: programowanie,
reklama, projektowanie, architektura, wydawnictwo oraz dzialalno$ci zwigzane z kulturg
masowa.

Na pytanie o determianty rozwoju dziedzictwa kulturowego, eksperci wymienili: strategia
i polityka kraju i regionu ukierunkowana w tym kontek$cie na rozwoj, dostepne fundusze na
dzialalnos¢, tatwiejsza dostepnos¢ kultury dla spoteczenstwa, wiedza i znajomos$¢ znaczenia
dziedzictwa kulturowego dla rozwoju, inwestycje w dziedzictwo kulturowe oraz jego ochrong,
tworzenie przestrzeni dla rozwoju dziedzictwa kulturowego, reklama i marketing wspierajacy
dziedzictwo kulturowe oraz propagujace je.

Uczestnicy obu paneli poproszeni zostali réwniez o wskazanie determinant wspierajacych
réznorodno$¢ kulturowa. Poczatkowo, badani mieli problem z okresleniem jasnego Swojego
stanowiska, jednak gdy poszczegodlne osoby zacze¢ly wymienia¢ czynniki, w obu grupach
wylonity si¢ kolejne, ktore zaczety potwierdza¢ badz tez wskazywac, 1z te determiananty sa
wazne. Do glownych determinant zaliczono: atomosfer¢ wspotpracy, tolerancji i akceptacji dla
réznorodnosci kulturowej, zyczliwo$¢ otoczenia, inicjatywy lokalne integrujace spotecznosé
i wzmacniajgce réznorodnos$¢, w tym sgsiedzka otwarto$¢ i tolerancja, wsparcie, zaufanie
spoleczne 1 sgsiedzkie.

Nastepnie do uczestnikow dyskusji rozestano ankietg, ktora stanowita kolejny etap badan.
Pierwszym poruszanym zagadnieniem w ankiecie byto poproszenie ekspertow o odpowiedz na
pytanie: Na ile zgadza si¢ Pan(i) ze stwierdzeniem, Ze dziedzictwo kulturowe i roznorodnosé
kulturowa sq wartosciowe, poniewaz sprawia, zZe miejsce moze by¢ wyjgtkowe a tym samym
przyczynia si¢ ono do rozwoju spoteczno-gospodarczego?. W odpowiedzi na to pytanie
wszyscy badani zgodnie stwierdzili wybierajac odpowiedz ,,zgadzam si¢”, ze znacznie tych
determinant kulturowych nalezy uzna¢ za bardzo wazne zaréwno dla rozwoju spotecznego, jak
I gospodarczego. Analiza wynikow badan pozwala zatem na stwierdzenie, ze spoteczenstwo
polskie, dziedzictwo kulturowe i roznorodno$¢ kulturowa uznaé nalezy za wazne czynniki,
ktore wptywaja na atrakcyjno$¢ miejsca zamieszkania i na jako$¢ zycia, sg zrodtem historii
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I kultury. Biorac pod uwagg ekonomiczny wymiar dziedzictwa (6 0sob) uznato waznos¢ tych
dziedzin kultury dla rozwoju.

W nastepnej kolejnosci poproszono respondentow by w kwestionariuszu wskazali w skali
od 1 do 5 (1 — nie, 2 — raczej nie, 3 — nie wiem, 4 — raczej tak, 5 — tak) na ile wazne jest
dziedzictwo kulturowe i ré6znorodno$¢ kulturowa dla rozwoju twoérczosci. I tak 5 0s6b z posrod
8 ekspertow uznato za bardzo wazny wptyw tych obu determinant na rozwoj tworczosci, za$
2 osoby uznaly, ze raczej jest on wazny. Za§ jedna osoba wykazata neutralno$¢ w tej
odpowiedzi i1 uznata odpowiedz ,,nie wiem* jako te wilasciwg. Ze wzgledu na istotnos¢
zagadnienia zapytano ekspertow czy strategie i polityka Polski w zakresie wsparcia dziedzictwa
1 ro6znorodnosci kulturowej jest ich zdaniem odpowiednia (,,tak* lub ,,nie*) i czy mozna ja
poprawi¢. 3 badanych uznato, ze polityka i strategia kraju w tym zakresie jest odpowiednia,
areszta ekspertow uznata, ze nalezaloby jeszcze wzmocni¢ dzialania na rzecz rozwoju
dziedzictwa kulturowego.

W zakresie wzmocnienia dzialan na rzecz dostrzezenia roli dziedzictwa kulturowego
eksperci w ankiecie wskazywali nastepujace odpowiedzi (wedtug waznos$ci wskazan):

e opracowac spojne zintegrowane dziatania wspierajgce rozwoj 1 ochrong dziedzictwa

kulturowego (3 osob);

e zwickszy¢ Swiadomos¢ spoteczenstwa na temat roli dziedzictwa kulturowego dla

rozwoju spoteczno-gospodarczego (2 osoby);

e skierowac wigcej srodkow finansowych na ochorne dziedzictwa kulturowego (2 osoby);

e wspiera¢ osrodki i centra rozwoju kulturowego (1 osoba);

e wspiera¢ edukacje kulturowg (1 osoba).

Natomiast odpowiedzi dotyczace rdéznorodnosci kulturowej byly nastepujace
a mianowicie, ze wsparcie, tolerancja i atomsfera dla réznorodno$ci tworzg przestrzen dla
rozwoju tworczosci w okreslonej przestrzeni terytorialne;.

Badanych poproszono takze o uszeregowanie czynnikow bedacych determinantami
wspierajacymi rozwoj tworczosci. Posegregowane odpowiedzi zaprezentowano w tabeli 2.

Tabela 2. Czynniki wspierajgce rozwoju tworczosci w zakresie rozwoju dziedzictwa i réznorodnosci
kulturowej — uszeregowano wedtug stopnia waznosci dla ekspertow (opracowanie wlasne)

Dziedzictwo kulturowe Réznorodno$é¢ kulturowa

strategia i polityka kraju i regionu

. L . I atomosfere wspotprac
ukierunkowana w tym kontekscie na rozwoj & wspolpracy

tworzenie przestrzeni dla rozwoju inicjatywy lokalne integrujace spoteczno$é
dziedzictwa kulturowego i wzmacniajgce réznorodnos¢

reklama i marketing wspierajacy dziedzictwo

T Il zaufanie spoleczne i sasiedzkie
kulturowe oraz propagujace je

inwestycje w ochorone dziedzictwa

v zyczliwos$¢ otoczenia
kulturowego

tolerancji i akceptacji dla réznorodnosci

B v kulturowej
- VI w tym sgsiedzka, otwarto$¢ i tolerancja
— Vil wsparcie
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5. Dyskusja i podsumowanie

Badanie dziedzictwa kulturowego oraz roznorodnosci kulturowej inspiruje badaczy do
rozpoznawania kolejnych obszaréw naukowych i1 wnoszenia wkladu w rozwoéj tego
zagadnienia. Pomimo tego zagadnienia te stale sg stabo rozpoznawane na zar6wno na gruncie
teoretycznym, jak i empirycznym. Szczegolnie, gdy temat analizuje si¢ w kontek$cie rozwoju
spoteczno-gospodarczego. W literaturze przedmiotu prowadzane analizy odnoszg si¢ przede
wszystkim do aspektow kulturowych. Chociaz te taczace zagadnienia kultury 1 ekonomii nalezg
do rzadkosci, to jednak ich zastosowanie moze sprawié, ze wiedza w nich ujeta bedzie
poglebiata uzyskang z badan analitycznych empirie. Tak tez uczyniono i w tym opracowaniu,
w ktorym zastosowano metod¢ delfickg by moc uzyska¢ znaczgce spektrum odpowiedzi
ekspertow, ktorzy zgodzili si¢ na udziat w badaniu. Wnioski uzyskane w obu badaniach
pozwalaja wskazac, ze dziedzictwo kulturowe, jak i r6znorodnos¢ kulturowa zdaniem autorki
mam wplyw na rozwdj tworczos$ci, a tym samym 1 sektora kulturowego.

Tym samym majac na uwadze rozwdj tworczosci i sektora kulturowego wtadze krajowe,
jak 1 lokalne powinny zwréci¢ szczegdlng uwage na aspekty wymienione we wczesniejszej
czg¢sci niniejszego artykutu, gdyz sa one waznymi elementami skladowymi kultury
uwarunkowujacymi rozwdj potencjalu w kierunku innowacyjnosci. Dbato$¢ o rozwdj tych
kluczowych aspektow prowadzi takze do poprawy rozwoju spoteczno-gospodarczego danego
obszaru terytorialnego.
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PODPORA RIADENIA INOVACNYCH PROCESOV INSPIROVANIM
ZAMESTNANCOV K TVORIVOSTI

SUPPORT OF MANAGEMENT OF INNOVATION PROCESSES
BY ENCOURAGING EMPLOYEES TO CREATIVITY

KATARINA STACHOVA, ZDENKO STACHO

Abstract

The primary role of management is to create the environment encouraging the creative behaviour of
employees in an organisation, as the working environment is among the key motivating factors. The
approach focused on the motivation of employees to participate in innovations is aimed at creating an
environment where dialogue between managers and other team members is of importance. Such
a motivating approach creates room for innovative proposals and ideas presented by employees, for the
work of innovative teams, or the programmes of suggestions for improvement. The objective of the
paper is to analyse the impact of exploiting the creative potential of employees on innovation process
management. The presentation of partial results of our research dealing with the development of the
focus of Slovak organisations with over 50 employees on the level of motivation and encouragement of
employee creativity in 2013 — 2016 is of significant importance. The presented results revealed
considerable bottlenecks in the motivation of employees to creative behaviour and the level of their
participation in innovations. Concerning the process of creating a suitable environment, we offer a score
proposal, evaluating the actual level of the orientation of organisations on the motivation of their
employees to creative behaviour and the level of their participation in innovations. A case study of
a Slovak organisation is used to identify the barriers in enhancing innovation processes.

Key words: motivation, creativity, innovation, processes.

Classification JEL: M12 — Personnel Management.

1. Uvod

Vplyv globalizacie, ato najmi zo strany Eurdpskej Unie, charakterizovanej vznikom
jednotného trhu, ktory je Specifikovany volnym pohybom tovaru a oséb, vol'nym priestorom
pre poskytovanie sluzieb a volnym pohybom kapitalu (Synek, Kislingerovd a kol., 2010)
sposobuje, ze podniky sa musia presadzovat’ v omnoho véac¢sej konkurencii (Kampf et al., 2017;
Hitka & Sirotiakova, 2011; Grladinovié et al., 2007). Presadenie sa Vv takomto prostredi
charakteristickom nie len obrovskou konkurenciou, ale s tym stvisiacou silnou turbulenciou,
sa stava pre podniky vyzvou (Lizbetinova et al., 2016; Hockicko et al., 2015). Zameranie sa na
inovdcie je pevne integrované do manazérskej prace.

Konkurencieschopnost’ podnikov je vSak prioritne ovplyvnena prostredim, ktoré je tvorené
hospodarskou politikou jednotlivych Statov EU, priCom prave v tejto oblasti Slovenska
Republika pomerne vyrazne zaostava. Ako uvadza Podnikatel'ska aliancia Slovenska (PAS,
2017) zo Spravy o globdlnej konkurencieschopnosti 2017 — 2018, ktoru zverejnilo Svetové
ekonomické forum (WEF) vyplyva pozitivny trend. Slovensko sa tento rok vyrazne posunulo
v rebricku konkurencieschopnosti a to na 59. miesto. Napriek tejto pozitivnej zmene je vSak
nadalej jednou z najhorsie hodnotenych krajin v EU. Pri¢om najkritickejie oblasti
podnikatel'ského prostredia su kvalita verejnych institucii a podpora talentovanych Pudi.

Vlada Slovenskej Republiky v snahe podporit’ konkurencieschopnost’ a inovativnost
podnikov navrhla v roku 2015 danovu Glavu vo vyske 25 % z vydavkov vynaloZenych na
vyskum a vyvoj. Za rok 2015 si vSak uplatnili firmy ul'avy len vo vyske 9,2 miliona eur, v roku
2016 to bolo este o dva miliony menej. Aj Z tohto dovodu ministerstvo financii podalo novy
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navrh, ktory v polovici augusta 2017 schvalila vlada, podla neho si firmy od roka 2018 budu
moct’ z dani odratat’ vSetky naklady na vyskum (Ragdcovd, 2017).

Konkuren¢nti vyhodu je potrebné vnimat ako skutocnost’, ktord sa prejavuje nie len
V schopnosti podniku vyrobok, resp. sluzbu navrhnut’ a vyvinut, ale aj ho vyrobit’ a predat’ za
vyhodnejsie ceny a (alebo) vo vi¢som mnozstve, ¢i kvalite ako konkurenti. Pricom vSak nie je
poskytovana vonkajsim prostredim samovol’ne, ale zavisi aj od schopnosti interného prostredia
podniku identifikovat' a pruzne reagovat’ na zmeny externych podmienok (Sldvik, 2013).
Podnik by teda mal vytvérat’ také prostredie, v ktorom budu jeho zamestnanci schopni kreativne
mysliet, ¢im mu pomo6zu zvladdat’ zmeny externé¢ho prostredia.

Kreativita, je v ostatnych rokoch stale viac chapana ako socialny jav (Watson, 2007).
Vyplyva to prioritne zo skuto¢nosti, ako uvadza E. Frankova (2011), ze zdrojom vsetkych
kreativnych napadov je l'udskd mysel. V celej rade empirickych S§tudii bola potvrdena
skuto€nost’, Zze kazdému l'udskému jedincovi je kreativny potencidl vlastny a ze kazdy l'udsky
jedinec je, resp. moze byt kreativny (Zelina & Zelinova, 1990; Philipps, 2010; Pilkovd, et al.,
2013; Jankelova, et al., 2017). To, aka turoven kreativity, tvorivosti, resp. rozvijania
a uplatiiovania vlastného kreativneho potencialu jednotlivec dosiahne, z&visi prioritne na iom
a vplyve jeho okolia.

2. Motivacia zamestnancov ku kreativite

Je zrejmé, ze prvoradou tllohou manazmentu je vytvorit’ v podniku prostredie podporujice
kreativne spravanie zamestnancov, a to z dévodu, ze prave prostredie, v ktorom zamestnanci
pracuju, je jednym z najvacsich motivatorov.

Faktory, ako je Styl vedenia a rozvoj schopnosti a zruénosti 'udského kapitalu, do znacne;j
miery uréuju inovaéné smerovanie podniku (Lorincova et al., 2016b; Carvaja, et al., 2015;
Tokarcikova & Kucharcikovd, 2015). Khazanchi (2006) zarad'uje medzi charakteristiky
inovativneho podniku: informovanost, cieleni motivaciu a prebytok schopnosti, znalosti,
podpornej infrastruktiry a vysoko participativnu kultiru. Podl'a Herbiga a Dunphyho tak aj
byrokracia znizuje kreativnu aktivitu (Herbig & Duphy 1998). Inovécie st naopak stimulované
vol'nou komunikéciou, decentralizéciou a doverou medzi roznymi hierarchickymi levelmi a tak
moznostou komunikovat’" svoje ndpady a zdielat znalosti v rdmci Struktir organizacie
(Willems, 2007).

Cielom pristupu, zameraného na motivaciu pracovnikov k participacii na inovaciach, je
vytvorit’ prostredie, kde mé ddlezité miesto dialdg medzi manazérmi a ostatnymi ¢lenmi timu.
Zaujmy pracovnikov st v zaleZitostiach, ktoré sa tykaji rozhodovania a riadenia reSpektované.
Takyto motivujlici pristup vytvara priestor pre inovaéné navrhy a ndpady zo strany
pracovnikov, pre pracu inovacnych timov, ¢i programy zlepSovacich navrhov. Pracovnici
zapojeni do inova¢ného procesu su zo strany manazérov vnimani ako partneri a ich navrhy st
manazmentom brané do Givahy a v zna¢nej miere podporované.

Tieto profesiondlne kontakty, casto vel'mi zloZité medziludské vztahy, st sprevadzané
vysokym stupiiom neistoty, lebo spravat’ sa inovativne znamena riskovat’. Prave dovera, ktoru
V tomto pristupe od manaZérov zamestnanci dostavaji, im umoziiuje podstupovat’ i znacnil
mieru rizika, bez obav z nespravodlivého trestu za pripadné pochybenia, alebo netispechy, ktoré
tvorbu inovacii vzdy sprevadzaji (Frankova, 2003; Remisova & Buciova, 2012; Urbancova &
Huddkova, 2015).

Koncept inovacii s vysokym zapojenim vSetkych zamestnancov do inovacii pozitivne
ovplyvituje ekonomické vysledky podniku. Je tu vSak este d’alsi pozitivny efekt, Cim viac l'udi
je zapojenych do zmien, tym ochotnejSie potom zmeny prijimajt, alebo ich sami realizuju
(Tidd, 2007).
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Pri zapajani zamestnancov do inovacii podnik prechddza viacerymi Stddiami s r6znou
uroviiou zapojenia. Tidd (2007) vo svojej publikacii uviedol pét’ $tadii budovania inova¢ného
modelu s vysokym zapojenim.

V prvej urovni, tzv. neuvedomelom zapojeni, sa do inovacii I'udia sice prilezitostne zapoja
(napr. pri chybach nového produktu), ale neexistuje nijaky formalny proces, ktory by takéto
spravanie podporoval, z ¢oho pre podnik nevyplyvaji ziadne vyrazné prinosy (Tidd, 2007).

Manazment V tejto urovni takmer nevyuziva potencial, ktory v podniku v podobe
zamestnancov ma. Manaz¢éri Casto uplatituju autoritativny spdsob riadenia, coho dosledkom je,
ze aj v pripade, Ze zamestnanci podaju inovacny navrh, este predtym ako sa vobec zacne
uvazovat’ nad jeho zavedenim, je skontrolovany a prehodnoteny manazmentom (Stachova
& Stacho, 2013). Faktory motivacie, ktoré by viedli ku kreativnemu spravaniu zamestnancov
Vv podobe vhodného prostredia, ¢i otvorenost’ atmosféry sa takmer vobec nevyuzivaji. Ak sa
zamestnanci podielajii na inovécidch, je to spravidla len preto, Ze st v spravnom c¢ase na
spravnom mieste, ¢asto si vSak ani neuvedomuju, zZe sa na nejakej forme inovacii vobec
podiel’aju.

Druhd uroveri predstavuje prvé skutoéné pokusy podniku nasmerované k zapojeniu
zamestnancov do inovdcii. V tejto faze st vytvorené procesy zamerané¢ na vyhladdvanie
a rieSenie problémov. Ziskané napady sa v ¢o najvacSej miere implementuji a zamestnanci su
nasledne odmenovani, respektive inak motivovani, co ma priamy vplyv na ich opitovné
angazovanie sa pri rieSeni nového problému, ¢im sa zabezpecuje splnenie ciel’a druhej tirovne,
ktorym je vytvorit navyk zapojenia sa zamestnancov do inovacii (Tidd, 2007).

Empirické vyskumy poukazuji na niekol’ko vyznamnych faktorov, ktoré pozitivne
ovplyviiuji kreativne spravanie l'udi. Najlepsim spdsobom ako maximalizovat inovacny
potencidl zamestnancov, je umoznit' im robit’ nie€o, ¢o maji radi. Prave preto, hlavne
v prostredi kde je kreativita potrebna, by mal manazment zamestnancov povzbudzovat k tomu,
aby sa venovali problémom, ktoré ich najviac zaujimaju (Collins & Amabile, 2008). Dalsim
vyznamnym faktorom je tvorba prostredia s otvorenou komunikaciou a efektivnym zdielanim
informacii (Frankova, 2011). V neposlednom rade vyznamnu tlohu v motivacii ku kreativite
zamestnancov zohrava aplikacia nastrojov potvrdzujucich kompetentnost’ zamestnanca, ako
napriklad odmeny vo forme slobody konania, ¢i ¢asu a d’alSich zdrojov, uznanie ¢i spitna vézba
(Collins & Amabile, 2008).

Cielom tretej uirovne je prepojenie ndvyku so strategickymi cielmi podniku. Za tymto
ucelom je potrebné, aby bola implementovana stratégia, ¢o v praxi znamena, Ze stratégia
podniku sa komunikuje v ramci celého podniku a smerom dole je rozdelena na konkrétne
riadiace ciele, na ktoré su nasledne nasmerované vsetky aktivity stuvisiace so zapojenim do
inovacii. VSetky aktivity uskutoCnované v tretej Urovni su eSte stdle prevazne riadené
manazmentom (Tidd, 2007).

MnozZstvo podnikov sa na tato Groveil zapojenia zamestnancov do inovacii nedokéze
prepracovat’. NajvacSou vyzvou pre manazment, ktory chce v podniku dosiahnut’ tito Groven
zapojenia, je komunikovat stratégiu organizacie takym spdsobom, aby jej vSetci zamestnanci
rozumeli a dokazali sa s fiou stotoznit’. Kotter (2008) uvadza, ze najdolezitej$imi zlozkami tejto
komunikacie su:

e jednoduchost’ — je nevyhnutnd pre porozumenie,

e metafory — pomo6zu viziu uchopit,

e mnohonésobné kandly — kazdy podnik vyuziva na komunikaciu so zamestnancami
rozne prostriedky, pre zaistenie, Ze sa o stratégii dozvie kazdy a rychlo, je vhodné
vyuzivat’ ¢o najviac z nich,

e opakovanie — nevyhnutné pre ukotvenie stratégie,

e obojsmerna komunikacia — treba si ndjst’ priestor na vypocutie ndzoru podriadenych,
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e prikladné spravanie — ak maji zamestnanci verit stratégii manazmentu, musi ist

prikladom,

e vysvetlovanie nesuladov — rozporuplné vyhlasenia, alebo situdcie, ktoré nie su

vysvetlené, taktiez podryvaju doveryhodnost’.

Stvrtd  diroveii je $pecificka posilfiovanim pravomoci jednotlivcov a skupin pri
experimentovani av ich vlastnych iniciativach, tzv. sp/nomocniovanie. Princip interného
smerovania zapojenia do inovacii je dolezitou zmenou, pretoze umoziuje a podporuje otvorené
zdielanie vedomosti (Tidd, 2007).

V podnikoch kde st zamestnanci prostredim a pristupom manazérov dostatocne
motivovani ku kreativnemu spravaniu a s primerane informovani o stratégii podniku sa stava
dolezitym faktorom, ktory moze zvysit inovacny potencial podniku, volnost jednotlivcov
a timov v rozhodovani (Stachovad & Stacho, 2014).

Delegovanie zodpovednosti, pravomoci a zdrojov ma nespochybnitelny vyznam pre
tvorbu inovacii v podniku. Budovanie sebaddvery, zodpovednosti arast individualnych
atimovych kompetencii poskytuji dalsi vyznamny motivaény faktor zamestnancom
spolo¢nosti pre podporu ich kreativneho spravania.

Piata uroveii predstavuje dosiahnutie vrcholu, kedy je kazdy plne zapojeny do
experimentovania a zlep$ovania veci, do zdiel'ania informéacii a vytvarania aktivne sa uciacej
organizacie. Cielom poslednej fazy je vytvorit spolocné hodnoty, ktoré spajaji l'udi
a umoznuju im zacastiovat’ sa na rozvoji podniku (Tidd, 2007).

NajvysSia Groven zapojenia zamestnancov do inovacii teda spofiva vo vytvoreni
organiza¢nej kultury podporujicej kreativitu a inovacie (Stacho, 2011). V pripade, Ze sa
vedeniu podniku podari vytvorit’ takéto proinovativne prostredie, je schopny prijimat’ inovacné
rozhodnutia vel'mi rychlo, ¢o je povazované v dneSnom turbulentnom prostredi za vyznamny
faktor konkurencieschopnosti.

Je dolezité poznamenat’, ze kazdé s tychto piatich $tadii urcitti dobu trva a neexistuje ziadna
zéaruka, ze sa podnik dokaze dostat’ na d’alSiu troven vysokého zapojenia zamestnancov do
inovacii.

3. Materialy a pouzité metody

Pre potreby tohto prispevku boli vyuzité data z prieskumu realizovaného v priebehu rokov
2014 az 2016 na Vysokej Skole ekondomie a manazmentu verejnej spravy v Bratislave, pricom
respondentmi prieskumu boli vrcholni predstavitelia podnikov posobiacich na Slovensku.
Opytovanie prebehlo formou dotaznika doru¢ené¢ho osobne. MnoZstvo oslovenych organizacii
sa kazdoroCne pohybovalo v rozmedzi medzi 573 az 609 organizicii, pricom navratnost
komplexne vyplnenych dotaznikov sa pohybovala na tirovni 60 % — 65 %.

Z dovodu urcenia dostatocnej vyskumnej vzorky sme si stanovili dve stratifikacné kritéria,
prvym kritériom bol region posobenia podniku podla systému NUTS, konkrétne sme
Slovensko roz€lenili podla kategorie NUTS 2, priCom pri Struktirnom zlozeni vyskumnej
vzorky sme vychadzali z idajov SU SR (Statisticky iirad Slovenskej republiky).

Druh¢ stratifika¢né kritérium sme si zvolili minimalny pocet zamestnancov 50, ¢im sme
sice z vyskumnej vzorky vylucili malé podniky, no na druhej strane sme tymto kritériom
sledovali opodstatnenost’ zamerat sa na formalny systém riadenia [l'udskych zdrojov
v podnikoch s 50 a viac zamestnancami.

Udaje SU SR pocas sledovaného obdobia ukazujl, Ze pocet podnikov s 50 aviac
zamestnancami V jednotlivych regionoch osciloval okolo rovnakych hodndt, konkrétna
regionalna Struktura podnikov nad 50 zamestnancov v uvedenych rokoch je uvedena
V nasledovnej tabul'ke.

94



15th International Scientific Conference

HUMAN POTENTIAL DEVELOPMENT
Kaunas, 29 — 31 May, 2018

Tab. 1. Regiondlna Struktira podnikov nad 50 zamestnancov (iidaje spracované podla SU SR)

Rogan US| Bk | Zidaé | s | ehod
Kraje BA TT, TN, NR BB, ZA KE, PO
Pocet podnikov 2013 1102 911 645 606
Pocet podnikov 2014 1098 904 644 612
Pocet podnikov 2015 1105 916 651 613
Pocet podnikov 2016 1114 923 649 621

Pri vypocte optimalnej vyskumnej vzorky z uvedeného zékladného suboru podnikov sme
si stanovili percento spolahlivosti (Confidence Level) vyskumu na 95 % ainterval
spol'ahlivosti (Confidence Interval) vysledkov bol stanoveny (H = +/- 0,10). Na zaklade
uvedenych kritérii bola stanovena dostatocna, resp. relevantna vyskumna vzorka pre jednotlivé
regiony Slovenka, v analyzovanych rokoch, ktora je uvedena v tabul'ke 2.

Tab. 2. Velkost vyskumnej vzorky pre jednotlivé regiony Slovenka (viastné spracovanie)

iy Bratislavsky Zapadné Stredné Vychodné
Regién - NUTS 11, kraj Slovensko Slovensko Slovensko
Kraje BA TT, TN, NR BB, ZA KE, PO
Pocet podnikov 2013 — 2016 1102 - 1114 904 — 923 644 — 651 606 — 621
Velkost’ vyskumnej vzorky 88 87 84 83

4. Vysledky

Vzhl'adom na to, Ze jednym zo zékladnych predpokladov inovativneho podniku je
schopnost’ jeho manazérov ziskat’ a nadchnut’ pre zmeny svojich podriadenych, zaujimalo nas,
¢i im manazéri vytvaraju dostatoény priestor na ich zapojenie do procesu inovacii, a to prioritne
Z pohl'adu ich ciel'avedomého usmeriiovania ich inova¢ného spravania, smerom k organizacnej
stratégii ato tak formou odmenovania, ako aj formou spravneho vedenia k zdielaniu
vedomosti.

Vo vzt'ahu ku skiimanému atribitu miery zapojenia zamestnancov do inovacii sme taktiez
zist'ovali, €1 st zamestnanci vnimani ako prioritny zdroj na podnety k inovaciam, respektive, ¢i
st do inovacii zapajané vSetky kategorie zamestnancov, nie len riadiaci pracovnici a rézni
Specialisti, ale aj vykonni pracovnici ¢1 administrativa.

80%
70%
60%
50%

40% \
30% /
20%
10%
0%
Do inovécii st
zapojené vsetky

Zamestnanci st
motivovani Uplne

Vedomosti
zamestnancov su

Zamestnanci st
pravidelne zapajani

Zdroje na podnety k
inovaciam st

koordinovane so  sledované, hodnotené zdiel'at’ svoje primarne od skupiny
zameranim na a odmenené vedomosti zamestnancov zamestnancov
strategicky ciel’
e 2013 2014 2015 2016

Obr. 1. Motivacia a zapojenie zamestnancov do inovdcii (Vlastny prieskum)
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Z prieskumu nam vyplynulo, Ze miera koordinacie zamestnancov a teda ich zapojenie do
inova¢nych aktivit smerujacich k dosiahnutiu strategickych cielov podniku v sledovanom
obdobi postupne narastala z hodnoty 21 % v roku 2013 az na hodnotu 36 % Vv roku 2016, avSak
stale vacSina podnikov zapéja zamestnancov do procesu inovdcii len prilezitostne, pri vzniku
chyb v novych procesoch, alebo pracovnikov zapdja pravidelne, no ti pracuju na inovaciach bez
spolo¢nej, strategicky zameranej koordinacie. V tejto stvislosti sme sledovali napriklad
odmenovanie za vedomosti zamestnancov, ktoré sa pohybuje na urovni priblizne 35 %, ¢i
zdielanie vSetkych informdcii podporované vedenim. V sledovanom obdobi sme zistili len
minimalne percento podnikov, kde si zamestnanci motivovani zdielat informacie
a nezaznamenali sme takmer ziadnu zmenu k lepSiemu.

Z prieskumu pozitivne vyplynulo, Ze podniky ziskavaju najcastejSie podnety k inovaciam
od svojich zamestnancov v 61 % az 70 %, avSak ked’ sme zist'ovali, ¢i s za tymto i¢elom
Vv podnikoch vyuzivané vSetky kategorie zamestnancov vysledok uz nebol taky pozitivny.

Tab. 3. Otdzky analyzujice oblast motivdcie zamestnancov ku kreativite a miery ich zapojenia do
inovdacii, prepojené s bodovym ohodnotenim (viastné spracovanie)

Otazky a varianty odpovedi Body

1. Daéva vedenie spolo¢nosti najavo podporu zapajania sa zamestnancov do inova¢nych
navrhov?

a) ano, neustale 10

b) ano, prilezitostne

c) nie 0

2. Vyuziva spolo¢nost’ svojich zamestnancov pri hP’adani inovacii

a) ano, vyuziva vsetkych zamestnancov vyhlasovanim roznych sttazi ¢i nastavenim bonusového

M . . . TSI 10
odmenovania naviazaného na uspesné inovacie

b) éano, avSak vyuziva iba niektorych zamestnancov, (Specializované oddelenie, resp. projektové
timy)

C) éano, exituje moznost’ podat’ navrh nadriadenému, alebo prostrednictvom anonymného boxu, ale
zriedka sa niektory napad zrealizuje

3. Ako a kedy st zamestnanci zapajani do inovacii?

a) pri kazdej prileZitosti (tvorba napadov, planovanie realizacie samotné zavadzanie do Zivota), so

y S . “ - . 10
spolo¢nou koordindciou na inovaénu stratégiu spolo¢nosti

b) pravidelne, avsak bez spolo¢nej koordinacie na inova¢nu stratégiu spolo¢nosti

C) zapéijani st len neuvedomelo (napr. pri vzniku chyb pri zavadzani novych procesov) 0

4. Si inova¢né navrhy zamestnancov este kontrolované a schval’ované manazmentom
spolo¢nosti?

a) nie, zamestnanci maju plna déveru vedenia 10

b) ano, su eSte schvalované, avSak pri realizacii maji zamestnanci doveru vedenia

C) 4ano, s dosledne kontrolované a schvalované vedenim 0

5. AKo postupuje vedenie spolocnosti, ak sa pri zavadzani inovacii objavi chyba?

a) spoloc¢nost’ sa snazi vzniknut chybu odstranit’ a zabezpecit', aby sa neopakovala, zamestnanci,

ktori chybu objavia st v niektorych pripadoch odmeneni 10

b) spolo¢nost’ sa snazi vzniknutt chybu odstranit’ a zabezpecit, aby sa neopakovala, zamestnanci,
ktori sl za chybu zodpovedni nie s Ziadnym spdsobom potrestani

c) spolo¢nost sa snazi vzniknut chybu odstranit’ a zabezpecit, aby sa neopakovala, zamestnanci,
ktori su za chybu zodpovedni su potrestani
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5. Diskusia

Vzhl'adom na nelichotivy su¢asny stav zamerania sa podnikov posobiacich na Slovesnku
na motivaciu zamenstnancov ku kreativite a ich zapojenie do inova¢nych aktivit, povazujeme
za naliehavé podnietenie upriamenia ich pozornosti na zmenu pristupu k vyuzivaniu potencialu
zamestnancov takym sposobom, aby mohli riadit’ inovacné procesy efektivne.

Na analyzu zakladnych informacii o suCasnom stave motivacie zamenstnancov ku
kreativite aich zapojeni do inova¢nych aktivit navrhujeme vyuzit simplicitnd metodiku
posudzujicu mieru orientacie na inovacie. Navrhnuta metodika je rozdelena do troch hlavnych
Casti a to:

e Dotaznikova analyza sucasnej motivacie zamenstnancov ku kreativite a miery ich

zapojenia do inovacénych aktivit.

e Zhodnotenie sucasného stavu.

o Identifikacia uzkych miest, ktoré podniku brania pri zvySovani inova¢ného potencialu.

Nasledne po realizacii uvedenych hlavnych krokov metodiky je vhodné, aby vedenie
podniku zhodnotilo ziskané vysledky a zahdjilo realizaciu opatreni na odstranenie
identifikovanych bariér, ktoré im brania pri zvySovani inova¢ného potencialu.

Otazky zamerané na analyzu oblasti ,,motivacie zamestnancov ku kreativite a miery ich
zapojenia do inovacii“ spolu s bodovym ohodnotenim jednotlivych odpovedi st uvedené
v tabul’ke 3.

Na zéklade respondentom oznacenych odpovedi sa s¢itaju jednotlivé hodnoty tychto
odpovedi a vysledny stcet spolu s oznaenou troviiou je uvedeny v sumarnej tabul’ke.
Jednotlivé rozmedzia bodov, na zéklade ktorych je stanovena konkrétna iroven, do ktorej
analyzovany podnik patri, st uvedené v tabul’ke 4.

Tab. 4 . Oznacenie tirovne motivdcie zamestnancov ku kreativite a miery ich zapojenia do inovdacii na
zaklade suctu bodoveho ohodnotenia jednotlivych otdazok (viastné spracovanie)

Znak inovativneho podniku Vas vysledok Uroveii kde sa nachadzate
- . o 50-40 A
Motivacie zamestnancov ku kreativite a miery ich
- R 39-20 B
zapojenia do inovacii
19-0 C

V ramci oblasti ,,motivacie zamestnancov ku kreativite a miery ich zapojenia do inovacii*
boli podniky rozdelené do tychto troch moznych Grovni:

A. Vedenie podniku neustdle vyvija aktivity zamerané na podporu zapojenia zamestnancov
do procesov suvisiacich sinovaciami a to pri kazdej prilezitosti (tvorba napadov,
planovanie realizécie, samotné zavadzanie do Zivota), so spolo¢nou koordindciou na
inovacnu stratégiu spolo¢nosti. Zamestnanci maju plna déveru vedenia a to predovsetkym
V tvorbe népadov, priCom na zvySenie poctu zamestnancov angazovanych do inovacii
podniku sa vyuziva vyhlasovanie roznych sutazi ¢i nastavenie bonusového odmenovania
naviazaného na uspesné inovacie. Manazéri vnimaju vsetkych pracovnikov zapojenych do
inova¢ného procesu ako rovnocennych kolegov aich navrhy akceptuju a Vv pripade ich
realnej prenosnosti ndsledne aj podporuju, vd’aka comu zamestnanci citia spolupatri¢nost’
so spolo¢nostou, ochotne inovacie prijimaju aj realizuju. Atmosféra v podniku je
nastavend proinovativne, vSetci zamestnanci vnimaji, Ze zmeny prinds$aju pozitivny
vysledok. V spoloc¢nosti je navySe podporované aj zlepSovanie zavadzania inovacii, ked’ze
V pripade, ze zamestnanec objavi chybu pri zavadzani inovécie je tato chyba odstranena
a zamestnanec je odmeneny.
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B. Vedenie podniku prilezitostne vyvija aktivity zamerané na podporu zapojenia
zamestnancov do procesov suvisiacich s inovaciami (tvorba ndpadov, planovanie
realizacie, samotné zavadzanie do zivota), avSak komunikécia strategickych ciel'ov v ramci
celej spoloc¢nosti je minimalna, z ¢oho vyplyva ze jednotlivei, ¢i timy pracuju na
inovaciach bez spolo¢nej strategicky zameranej koordinacie. VSetky inovacné aktivity
uskutocnované v spolocnosti su riadené a schvalované vrcholovym manazmentom.
Manazéri vnimaju vSetkych pracovnikov zapojenych do inovacného procesu len ako
podriadenych a ich navrhy si vypocuju, ale sami sa rozhoduju, ¢i navrh podporia, alebo
nie. Zamestnanci maju déveru manazmentu, ¢o im umozhuje pri tvorbe inovacii vstupovat’
do rizika bez toho, aby sa pri vzniku chyb ¢i omylov, ktorymi st inovacie casto
sprevadzané, obavali nespravodlivych postihov zo strany nadriadenych.

C. V spoloc¢nosti prakticky neexistuje ziadna formalna podpora zapajania zamestnancov do
inovacénych procesov. Zamestnanci sa sice prilezitostne zapajaju do inovacného procesu,
ale robia to neuvedomelo, napriklad pri vzniku chyb na novom produkte. Kazdy inova¢ny
navrh podany zamestnancom je eSte predtym, ako sa za¢ne uvazovat’ nad jeho zavedenim,
skontrolovany a prehodnoteny manazmentom. Podpora zamestnancov k inovaénému
spravaniu je zo strany vedenia minimalna, chyby aj ked su nepredvidatelné su casto
trestané, v dosledku ¢oho vznika v spolocnosti atmosféra neistoty.

V oblasti ,,motivacie zamestnancov ku kreativite a miery ich zapojenia do inovacii“ bola
na odhalenie uzkych miest vypracovanda tabul’ka, v ktorej vie respondent konkrétne urcit, na
ktoru ¢ast’ v ramci oblasti zapojenia do inovacii je potrebné sa zamerat’, aby sa dostal na vyssiu
uroven v tejto oblasti.

Tab. 5. Odhalenie vizkych miest v oblasti tirovne motivdcie zamestnancov ku kreativite a miery ich
zapojenia do inovdcii (vlastné spracovanie)

Cislo otazky/ odpoved’ 1 2 3 4 5
Vyborne a a a a a
Priemerne b b b b b
Zle c c c c c

Navrhnutd metodika umoziuje na zdklade vysledkov, ktoré prostrednictvom nej
analyzujlci pracovnici ziskaju stanovit’ skuto¢nu roven, na ktorej sa prave v rdmci motivacie
zamestnancov ku kreativite a miery ich zapojenia do inovacii, podnik nachadza a taktiez si na
jej zéklade vedia oznacit’ Gizke miesta, ktoré im brania pri zvySovani inova¢ného potencidlu.
S vyuzitim uvedenej metodiky a naslednym zavedenim opatreni na odstranenie uzkych miest
je mozné v podniku zefektivnit’ prebiehajice inovacné procesy v horizonte niekol’kych rokov.

6. Pripadova Studia

Pre identifikdciu bariér zvySovania inovacnych procesov v kontexte vyuzitia kreativneho
potencialu zamestnancov, vyuZzivame pripadova S$tudiu klasifikujicu prostrednictvom
navrhnutej metodiky troven troch vybranych podnikov.

Verifikdcia navrhovanej metodiky prebiehala vo vybranych podnikoch, kde bol nas
analyticky ndastroj zaslany spolu so sprievodnym listom metodického postupu jeho realizacie.
V ramci pripadovej Stadie uvddzame zékladnu charakteristiku troch analyzovanych podnikov,
zhodnotenie stcasnej urovne jednotlivych atributov s rozdielnou identifikdciou bariér
inovaénych procesov klasifikovanych podnikov a mozZnosti na zlepSenie si€asného stavu, ktoré
vyplyvaju tak z teoretickych, ako aj praktickych vystupov predkladaného prispevku.
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Podnik 1: sidlo — zapadné Slovensko, oblast posobenia — medzindrodna expresna
kuriérska sluzba, poc¢et zamestnancov — 205, ciel'ova skupina Slovensko a EU, kapitalova ucast’
domaca, prijmy za ostatné tri roky pdsobenia podniku dostato¢ne prevysovali naklady.

Vedenie podniku si uvedomuje inova¢né trendy v oblasti ich podnikania, preto sa snazia
vyuzivat’ vSetky dostupné informacie a moznosti, aby zachytili vinu rozvoja v oblasti dopravy.
Vzhladom na to, m& vedenie podniku za ciel’ zamerat’ sa na podporu inovativnej kultary
a motivacie zamestnancov ku Kkreativite a ich zapojenie do inova¢nych procesov. Vo
verifikacnom dotazniku podnik uviedol, Ze mu metodika pomohla odhalit’ izke miesta, ktoré si
do teraz neuvedomovali a na zaklade jej vysledkov odhalili moznosti na zvySenie inovacného
potencialu v podniku. Sucasny stav motivacie zamestnancov ku kreativite a ich zapojenie do
inova¢nych procesov podniku 1, je uvedeny v tabul’ke 6 a 7.

Tab. 6. Otdzky analyzujiice oblast motivdcie zamestnancov ku kreativite a miery ich zapojenia do
inovacii v analyzovanych podnikoch (viastné spracovanie)

Otazky a varianty odpovedi P1 P2 | P3

1. Dava vedenie spolo¢nosti najavo podporu zapijania sa zamestnancov do
inovaénych navrhov?

a) ano, neustale

b) ano, prilezitostne X X

C) nie X

2. VyuZiva spolo¢nost’ svojich zamestnancov pri hP’adani inovacii

a) éno, vyuZziva vsetkych zamestnancov vyhlasovanim réznych sut'azi ¢i nastavenim
bonusového odmenovania naviazaného na ispesné inovacie

b) ano, av§ak vyuziva iba niektorych zamestnancov, (Specializované oddelenie, resp.
projektové timy)

C) ano, exituje moznost’ podat’ navrh nadriadenému, alebo prostrednictvom
anonymného boxu, ale zriedka sa niektory napad zrealizuje

3. Ako a kedy st zamestnanci zapajani do inovacii?

a) pri kazdej prileZitosti (tvorba napadov, planovanie realizacie samotné zavadzanie
do zivota), so spolo¢nou koordinaciou na inova¢nu stratégiu spolo¢nosti

b) pravidelne, avSak bez spolo¢nej koordinacie na inova¢nu stratégiu spolo¢nosti X

C) zapajani su len neuvedomelo (napr. pri vzniku chyb pri zavadzani novych
procesov)

4. Su inovacné navrhy zamestnancov este kontrolované a schvalované
manaZmentom spolo¢nosti?

a) nie, zamestnanci maju plnu déveru vedenia X

b) ano, su este schvalované, avSak pri realizacii maji zamestnanci doveru vedenia X

C) éano, su dosledne kontrolované a schvalované vedenim X

5. Ako postupuje vedenie spolo¢nosti, ak sa pri zavadzani inovacii objavi chyba?

a) spoloc¢nost’ sa snazi vzniknut chybu odstranit’ a zabezpecit', aby sa neopakovala,
zamestnanci, ktori chybu objavia st v niektorych pripadoch odmeneni

b) spolo¢nost’ sa snazi vzniknuta chybu odstranit’ a zabezpecit', aby sa neopakovala,
zamestnanci, ktori st za chybu zodpovedni nie st ziadnym sposobom potrestani

c) spolo¢nost’ sa snazi vzniknuti chybu odstranit’ a zabezpecit, aby sa neopakovala,
zamestnanci, ktori s za chybu zodpovedni st potrestani
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Podnik 2: sidlo — stredné Slovensko, pocet zamestnancov — 118, oblast’ pdsobenia —
maloobchodny predaj, cielova skupina — Ceska a Slovenska republika, kapitalova ucast
zahrani¢nd, prijmy za ostatné tri roky pdsobenia podniku boli dostatocné na tvorbu malého
zisku.

Vedenie podniku si len v ostatnych dvoch rokoch za¢alo uvedomovat’ potrebu zamerat’ sa
na inovacie. Vo verifikatnom dotazniku podnik uviedol, Ze mu metodika pomohla odhalit’ izke
miesta, ktoré si doteraz neuvedomovali a na zaklade jej vysledkov odhalili, moznosti na
zvySenie inovaéného potencidlu v podniku. Sucasny stav v oblasti zavedenia organizacnej
kultary podporujucej kreativitu a inovacie podniku 2, je uvedeny v tabul’ke 6 a 7.

Podnik 3: sidlo — vychodné Slovensko, oblast’ pdsobenia — medzinarodna kamidénova
doprava, ndkladnd doprava a prendjmom osobnych motorovych vozidiel, poCet zamestnancov
— 78, ciel'ova skupina — Slovensko a vychodna Eurdpa, kapitalova Gcast’ — domaca, prijmy za
ostatné tri roky pdsobenia podniku boli nepostacujiice na pokrytie nakladov.

Vedenie podniku zatial' nepocituje potrebu zamerat' sa na inovacie ako permanentny
proces, avSak bolo ochotné odpovedat’ na nas dotaznik. Vo verifikacnom dotazniku podnik
uviedol, ze mu metodika pomohla odhalit’ izke miesta, ktoré si doteraz neuvedomovali a na
zaklade jej vysledkov odhalili moznosti na zvySenie inovacného potencialu v podniku
aV pripade zmeny stratégie podniku zamerat’ sa na inovacie, zvazia svoje zameranie na
jednotlivé tzke miesta. St€asny stav oblasti zavedenia organiza¢nej kultury podporujuce;j
kreativitu a inovacie podniku 3, je uvedeny v tabul’ke 6 a 7.

Tab. 7. Odhalenie vizkych miest v oblasti motivdcie zamestnancov ku kreativite a miery ich zapojenia do
inovdcii v analyzovanych podnikoch (vlastné spracovanie)

] Cislo otazky
Odpoved’ Podnik
1 2 3 4 5
vyborne P1
priemerne P2
zle P3

Analyza sicasného stavu a navrhy pre Podnik 1

Z popisu sucasného stavu, ktory podnik 1 v dotazniku uviedol vyplyva, Ze vedenie
spolo¢nosti dava najavo podporu zapdjania sa zamestnancov do inova¢nych navrhov avSak len
prilezitostne. Nedostatkom je taktiez fakt, Ze nie vSetci zamestnanci maji moznost’ zapojit’ sa
adresne do procesu podavania inova¢nych navrhov, ¢o moze posobit’ vyrazne negativne a ¢asto
az demotivujico pre nezapojenych zamestnancov. Zamestnanci, ktori do procesu podavania
inova¢nych navrhov zapojeni su, nespolupracuji koordinovane v kontexte spolo¢ne;j stratégie.
Podpora vedenia spolo¢nosti v oblasti zavaddzania inovacii je jasne deklarovana skutocnost'ou,
ze v pripade podania navrhu zamestnancom, resp. zamestnancami, patriacimi do skupiny, ktora
je definovana ako Specializovana na tcel tvorby a zavadzania inovacii, ich inova¢né navrhy uz
nie su kontrolované a schval'ované manazmentom a zamestnanci dostavaju plna doveru pri ich
realizovani. Pri vzniku chyby pri zavadzani inovacie, vedenie spolocnosti v plnej miere
podporuje odstranenie chyby a zabezpeCenie jej neopakovania sa, pricom poskytuje
zamestnancom bezpecie, ze za vzniknuti chybu nebudi ziadnym spdsobom potrestani.

V ramci zlepSenia sucasného stavu podniku 1 odporicame zaviest’ inovativnu kultiru
komplexne. Je preto potrebné jasne konkretizovat’ moZnosti zapojenia sa vSetkych
zamestnancov do inovacnych procesov v sulade s definovanou inovacnou stratégiou, ¢o je
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Vv pripade uvedeného podniku najuzsie miesto. Podnik by sa mal taktiez cielene zamerat’ na
podporu vsetkych zamestnancov k rieSeniu problémov, resp. nachadzaniu inovacii v oblasti,
ktora ich zaujima a ku ktorej maju v rdmci svojej profesie blizko a vztah, co posobi casto ako
najvacsi motivator. Taktiez nastavenie vedenia pri zavadzani navrhov do praxe, kedy deklaruje
plna doveru, je mozné vnimat ako vyznamny motivator. Komplexnost’ zapojenia vsetkych
zamestnancov do stratégie zameranej na inovovanie, by mal podnik podporit’ tak financnym
ako aj nefinanénym odmenovanim, ktoré organizécia v sucasnosti v kontexte poddvania
navrhov zavedené nema. TaktieZ nema organizacia zabezpeCené motivovanie v oblasti
hl'adania chyby, pri zavddzani inovacii, pricom prave tymto sposobom je mozné do procesu
vtiahnut' Casto pomerne vel’ké mnozstvo zamestnancov, ktorych inovécia priamo, prip.
nepriamo ovplyviuje. Takto sa ich nastavenie a zaujatie pre inovaciu vyznamne zvysi a budd
na fiu nahliadat’ nie ako na hrozbu, ale prilezitost'.

Analyza sti¢asného stavu a navrhy pre Podnik 2

Z popisu sucasného stavu, ktory podnik 2 v dotazniku uviedol vyplyva, Zze vedenie
spolo¢nosti déva, hoci len prilezitostne, najavo podporu zapdjania sa zamestnancov do
inovaénych néavrhov. Deklarovani podporu vSak nesmeruje komplexne na vSetkych
zamestnancov anevyuziva za tymto ucelom finanéné aani nefinanéné motivatory.
Zamestnancov do inovacii sice zapdja, avSak len neuvedomelo z coho vyplyva, ze zamestnanec
na inovovani participuje bud’ z dovodu, Ze bol v danej chvili na mieste kde nastala chyba, alebo
bol k jej rieSeniu prizvany, pripadne vyslovil predpoklad, ktory sa nasledne overil a zaviedol
do praxe. Takyto postup vSak z pohl'adu organizacie nie je mozné povazovat’ za systematicky
a z pohl'adu zamestnanca za uspokojivy, ked’ze si ¢asto ani sdm neuvedomuje, ze sa na inovacii
vobec podiela. Dovera, v ramci ktorej vedenie deklaruje podporu je jasne viditeI'na pri
realizacii inovacie, kedy do procesu zavadzania uz kontrola nevstupuje, avSak samotné
spustenie procesu zavadzania inovacie je kontrolované a schvalované manaZzmentom.
Pozitivne je mozné hodnotit’ snahu vedenia vtiahnut' do zavadzania vsetkych zamestnancov,
ktorych sa inovacia tyka a to odmenou v pripade zistenia chyby pri zavadzani.

V rdmci zlepSenia sucasného stavu podniku 2 je mozné za najzévaznejSie Uizke miesto
oznacit' neuvedomelé zapajanie zamestnancov do inovacii, pretoze v takomto pripade
manazment podniku takmer voObec nevyuziva potencial, ktory v podniku Vv podobe
zamestnancov ma. Preto odporacame vytvorit’ konkrétne procesy zamerané na redlne zvySenie
zapojenia zamestnancov do vyhladdvania arieSenia problémov stvisiacich s ¢innost'ou
podniku anaslednej implementacie podanych navrhov. Pre zabezpecenie intenzivneho
zapojenia sa zamestnancov do tychto procesov odporacame vedeniu podniku na jednej strane
jasne deklarovat’ vSetkym zamestnancom zamer realizovat’ takéto zmeny a na strane druhej
nad’alej podporovat’ ich aktivitu v tomto smere formou odmeny, respektive inou formou
motivécie za kazdy zrealizovany navrh, ¢o nasledne podpori aj ich opédtovné angaZovanie sa pri
rieSeni d’alSieho problému. Takymto spdsobom sa podpori potencidl na vytvorenie navyku
zapojenia sa zamestnancov do inovacii.

Analyza stucasného stavu a navrhy pre Podnik 3

Z vysledkov prieskumu ndm vyplynula skuto¢nost’, ktora podnik deklaroval uz v tvode,
Ze nema v sucasnosti potrebu a snahu zamerat’ sa na motivaciu zamestnancov ku kreativite a ich
zapojenie do inovacii. Z uvedeného dévodu je zrejmé, ze podnik sa ucelne nezameriava na
tvorbu prokreativnej a proinovativnej atmosféry. Z dotaznika nam taktiez vyplynulo, Ze sice st
niektori zamestnanci zapojeni v inovaénych procesoch, ide vSak iba 0 zamestnancov
Specializovaného oddelenia, resp. projektoveé timy. Navrhy tychto zamestnancov su navyse este
nasledne dosledne kontrolované a schvalované vedenim, ¢im vedenie voci nim deklaruje
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nedoveru. Na zaklade uvedeného, mézeme predpokladat’, Ze takéto spravanie vedenia vnimaja
zamestnanci negativne a demotivacne, ked’Ze im nie je prejavovana ziadna dovera a prave ta je
povazovana za kl'a€ovi hodnotu v ramci zavadzania a podporovania inovativneho spravanie sa
Zamestnancov.

V ramci zlepSenia sucasného stavu podniku 3 je mozné za najzavaznejSie uzke miesto
oznacit' samotné vedenie podniku. Vzhl'adom na trend globalizacie a internacionalizacie
asnimi suvisiacu dynamickost prostredia je potrebné, aby si prave vedenie podniku 3
uvedomilo, Ze uz nemozno inovaciu chapat’ len vo vyzname dobrovolného vylepSenia sluzieb
a procesov, ale prave ako nevyhnutnu sucast” podnikovej dynamiky. NavySe pri aktudlnej
moznosti Setrenia vydavkov vynalozenych na vyskum a vyvoj poskytnutej ministerstvom
financii SR, sa naskytuje idedlna prilezitost' pre zvySovanie inovacnych aktivit. Taktiez je
mozné v pripade rozhodnutia sa vedenia podniku, resp. snahy utvrdenia sa v potrebe inovovat’,
zamerat’ sa na otvorené inovécie, kde sa do inova¢nych procesov zapdjaju aj externi partneri,
pri¢om v kontexte s analyzovanym dopravnym podnikom ide prioritne spomedzi vzdelavacich
a vyskumnych intiticii o partnerov ako napr. Zilinska univerzita, Technicka univerzita Kosice
a SAV. V sucasnosti sa v ramci podnikatel'ského prostredia na Slovensku javi pre potreby
spojenia odbornikov jednotného zamerania a znizenia nékladov na inovacie ako
najefektivnejSia tvorba klastrov ato z dovodu, Ze prave klastre umoznuju vyuzit vyssiu
inovacnu kapacitu a flexibilitu na konkuren¢nom trhu a vyznamne umoznuju diverzifikovat’
riziko prioritne malych a strednych podnikov. Prave zuvedenych doévodov odporicame
vedeniu podniku zvazit' moznosti zamerat’ sa na inovativnu kultiru a urobit’ v tomto smere
jasne deklarovany krok tak do externého, ako iinterného prostredia podniku. V pripade
pozitivneho postoja vedenia podniku 3 odporu¢ame nésledne podniku postupovat’ rovnako ako
podniku 2.

7. Zaver

Pri riadeni inovaénych procesov je potrebné zameriavat’ sa na l'udi, ktori st mnohymi
su¢asnymi autormi povazovani za najddlezitejsi zdroj podniku ako nositelia zruénosti,
skuisenosti, vedomosti a schopnosti (Lorincovd et al., 2016; Tidd, 2007; Slavik, 2013;
Urbancova & Hudadkova, 2015, a dalsi). Na to, aby bol podnik schopny presadit’ sa
v konkuren¢nom prostredi, je teda na jednej strane nevyhnutné disponovat’ vhodnymi zdrojmi,
pricom v prvom rade hovorime o zdrojoch I'udskych a na druhej strane musi uplatiiovat’ také
metody a postupy riadenia, ktoré mu umoznia vyuzit' ich potencial v maximalnej miere (Stacho,
etal., 2016).

Zamestnancov treba teda v ich inovaénom snazeni podporovat’, ur¢ite mdze byt dobrym
nastrojom motivacia, no uz samotny spdsob komunikacie a spoluprace, ktory vytvéra
zamestnancom priestor na ich sebarealizaciu moze byt dostatoénym popudom k angazovaniu
sa Vv oblasti napredovania spolo¢nosti.

Nas vyskum preukazal, Ze podnikov s dostatocnou motivaciou zamestnancov ku kreativite
a mierou ich zapojenia do inovécii je na Slovensku len vel'mi mélo a prave preto odporucame
podnikom zvysit' pozornost a zamerat' sa na tito problematiku priCom v ramci diskusie
ponukame konkrétne nastroje, ktoré mozu proces zmeny tymto podnikom zjednodusit’.

Pod’akovanie:

Tento prispevok vznikol s podporou vedeckého grantu VSEMvs IGP 2/2016 Podiel vybranych atribéitov
manazérskej prace na kreovanie interného prostredia podporujuceho konkurencieschopnost’ podniku.

102



15th International Scientific Conference

HUMAN POTENTIAL DEVELOPMENT
Kaunas, 29 — 31 May, 2018

References:

[1] Carvaja, S. A., Pérez, M. D., Cabello, R. V. & Espinosa, C. C. (2015). Identifying Key Factors
Affecting Culture of Innovation: A Case Study of Chilean Medium Mining Sector. Journal of
Technology Management and Innovation, 10(1), 132-145.

[2] Collins, M. A. & Amabile, T. M. (2008). Motivation and Creativity. In: Handbook of Creativity.
Cabridge: Cambridge University Press. ISBN 978-0-521-57604-8.

[3] Frankova, E. (2003). Creativity and Innovation Supportive Organizational Culture. Business
Development and European Comunity. Brno: Brno University of Technology, 96 p. ISBN: 80-214-
2408-7.

[4] Frankova, E. (2011). Kreativita a inovace v organizaci. Praha: Grada Publishing. 254 s. ISBN 978-
80-247-3317-3.

[5] Grladinovié, T., Oblak, L. & Hitka, M. (2007). Production Management Information System in
Wood Processing and Furniture Manufacture. Drvna Industrija, 58(3), 141-146.

[6] Herbig, P. & Duphy, S. (1998). Culture and Innovation. Cross cultural Management: An
International Journal, 5(4),13-21.

[7] Hitka, M. & Sirotiakova, M. (2011). The Impact of Economic Crisis on the Change in Motivation
of Furniture Company Employees — Case Study. Drewno, 54(185), 119-126.

[8] Hockicko, P., Kristak, L. & Nemec, M. (2015). Development of Students” Conceptual Thinking
by Means of Video Analysis and Interactive Simulations at Technical Universities. European
Journal of Engineering Education, 40(2), 145-166.

[9] Jankelova, N., Joniakova, Z., Blstakova, J. & Nemethova, I. (2017). Readiness of Human Resource
Departments of Agricultural Enterprises for Implementation of the New Roles of Human Resource
Professionals. Agricultural Economics-Zemedelska Ekonomika, 63(10), 461-470.

[10] Kampf, R., Lizbetinova, L. & Tislerova, K. (2017). Management of Customer Service in Terms of
Logistics Information Systems. De Gruyter Open, 7, 26-30.

[11] Khazanchi, S., Lewis, W. M. & Boyer, K. K. (2006). Innovation-Supportive Culture: The Impact
of Organizational Values on Process Innovation. Journal of Operations Management, 25(4), 871—
884.

[12] Kaotter, J. P.(2008). Vedeni procesu zmény: Osm krokii uspésné transformace podniku v turbulentni
ekonomice. Praha: Management Press. 192 s. ISBN 978-80-7261-015-0.

[13] Lizbetinova, L., Lorincova, S. & Caha, Z. (2016). The Application of the Organizational Culture
Assessment Instrument (OCAI) to Logistics Enterprises. Nase More, 63(3), 170-176.

[14] Lorincova, S., Hitka, M., Cambal, M., Szabo, P. & Javor¢ikova, J. (2016). Motivational Factors
Influencing Senior Managers in the Forestry and Wood-processing Sector in Slovakia.
BioResources, 11(4), 10339-10348.

[15] Lorincova, S., Schmidtova, J. & Balazova, Z. (2016). Perception of the Corporate Culture by
Managers and Blue Collar Workers in Slovak Wood-processing Businesses. Acta Facultatis
Xylologiae, 8(2), 149-163. DOI: 10.17423/afx.2016.58.2.16

[16] Philipps, A. (2010). Drawing Breath: Creative elements and their exile from higher education. Arts
and Humanities in Higher Education, 9, 42-53.

[17] Pilkova, A., Papula, J., Volna, J. & Holienka, M. (2013). The Influence of Intellectual Capital on
Firm Performance among Slovak SMEs. International Conference on Intellectual Capital,
Knowledge Management and Organisational Learning. ACPI. 329-338.

[18] Podnikatel'ska aliancia Slovenska (PAS). (2017). Slovensko sa posunulo v globdlnom rebricku,
pomohlo viac leteckych liniek, mobilov, rychlejsi internet a zhorsenie inych. (Online). (Cit. 2018-
3-12). Available at: goo.gl/chvu2F.

[19] Ragacova, K. (2017). Danova ulava na vyskum sa kontroluje 'ahSie ako eurofondy. Trend.sk News
and Media Holding. (Online). (Cit. 2018-3-12). Available at: https://www:.etrend.sk/trend-
archiv/rok-2017/cislo-35/danova-ulava-na-vyskum-sa-kontroluje-lahsie-ako-eurofondy.htmi.

[20] RemiSova, A. & Buciova, Z. (2012). Measuring Corporate Social Responsibility towards
Employees. Journal for East European Management Studies, 17(3), 273.

[21] Slavik, S. (2013). Strategicky manazment. Bratislava: Sprint 2, 390 s. ISBN 978-80-89393-96-1.

[22] Stacho, Z. (2011). Inovacie a inovativna kultura, alebo ako prezit. Mezindarodni Masarykova
konference pro doktorandy a mladé védecké pracovniky. Hradec Kralové: Magnanimitas. ISBN
97880904877-7-2.

103


https://www.scopus.com/sourceid/24103?origin=recordpage

15th International Scientific Conference

HUMAN POTENTIAL DEVELOPMENT
Kaunas, 29 — 31 May, 2018

[23] Stacho, Z., Potkany, M., Stachova, K. & Marcinekova, K. (2016). The Organizational Culture as a
Support of Innovation Processes* Management: A Case Study. International Journal for Quality
Research, 10(4), 769-784.

[24] Stachova, K. & Stacho, Z. (2013). Employee Allocation in Slovak Companies. Business: Theory
and Practice, 14(4), 332-336.

[25] Stachova, K. & Stacho, Z. (2014). Competitiveness Is Based on Human Resources. Czgstochowa:
The Managers of Quality and Production Association, 135 p. ISBN 978-83-63978-16-7.

[26] Synek, M. & Kislingerova, E. et al. (2010). Podnikovd ekonomika. Praha: C. H. Beck. 498 p. ISBN
978-80-7400-336-3.

[27] Tidd, J., Bessant, J. & Pavitt, K. (2007). Rizeni inovaci. Brno: ComputerPress. 550 p. ISBN 978-
80-251-1466-7.

[28] Tokarc¢ikova, E. & Kucharéikova, A. (2015). Diffusion of Innovation: The Case of the Slovak
Mobile Communication Market. International Journal of Innovation and Learning, 17(3), 359—
370.

[29] Urbancova, H. & Hudakova, M. (2015). Employee Development in Small and Medium Enterprises
in the Light of Demographic Evolution. Acta Universitatis Agriculturae et Silviculturae
Mendelianae Brunensis, 63(3), 1043-1050.

[30] Watson, E. (2007). Who or What Creates? A Conceptual Framework for Social Creativity. Human
resource Development Review, 6(1), 419-441.

[31] Willems, M. J. T. (2007). The Influence on Social Capital and Cultural Dimensions of Innovation,
Masters Thesis, Universiteit Maastricht. 2007. (Online). (Cit. 2016-1-23). Awvailable at:
http://arno.unimaas.nl/show.cgi?fid=11419.

[32] Zelina, M. & Zelinova, M. (1990). Rozvoj tvorivosti deti a mladeze. Bratislava: SPN. ISBN 80-08-
00442-8.

Addresses of authors: ,
Assoc. Prof. Katarina STACHOVA, PhD.  Assoc. Prof. Zdenko STACHO, PhD.

Department of Management Department of Small
and Medium Entrepreneurship
School of economics and Management School of economics and Management
in public Administration in Bratislava in public Administration in Bratislava
Furdekova 16 Furdekova 16
851 04 Bratislava 5 851 04 Bratislava 5
Slovak Republic Slovak Republic
e-mail: katarina.stachova@vsemvs.sk e-mail: zdenko.stacho@vsemvs.sk

Positively reviewed by first reviewer: April 30, 2018
Positively reviewed by second reviewer: April 30, 2018
Accepted by Editorial Board of the Conference HPD 2018: May 5, 2018

104


https://www.scopus.com/authid/detail.uri?authorId=57097753000&amp;eid=2-s2.0-84926623815
https://www.scopus.com/authid/detail.uri?authorId=56180609200&amp;eid=2-s2.0-84926623815
https://www.scopus.com/sourceid/144624?origin=recordpage
http://ezproxy.cvtisr.sk:3128/record/display.uri?eid=2-s2.0-84943227389&origin=resultslist&sort=plf-f&src=s&st1=hudakova%2c+m.&st2=&sid=A6BD7F1BDBB6CECE7D0974D02AB6DC4D.FZg2ODcJC9ArCe8WOZPvA%3a50&sot=b&sdt=b&sl=25&s=AUTHOR-NAME%28hudakova%2c+m.%29&relpos=6&citeCnt=0&searchTerm=AUTHOR-NAME%28hudakova%2C+m.%29

& ) 15th International Scientific Conference
‘ 5 s HUMAN POTENTIAL DEVELOPMENT
7 Kaunas, 29 — 31 May, 2018

DEVELOPMENT OF HR MANAGEMENT IN THE TIME OF IT
AND DIGITALISATION BOOM
(USING THE PRINCIPLES OF APPLIED PSYCHOLOGY,
ESPECIALLY EMPATHY)

JIRI STYBLO

Abstract

This paper deals with expected trends, scenarios and development methods of HR management, HR
administration and leadership in period known as 2.0 — 4.0 characterised primarily by rapid application
of information technologies and digitalisation. It considers mostly the principles of applied psychology
and regards empathy as an integral part of people’s cognition, behaviour, actions and the acquisition of
competences in the social world where macroeconomic changes act as background for internal changes
in the people development, leadership and HR work.

Key words: HR management, HR work, leadership, applied psychology, empathy, trends, scenarios,
methods, competences, roles.

Classification JEL: M12 — Personnel Management.

1. Introduction

HR management, HR administration and leadership should tread the path to create
conditions and room for business success. Success in the IT and digitalisation times does not
require just highly skilled individuals but, above all, highly qualified and competent employees.

One of the key competences and dominant characteristic seen in all strong personalities
who can successfully play their professional and social roles is empathy.

This is why today there is an urgent need to learn the trends of future development, master
its scenarios and methods of effective (mostly social) learning. And it is the task for leaders and
HR professionals to facilitate these processes.

2. Macroeconomic aspects

Entrepreneurial practice shows that those, who behave empathically tend to be most
successful in business. Empathy is not a whole new concept. However, in the times of IT and
digitalisation boom (also called by the economists as the period of sustainable development)
it gains a new dimension. Empathy is the condition for “inclusion” and incorporation of any
company into the society. Being emphatic requires reading the surrounding world properly.

“Success in business, as well as in any other activity related to work with people, (HR
management and particularly leadership) will come to those, who behave empathically”
(Kucirek, 2017).

In the light of new findings, we can basically divide the empathic entrepreneurial culture
in the times of IT and digitalisation (also known as the 2.0 — 4.0 period) into the empathy of
cultural anthropology and individuals. Neither one can exist without the other because the
framework of cultural anthropology shapes the individual and vice versa. All ways lead to
success.

“Try to be successful only when you start to really see things’ (Kurzwell, 2007). This
culture, which is related to the development of people in general, goes hand in hand with the
development of society which is known to be (mostly) cyclic and not linear. The current
tangible proof of this is the above-mentioned sustainable development (down stream) which
forms the backbone of the 2.0 — 4.0 period.
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The key expected changes which are important for HR and leadership and stem from

sustainable development, are:

e Achieving efficiency;

e The aim of changes in the period 2.0 — 4.0, which could be summarised as ,,the
deconstruction of the existing®, must be the exploration of a new way that creates
enormous opportunities and chances for businesses;

e Theoretical and practical learning must be critical (for example Vybiral, 2006).

Trends and scenarios of real life practice which are important for HR administration,
HR management and leadership in 2.0 — 4.0 period (digitalisation and electronisation)

The following highly probable trends can be expected during this period of development.
The trends that can be expected either directly or indirectly:

1. Technological development.
2. Global HR environment and its creation.
3. Strategies to measure performance.
4. Climate and climatic changes.

The trends that will directly relate to human resource and leadership could be defined in
the following way:

1. Fragments of changes and understanding them.
2. Sharing of vision.

3. Strategies for contributing.

4. Local planning.

And alongside the above-mentioned trends, the following process scenarios are being
formulated that will most probably direct the HR and leadership in the future (Pfeiffer, Horan
& Zirnong, 2016).

European countries’ scenarios that focus on people management and are based on the
above-mentioned trends (including the current empathic knowledge) can be formulated as
follows:

1. Increasing “gap” of qualification (Growing up).

2. General modernisation (General Upgrade).

3. Active HR link (Central link) with the appeal to increase qualification, particularly in
selected professions.

Empathy helps to change the environment and contributes to moral integrity. It also
becomes the basis for successful solution of common and less common real life situations. It
requires constructive and creative approach to work and necessitates “seizing the opportunities
offered by new technologies and transforming them into productive actions” (Larry Pag,
current president of Google products).

3. Competencies related to empathy
In order for HR managers, specialists and leaders to work more efficiently with human
resources and use HR support, they must display relevant competencies (usually closely related
to empathy and derived critical thinking). Most frequently demanded competencies are:
e The ability to formulate vision and strategy;
Process management;
Team formation and development;
Nurturing of relationships;
Influencing and negotiations;
Motivating and inspiring others;
Search, development and implementation of innovative and entrepreneurial activities;
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e Focus on results;

e Business and, at the same time, “global” approach;
e Customer orientation;

e Creating and using knowledge network;

e Leading and developing talents.

Fundamental Thesis
“People must undergo global transformation before the world does” (Immelt
& Govindarjan, 2009). This statement implies that it is imperative to change through empathy.
These are “shards and fragments of either enlightened reality or advanced theory” (Styblo,
2012). Empathic behaviour can be encouraged and trained (formed, developed etc., and
conditions for its application can be created. Empathy is primarily a congenital trait. Even
when it is not at the appropriate level (it cannot be exactly measured, but manifestations and
effects of this trait can be assessed) it can be improved, groomed and strengthened. Optimal
and proven method for doing this is training.
Based on common HR practice, we can list the usual methods of empathy training (with
relatively good efficacy):
e Blended learning (B-learning), self-learning modules, digital tests, virtual models etc.
e Micro-learning (On demand learning) creation of didactic learning models that focus
mostly on exploration, understanding and implementation, spontaneous learning
e Peer to peer networks (P2P) LinkedIn, Facebook, Whatsapp, searching for and
contacting partners, sharing of information, virtual forums
e Expert systems, knowledge platforms, sharing of communication and know-how
e Mobile learning with the help of smartphones or tablets or similar.
Empathy is always about “pushing for more than just your own benefit” (Mohammad
Yunus, Grammen Bank, in one of his speeches in public bank forums in 2016).

4. Related encountering qualification competencies for HR and leadership
Qualification competencies which are necessary for good work performance (not just in

HR) can be described as follows:

1. Expert/professional competencies.

2. Project management and competencies in working with data.

3. Soft competencies (Soft skills).

4. Meta competencies.

Ad 1) there is no longer any doubt that even in digital environment the core of professional
education in all fields is defined by professional/expert knowledge and its link to practical
experience. And while practical experience is important, so are the skills related to the use of
IT software, applications and automated operation and process management systems, which go
way beyond the basic know-how, manipulation with various machines, knowledge of
applications and web 2.0 (CAD, CRM, ERP, etc.). In many HR related areas these skills include
the development of programming, processing of high-volume data and robotics.

Example: An excellent example could be personnel management of electronic internal client
service systems (employees), their informing of current performance through payment systems
and internal electronic networks.

Ad 2) IT competencies and professional/expert skills are getting to the forefront together with
competencies related to management of data processes and systems. In practice this means
mostly operating machines/computers, but they also include knowledge and execution of
interconnected work and operation processes. These competencies, be they for the management
of work processes (including the HR processes) or for communication with employees and
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partners, are increasingly more important as the data protection and data security plays an
increasingly crucial role in the global information network.

Example: This level of business practice competencies represents individual digital services
which are created on the basis of data analysis for both the internal and the external customers.
Other current situation may include research and development competencies, instructions for
work with various internal documents (work and personal assessment), direct marketing
(including personal marketing), e-commerce (electronic trading) and last but not least, e-HR
information which serves directly to rationalise HR processes such as staffing, employee
placement, evaluation, HR planning etc.

Ad 3) increasingly important beside the technical competencies (more often called
professional/expert competencies) are also the communicative, social, organisational,
teamwork and project management competencies as well as intercultural and language
competencies. These competencies are particularly useful in HR administration and leadership.
Organisational, communication and presentation skills are indispensable, and so is sharing
(exchange) of skills and knowledge and virtual cooperation through electronic platforms and
media.

Example: TOP ten social competencies commonly listed in relation to HR and leadership are:
Leading and developing people.

Critical and creative thinking.

Service orientation.

Presentation and communication skills.

Decision making.

Teamwork.

Psychosocial intervention (support).

Monitoring and professional help.

9. Conflict management.

10. Cognitive flexibility (a permanent ability to learn), (Kucirek et al., 2017).

NGO~ wWNE

Ad 4) Meta competencies represent the ability to react to problems and assigned tasks. They
require independent and, if possible, creative solutions. Independence, reliability and flexibility
are essential prerequisites. Meta competencies require the willingness to further expand one’s
knowledge through life-long learning and openness to innovation. These competencies are
increasingly demanded and rewarded in the integrated management systems. Plus we must not
forget also the specific qualities, strengths and weaknesses, such as creativity, responsibility,
self-management, informal and formal learning, problem solving orientation etc. (taken and
freely edited and supplemented by author of this paper from Harvard Business Manager 2015,
and from VDMA Studie Bildung, pdf., frauenhofer IAO. Produktionsarbeit der Zukunft-
Industrie 4.0. — http://www.iao. Frauenhofer.de /lang).

Example: The current and relatively long-lasting problem in majority of (at least Czech)
companies lies in the fact, that though knowledge is undoubtedly an important competence
component of one’s personality, the companies do not create adequate conditions for their
employees to use it well. To make matters even worse, knowledge management does not have
its corporate “owner” like marketing or HR does. It is not managed as one continuous process
and no one is specifically responsible for it. Its implementation is fragmented. 1T managers,
who are often responsible for knowledge management (though this is illogical unless
knowledge management is limited only to information basis) understand it mostly as work with
cumulative or integrative data. To top it, this work is mostly anonymous and not uniform at
different organisational levels. These meta competencies are not being managed as one organic
process, but HR, HR administration and leadership experience specifically state that they are
needed. Let’s consider just a few selected HR activities and operations (such as talent selection,
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motivation, development and training and some others) — they all clearly require them. That is
why the knowledge management meta competency belongs to the profile of each manager (and
also to his personality). For leaders it is a must, just like dissemination (exchange) and sharing
of knowledge.

5. Further encounters with competencies in relation to personality roles

‘Typology of people (which is almost as old as the science of psychology itself) is based
on simplicity and schematics of personality. Nevertheless, its complementarity and variability
makes it a compelling way to describe of a person’ (Atkinson, 2005). Many competencies and
assigned roles are considered important for HR and management work. These can be described
as psychological types (characteristics), (Table 1):

Table 1. Example (own source)

Role The nature of behaviour and actions Competence

Autocratic submissive to dominating affiliation, protectionism

Interpersonal . . . . .

(diagnostic) related to behaviour, in relation to others empathy, attitude stability

Politological social nature of behaviour and actions tradition, external and internally
controlled processes

Popularisation appropriate to stages of work activity creator, communicator, inspiring leader

Example: One of the main competencies of HR professionals and leaders is undoubtedly
communication. When matters are well communicated and communication itself turns into
discussion, the role of the manager/leader changes to the role of a therapist (applied
psychology emphasizes this as the key role for working with people). Discussion is impossible
without empathy and emotions. Yet, its very nature says it is a process of rational thinking. In
the current stage of HR development, discussion is viewed as mental coaching (Vanék, 2007).

Assigning the role of therapists to HR professionals and leaders is based on the following

facts:

e The essence of therapy is communication — both verbal and non-verbal. This applies to
all people in socio-cultural systems.

e Therapy is based on a dialogue. Problems are organised by assigning meanings to
words. Communication solves problems.

e Therapy is always a two-ways communication, a continuous exchange of new
knowledge and understanding of meanings in dialogue.

e Therapist is the “architect” of dialogue. He creates the conditions for dialogue and
conversation, he facilitates the discussion of others while being also the self-facilitator
(he facilitates himself).

e The therapist’s main tools are questions. He asks questions from the position of ,,not
knowing* to encourage debate.

e The specialty of therapist communication by HR professionals and leaders is that they
speak with others “eye to eye” (face to face). This is not an anonymous communication,
it always aims at a concrete person.

e The aim is not to change the communication partner, but to create conditions for
dialogue which leads to participation at mutual development (co-development).
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e In psychotherapy, any properly conducted dialogue leads to a change. Changing
a person through dialogue means a there is a new perspective, new understanding and
new self-concept.

6. Conclusion

The aim of this paper is to contribute to the significant, but underestimated, development
of HR management, people leadership and HR administration in the coming period know as 2.0
— 4.0 and best characterized as a boom of electronisation and digitalization.

Processes, activities and their organization are being increasingly automatized,
interconnected and used to create special production, distribution, trade and other systems. It
may seem paradoxical, but the role of people who operate, use and manage these systems is not
diminished by this process. On the contrary. Words such as competencies, qualification,
development and similar become the imperative of business success stories of the present, and
even more so of the future periods of social development.
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NOVE VYZVY A TRENDY V RIZENI LIDSKYCH ZDROJU
V OBLASTI RiZENI INFORMACNI BEZPECNOSTI

NEW CHALLENGES AND TRENDS IN MANAGING HUMAN
RESOURCE IN FIELD OF INFLUENCE SECURITY MANAGEMENT

VLADIMIR SULC

Abstract

Main aim of our research consists in testing hypothesis that traditional rigid approach used to
information and especially cyber security management for ages in companies of any size is no longer
suitable and should be rather replaced by modern flexible approach widely used in progressive
technology start-ups. To test this hypothesis we decided to conduct an experiment consisting in CSIRT
team creation on the base of radical management principles in one Czech commercial bank. Qualitative
and quantitative methods were used to evaluate and measure employee’s satisfaction. The first survey
was performed before the change and second was performed after the change when traditional
management approach shifted to the modern one. The same employees were surveyed on questions
regarding their employee’s satisfaction. Top management was further interviewed as well regarding
their concern before the experiment begun and after two years of routine operation of CSIRT team in
organization. The results confirmed our hypothesis, employees were much more satisfied and
management concerns were quite suppressed. And what more management considers to support
formation of other self-organizing teams.

Key words: cyber security management, teams, knowledge continuity management, tacit knowledge,
explicit knowledge, on the job training.

Classification JEL: M12 — Personnel Management.

1. Uvod

Rizeni organizaci se v sou¢asné dobé vyznaGuje zménami s cilem zvyseni jeji efektivity.
Zvyseni efektivity je disledkem lepsi alokace persondlnich, znalostnich, finan¢nich
I technologickych zdrojt v téchto organizacich (Jedindk, 2011, s. 9). Nachazime se v situaci,
kdy se spolecnost jako takova stava stale vice zavisla na informacnich technologiich a zaroven
slySime, ze se organizace potykaji s nedostatkem zaméstnanci. Nejinak je tomu 1 v odvétvi
informacnich technologii, které se s nedostatkem odborniki potykéa dlouhodobé.

Problém spociva v tom, Ze zatimco jesté pocatkem devadesatych let byl informatik osoba,
kterd jest¢ byla sto obsdhnout veSkeré znalosti t¢é doby, od informaci, sitovych prvki
a protokolti, pfes operacni systémy, az po databaze, tak v dnesni dob¢ je uz technologii tolik,
Zze je nutné se stale cCastéji uzce specializovat na konkrétni problematiku a technologii.
Pohybujeme se tak mezi dvéma extrémy, univerzalnim pracovnikem, ktery ma pomérné Siroky
zabér, ale nerozumi jednotlivym ¢astem systému a expertem, ktery je Gzce specializovan, ale
nerozumi danému systému jako celku.

Diive dochazelo ke koncentraci znalosti u jedné osoby, ktera méla velice jasny ptehled
nejen o tom, jak cely systém funguje jako celek, ale zaroven 1 detailn€ rozuméla 1 fungovani
jejich jednotlivych casti. To byla na jednu stranu vyhoda, protoZe organizace nemusela
zaméstnavat desitky rtiznych specialistii a mohla tak vyrazné usetfit na mzdovych nakladech.
Na stranu druhou vSak byla vystavena riziku, ze v ptipadé odhodu nebo nahlého umrti daného
pracovnika nebude v organizaci nikdo, kdo bude danému systému opravdu rozumét.

Nyni dochazi v souvislosti s komplexnosti provozovanych a vzijemné kooperujicich
systému k nutnosti zaméstnavat nékolik desitek specialistli. Ukazuje se, ze izka specializace je

111



15th International Scientific Conference

HUMAN POTENTIAL DEVELOPMENT
Kaunas, 29 — 31 May, 2018

ve veétsiné pripadil prost€é nezbytnd, protoze jediné tak mohou zaméstnanci zvladnout stale
naro¢n¢jsi ukoly a rovné€z i prichazet s tolik potfebnymi inovacemi. Dochazi vSak ke znacné
fragmentaci znalosti. TO Vv praxi znamena nejen vyssi mzdové naklady, ale i to, ze kazdy zna
perfektné jen svou doménu, ale nikdo nerozumi systému jako celku anebo jen velice povrchné.
V organizaci tak vznikd jakasi kolektivni znalost, kdy jednotlivi specialisté védi, na koho se
obratit, a jsou schopni spole¢né ptipadny problém vyftesit. AvSak v piipadé odchodu nebo
nahlého Umrti daného specialisty dochazi nejen ke ztrat€¢ know-how, ale i oslabeni
akceschopnosti takového tymu.

Vidime, Ze v obou piipadech jsme identifikovali stejny problém, v ptipadé¢ odhodu nebo
nahlého umrti dané¢ho pracovnika dochazi ke ztraté know-how. Jednim z moznych feSeni by
byla plné zastupitelnost, jenze ta zpravidla neni vzhledem k pozadavku na snizovani nakladt
mozna, a tak je nutné hledat i jina feSeni, a tim je napf. fizeni znalosti tzv. knowledge
management, piedev§im pak pfedavani znalosti od odchazejicich zaméstnancti na stavajici
zamé&stnance, tzv. knowledge continuity management (Beazley, 2002) a sdileni znalosti, tzv.
knowledge sharing a budovani databaze znalosti tzv. knowledge base, aby tyto znalosti zustaly
i s odchodem zamé&stnanct zachovany.

Rizeni znalosti viak klade zvySené naroky na zaméstnance i jejich piimé nadiizené.
Problém je v tom, Ze informace, které jsou rozttiStény mezi mnoha zameéstnanci, a navic existuji
jen v tacitni podobg, Ize piedat jen v ramci vzdélavani na pracovisti (on the job training), které
je sice efektivnéjs$i nez mimo pracovisté (off the job training), ale také mnohem nakladné;si,
protoZze stoji Cas jak zaméstnance, ktery méa dané znalosti predat, tak i zaméstnance, ktery je ma
vstiebat.

V prvé tadé je nutné, aby si vrcholovy management organizace uvédomil, ze knowledge
management je néco, co by mél fesit a sdileni a pfedavani znalosti podporoval, a aby dokazal
najit takové nastroje, kterymi by zaméstnance k jejich predavani a sdileni dostate¢né motivoval,
napi. tak, Ze se tento pozadavek stane soucdsti smlouvy, a hodnoceni vSech zaméstnancii
a manazerti a od jeho naplnéni se bude odvijet i vySe bonusi. Pfimi nadfizeni by pak méli
vystupovat v roli tzv. znalostnich inZenyri, jejichz ukolem by méla byt identifikace znalosti,
které jsou pro organizaci a jeji business kritické a logicky pak i identifikace zaméstnanc, ktefi
jsou jejich nositeli.

Poté by mélo dojit k transformaci téchto tacitnich znalosti na explicitni (Collins, 2010, s.
83), coz je velice naro¢ny krok, protoze ne kazdy zaméstnanec musi byt schopny a ochotny své
znalosti popsat a predat. Zde naraZime na to, Ze zaméstnanci jsou si védomi skutecnosti, Ze
dosahuji urcitych vysledkl pravé proto, Ze disponuji potfebnymi znalostmi a dovednostmi,
a Casto do jejich nabyti museli investovat sviij ¢as a penize a mohou se tedy opravnén¢ obavat,
ze v okamziku, kdy tyto své pracné nabyté znalosti, které ziskavali i po mnoho let, pfedaji, tak
ztrati svoje vysadni postaveni, a nasledn¢ budou uvolnéni. To je, bohuzel, opodstatnéna obava,
protoZze v mnoha firmach se toto skutecné déje a mnozi zaméstnanci s tim maji i o osobni
zkuSenosti.

Problém vSak mize spocivat i v tom, Ze osoba, kterd danymi znalostmi disponuje, je
nemusi 1 pifi nejlepsi vali byt schopna predat. V takovém piipadée je nezbytné, aby k tomuto
zaméstnanci byl pfidélen tzv. talent, ktery s nim bude pracovat na jednotlivych ukolech a bude
se snazit postupn¢ vytvaret databazi znalosti. Tim nardzime na dal$i dalezitou a mnohdy
I opomijenou soucast personalni prace, a tim je talent management. Vedouci pracovnici by se
meli vénovat hledani talentl mezi zaméstnanci a ty podporovat a dal jejich talent rozvijet,
protoZze v talentovani zaméstnanci, pokud neni jejich talent véas odhalen a nedostane se jim
patfi¢né pozornosti, jsou pak zpravidla prvni, ktefi odchazeji a organizace tak ptichazi o cenné
lidské zdroje. U téchto pracovnikll je nutné fidit jejich kariéru, a to at’ uz vertikdlni nebo
horizontalni a mit pro né pfipraven kariérni plan.
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Pozadavek na sdileni a pfedavani znalosti je sice mozné zanést do smlouvy, ale v praxi
muze byt obtizné vynutitelné, protoze zaméstnanec miize predavat jen ¢ast znalosti, aby splnil
tento pozadavek a ty podstatné si nechat pro sebe. Zakladem je tedy identifikace znalosti, které
jsou kritické, které néjakym zptisobem posouvaji organizaci kupiedu, umoziuji realizovat jeji
poslani, fesit problémy, snizovat naklady a zabraiiovat moznym Skoddm. To samo o sob¢ nelze
bez zavedeni urcitych procesii, a nemusite hned zavadét ISO 9001, 14001 nebo 27001, ale méli
byste se jimi inspirovat, protoze obsahuji ty nejlepsi postupy z praxe. Na druhou stranu by
organizace neméla zavedenim procesti potlacovat kreativitu, protoze bez ni neni mozné
prichazet s tolik potfebnymi inovacemi, a méla by proto podporovat sebeorganizujici (self-
oganizing) a seberidici (self-managing) tymy a zamétovat se vice na vysledky nez zptsoby, jak
jich bylo dosazeno. Tyto tymy, které se Casto utvaii v technologickych startupech, vyse
uvedenymi problémy netrpi.

Zamérem clanku je vénovat pozornost tematice znalosti a jejich bezpecnosti v organizaci.
Ptredevsim, ¢lanek se zaméii na specifikaci bezpecnostnich tyml. Vyzvou pro nas tym se tak
stalo zavedeni takového tymu v korporaci, ktera se vyznacuje tradiénim konzervativnim
zpusobem fizeni a rigidni organizaéni strukturou.

2. Moderni zpusob Fizeni bezpe¢nostnich tymi

V ramci naseho vyzkumu na fakulté Bezpe¢nostniho managementu Policejni akademie CR
jsme si polozili otazku, zda tradi¢ni zpiisob fizeni pouzivany stale ve vétSiné organizaci bez
ohledu na jejich velikost a odvétvi, ve kterém tyto organizace pusobi, je skuteéné tim
nejvhodnéjsim zpisobem fizeni i pro bezpecnostnich tymi, které by mély pohotové reagovat
na kybernetické utoky ptichézejici z kyberprostoru a organizaci pied témito utoky chranit.

Vyslovili jsme hypotézu, ze v piipadé téchto tymu nelze vzhledem k neustale se ménici

situaci v kyberprostoru, novym typim kybernetickych hrozeb, a rovnéz i nové objevenym
zranitelnostem nadale povazovat tradi¢ni zpusob fizeni za nejvhodnéjsi model fizeni
a organizace by se méla zamyslet nad modernéj$imi, radikalnimi zptsoby tizeni (Denning,
2013, s. 40), a inspirovat se napf. u fizeni tymu, jaké pouzivaji napf. technologické startupy
V rdmci agilniho vyvoje, které rovnéz musi velice rychle reagovat na vzniklou situaci na trhu,
pokud cht¢ji obsadit trzni niku, reagovat pohotové na ménici se potieby zédkaznikli a rychle
uvoliovat nové verze svych produktli, aby uspokojily poptavku.

Z dosud provedenych studii vyplynulo, Ze startupy tradi¢ni zplisob fizeni jiz davno opustily

a misto n&j zavedly tzv. self-governing, self-organizing, self-managing, a self-developing tymy.
V ramci téchto tyml dochdzi k prirozené délbé prace, kdy kazdy ¢len tymu vykonava tu
¢innost, ve které je nejlepsi a v ni se dale zdokonaluje a své zkuSenosti sdili 1 ostatnimi ¢leny
tymu, aby byla zajiSténa vzajemna zastupitelnost. Tyto tymy se vyznacuji tim, ze:

e Sami se rozhoduji, jakym smérem se budou ubirat a ¢emu se budou vénovat (David,
2014, s. 470). Jedna se o tzv. self-governing tymy. Ty lze nalézt skutecné jen
Vv technologickém startupu, nebot’ v tradi€ni organizaci srigidni strukturou je
vybudovéni takového tymu znaéné nepravdépodobné a vyZzadovalo by zna¢nou odvahu
Ze strany managementu;

e Sami se rozhoduji, kdo bude ¢lenem jejich tymu (Osherove, 2017). Jedna se o tzv. self-
organizing tymy, coz v tradi¢nim zpusobu fizeni neni mozné, nebot’ tam nové Cleny
tymu vybira zpravidla manaZer a stavajici zameéstnanci nemaji obvykle moZznost tento
vybér ovlivnit nebo jen minimaln€. Sami si voli, kdo je bude zastupovat navenek a
komunikovat se stakeholdery. V tradi¢nim modelu byva touto osobou manazer, ktery
vSak nemusi byt vzdy tou nejvhodnéjsi osobou pro konkrétni situaci;

e Sami mezi sebe si rozdéluji praci (Richard, 1994), kterou je nutné dokondit, coz
Vv tradi¢nim zplisobu fizeni opét neni mozné, protoze praci jednotlivym zaméstnanciim,
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podle jejich pracovniho zatfazeni a pozici pfidéluje manazer a zaméstnanci ji ve vétsing
ptipadti ani nemohou odmitnout. Jedna se o tzv. self-managing tymy;

e Sami se rozhoduji o potiebé vzdélavani (self-developing), coz v tradi¢nim zpisobu
fizeni neni mozné, protoze o potiebé dalSiho vzdélavani rozhoduje manazer
a personalista na zaklad¢ identifikace potfeb. V piipadé bezpecnostnich tymi, kdy je
soustavné vzdélavani vzhledem k neustale se ménicim podminkam v kKyberprostoru
nezbytné, se ukazuje, ze tradi¢ni zptisob vzdélavani je nevyhovujici, nebot’ neumoznuje
pohotov¢ reagovat na vzniklou potiebu vzdélavani vyvolanou situaci v kKyberprostoru
a pohotové na ni reagovat odpovidajici formou vzdélavani, kdy pro potieby
bezpecnostnich tymu je to jednak vzdélavani on the job spocivajici ve spolupraci s na
danou problematiku zku$ené&jSim kolegou (William, 2004, s. 45), a pfedevs§im pak studii
a analyzou jiz prob&éhnuvsich utokd.

Na obrazku 1 je zachyceno tradicni fizeni a radikalni fizeni. Z obrazku by mélo byt ziejmé,
ze jak se na horizontalni ose pohybujeme doprava, tak autonomie tymu, ktera je zachycena na
vertikalni ose, stoupa. Postupné zasahuje do bézné manazerské prace a piebira takové
kompetence jako je rozhodovani, planovani, organizovani a fizeni. Pokud bychom méli stru¢né
charakterizovat jednotlivé tymy podle miry jejich autonomie, tak:

e Zatym s nejniz§im stupném autonomie mizeme povazovat self-developing tym, ten ma
jasné definovano, jaké jsou jeho cile, kdo jsou jeho ¢lenové, a kdo a na jakém ukolu
bude pracovat. Tento tym neméa moznost si toto zvolit a veskera rozhodnuti lezi na
manazerovi. Jediné, co tento tym, resp. jeho ¢lenové mohou, je rozhodovat o tom, jakym
zpisobem se daného tkolu zhosti a rozhodovat i o svém dal§im vzdélavani. Na takové
tymy narazime v béznych organizacich;

e Zatym, kde jiz lze o n&jaké autonomii mluvit, 1ze povazovat self-managing tym. Ten
rovnéz nemize rozhodovat o svém smétovani, vybéru jednotlivych ¢lend tymu, ale uz
si muze sam planovat praci a rozhodovat o tom, kdo, kdy a cemu se bude vénovat. Na
takové tymu miizeme narazit v modernich procesné fizenych organizacich;

e Za tym s pom&rné¢ vysokym stupném autonomie muzeme povazovat self-organizing
tym. Zde maji zaméstnanci moZnost si vybrat svého kolegu, i ¢innost, které se budou
vénovat. Na tento tym muzeme narazit velice zfidka, spi§ jen v pomérné mladych
organizacich;

e Zatym s nejvysSim stupném autonomie lze povaZovat selg-governing tym. Ten oproti
ostatnim tymim miiZze nejen definovat sviyj cil, ale mize ho 1 ménit. Takze v okamziku,
kdy zjisti, Ze v jiné oblasti by mohl dosdhnout mnohem lepsich vysledk, za¢ne se tomu
vénovat. Na tento typ tymu lze narazit snad jen v technologickych startupech.

Z vySe uvedeného vyplyvd, Ze pro fizeni kybernetické bezpecnosti by mohl byt
nejvhodnéjsi self-organizing tym. Takovyto tym by se mohl sam zformovat, pohotové reagovat
na probihajici utoky, kdy by si jeho ¢lenové mohli mezi sebe sami rozdé€lit praci. Praveé
skutec¢nost, ze si zaméstnanci mohou mezi sebou rozd¢lit praci podle aktualni situace, je
nejvetsim prinosem, protoZe analyza novych hrozeb, zranitelnosti a pouzitého vektoru Gtoku je
casové pomérné naro¢nd a nikdy nelze pfedem odhadnout, kolik ¢asu zabere, a tak by bylo
neefektivni, kdyby byl ¢len tymu, ktery pravé analyzu provadi, vyruSovan operativou a feSenim
trivialnich ukoli.

Abychom si ovéfili nasi hypotézu, Ze tento zpiisob fizeni pouZivany technologickymi
startupy, by byl pro bezpe¢nostni tymy vhodnéjsi, rozhodli jsme se tento zpusob fizeni
aplikovat na pravé vznikajici CSIRT tym v organizaci pisobici v sektoru finan¢nich sluzeb,
ktera patii mezi TOP 100 zaméstnavateldl v CR, generuje obrat ve vysi nékolika miliard CZK
a zamé&stnava nekolik tisic zaméstnanci.
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vzdélavani fizeni organizovani smérovani

Obrazek 1. Vztah mezi mirou autonomie zapojenim managementu (viastni zpracovani)

V ramci tohoto vyzkumu byl proveden kvalitativni a kvantitativni vyzkum. Jako vyzkumné
metody byly zvoleny metody:
e uplného participanta, kdy se vyzkumnik sdm zapojuje do Cinnosti, ale nikdo netusi, ze
vyzkumnik zaroven pozoruje ostatni (Disman, 2014, s. 306);

¢ dotaznikového Setieni, které bylo provedeno v rdmci zaméstnaneckého prizkumu, kdy
byla hodnocena spokojenost zaméstnanct pred vytvofenim CSIRT tymu a rok po
vytvofeni CSIRT tymu;

¢ nestandardizovaného rozhovoru (Disman, 2014, s. 298) s managementem organizace,

ktery probéhl pfed ustanovenim CSIRT tymu a po roce provozu.

Organizace jiz o vytvofeni CSIRT tymu del$i dobu uvazovala, av§ak nebyla rozhodnuta,
jakou formu by tento tym mél mit, a jaky zpiisob Fizeni zvolit a jak tento tym zaclenit do
stavajici organizacni struktury. Jisté jen bylo, Ze organizace chtéla maximalné¢ vyuzit stavajicich
expertli na kybernetickou bezpecnost, kteti doposud pracovali spiSe oddé€len€, a nyni by méli
uzce spolupracovat, protoZe tak by méli byt schopni organizaci pied kybernetickymi Gtoky Iépe
ochranit.

Vzhledem k tomu, Ze tento tym musi na probihajici utok reagovat v podstaté okamzité
(Whitman, 2014, s. 231), idealn¢ uz v jeho samotném pocatku, nebot’ ¢im diivé&jsi reakce, tim
vétsi je Sance na zastaveni daného utoku a minimalizaci ptipadnych skod vyplyvajicich napft.
Z do€asné nedostupnosti sluzeb, mél by byt tento tym 1 relativné nezavisly na vrcholovém
vedeni organizace, nebot’ to nedisponuje odpovidajicimi technickymi znalostmi a nedokaze na
vzniklou situace v€as a pohotovée reagovat.

Tento tym by mél zaroven vytvaiet postupy slouzici k prevenci, detekci a reakcim na
kybernetické utoky. Tyto postupy pak prub&zné optimalizovat tak, jak podle nich bude v praxi
postupovat a reagovat na jednotlivé probihajici utoky a uéit se z nich. Clenové tymu by si méli
praci mezi sebe sami rozdélit podle toho, kdo z nich je v dané oblasti nejlepsi, aby svého cile
doséhli co nejrychleji, protoze rychlost je to, co je zde klicové.
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Tento tym vSak musi proto, aby mohl fungovat opravdu efektivng, disponovat i pomérné
znaénymi pravomocemi. V krajnim piipadé musi mit napt. i moznost odpojit organizaci a jeji
zamé&stnance od internetu nebo od ¢asti sitové infrastruktury a sluzeb, aby zabranil Sifeni
Skodlivého kodu a kompromitaci dalSich stroji v siti anebo nekontrolovatelnému padu serveru
Vv ptipadé¢ distribuovaného utoku s cilem odepteni sluzby, tzv. DDoS.

Vzhledem k tomu, Ze takovy tym by m¢l byt self-organizing, nemohli byt jeho ¢lenové
direktivné¢ urceni, a proto byl pozaddn manazer IT, pod kterého spadala i informacni
a kybernetickd bezpecnost, zda by nekomunikoval smérem ke svym podrizenym cil, ktery je
nutné splnit, tedy vytvofeni CSIRT tymu a jeho poslani. Zaméstnancim bylo sdéleno, pro¢
vedeni organizace chce takovy tym vytvofit, a co by mélo byt jeho poslanim, a ze zaméstnanci,
kteti se tohoto projektu zicastni, si budou moci sami vybrat své kolegy a dé€lat praci, ktera je
bude skute¢né bavit.

Zaméstnance tato mySlenka zaujala, ale vyslovili obavu ohledné Zivotnosti a existence
tohoto tymu. Aby tato pochybnost byla vyvracena, tak zaméstnanci byli ujiSténi, ze vedeni
organizace S vytvofenim tohoto tymu pocita i do budoucna a jeho existence bude
komunikovana smérem k laické i odborné vetejnosti a zvetejnéna na oficialnich strankach
organizace, a tento tym se stane sou¢asti mezinarodni struktury.

Autor tohoto prispévku se Vv roli tplného participanta rozhodl uéinit prvni krok a sepsat
CSIRT charter, ve kterém by bylo uvedeno, co je cilem CSIRT tymu, a pfesné specifikoval,
¢emu by se m¢l CSIRT tym vénovat. Nasledné se obratil na své kolegy a pozadal je o pomoc
s definici pozadavkii na zdroje, tj. jaké SW a HW néstroje by mél CSIRT tym pozadovat, aby
mohl probihajici kybernetické utoky detekovat, analyzovat a reagovat na n¢. Timto zpiisobem
byly zaroven identifikovany i hlavni cinnosti, které by mél CSIRT provadét. Konkrétné se
jednalo o detekcei a reakci na probihajici DDoS utok na sitovou infrastrukturu, APT Utoky na
zaméstnance a Sifeného generického malware pies web a e-mailem. Byla navéazana uzsi
spoluprace s dal§imi dvéma zaméstnanci, se kterymi byly nasledn€ sepsany kvalifikacni
pozadavky na cleny CSIRT tymu.

Tito zaméstnanci méli obavu, aby se pozd¢ji ¢lenem tymu nestala osoba, kterd by na
vysledcich jejich prace chtéla parazitovat a nebyla pro tym skute¢nym piinosem. Vznikly tak
pomérné striktni poZzadavky na poZadovanou délku praxe v oblasti informacni a kybernetické
bezpe¢nosti, znalost informaénich technologii, opera¢nich systémii, protokolt, zptisobu vedeni
utoku a detekcei a analyzu malware, vychazejici i z pozadavki uvedenych v praci Enisa (Enisa,
2006). Tito zamé&stnanci sami pozadovali, aby mé&li pravo si pfipadného dal$iho ¢lena tymu
vybrat a schvalit. Zde se potvrdilo, ze pokud si maji zaméstnanci sami vybrat svého kolegu, tak
k tomu pfistupuji velice zodpovédné a navrhuji kolegu, o kterém jsou piesvédceni, ze bude
skute¢nym piinosem pro dany tym a umozni mu dosahovat vyt¢enych cilt.

Pii sestavovani RACI tabulky byla provedena vertikalni a horizontalni analyza (Cermdk,
2012) a tito zaméstnanci pak sami trvali na odbourani veSkeré byrokracie a pfidéleni
odpovidajicich pravomoci, nebot’ pokud maji okamzité reagovat, musi mit moznost danou akci
fyzicky vykonat a byt k ni opravnéni a za své jednani odpovédni (responsible, zkr. R), nechtéji
ztracet Cas dal§imi zbytecnymi konzultacemi s osobami, které nemayji co fici (consult, zkr. C)
ani ji pfedem o zdméru provést potiebnou akci informovat (inform, zkr. I). Zde se ukazalo, Ze
zaméstnanci chtéji rozhodovat nejen o tom, co budou dé¢lat, ale i1 jak chtéji daného cile co
nejefektivnéji dosdhnout. I zde je patrnd urcitd podobnost se startupy, které disponuji jen
omezenym mnozstvim zdroji, pracuji maximdalné efektivné a neztraceji €as zbytecnou
byrokracii.

Poté, co byla dokoncena finalni verze CSIRT charteru, tak s ni byl vrcholovy management
seznamen. V ramci vyzkumu bylo provedeno nékolik interview s vrcholovymi piedstaviteli
organizace, kdy jim byla prezentovana mise a vize CSIRT tymu a v rdmci nestandardizované¢ho
rozhovoru jim byla poloZena otazka tykajici se zalozeni CSIRT tymu a jeho fungovani.
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Nejveétsi obava, jak se dalo predpokladat, vyplyvala z prilis velké miry autonomie tohoto
tymu, kdy se pfislusSni manazeti nechtéli vzdat moznosti ucinit rozhodnuti napt. ohledn¢
odpojeni sit€¢ do internetu anebo byt o ném alesponi piedem informovani. Dal$i obava pak
spocivala ve ztrdte kontroly nad timto tymem, tedy jak budou moci kontrolovat jeho ¢innost,
kdyz ho nebudou moci ukolovat.

Nakonec bylo dohodnuto, Ze tym bude o své ¢innosti podavat pravidelné mésic¢ni hlaseni
a vzniknou postupy pro jednotlivé typy kybernetickych utokt, kde bude jasné uvedeno, kdo,
kdy a na zakladé ¢eho a za jakych podminek miize napt. rozhodnout o odpojeni organizace od
sité. Jednalo se o klasickou rezistenci vici zméné, ktera je v manazerské teorii dobfe znama,
a na kterou je nutné reagovat postupnym piesvéd¢ovanim a predkladanim dikazt o vyhodach
dan¢ zmény, coz zde byl obzvlast’ problém, protoze zde se jednalo o zménu celého paradigmatu
fizeni.

3. Zaméstnanecky prizkum

V ramci ro¢niho prizkumu spokojenosti zaméstnancii byla zaméstnancim ve spolupraci
s HR utvarem a tfeti stranou polozena sada n€kolika otdzek. Zde uvadime jen ty, které ptimo
souvisi s dot€enymi pracovniky, a které jsou relevantni vzhledem ke zkoumanému problému,
a které nase prace méla Sanci ovlivnit. V tabulce 1 jsou zachyceny vysledky prazkumu
provedeného v roce 2016 pied vytvoifenim CSIRT tymu. V ramci vyzkumu byly zaméstnanciim
polozeny nasledujici otazky nebo spis vyroky, v kterych byli pozadani, aby vyjadrili, nakolik
se dokazi s danym vyrokem ztotoznit. VZdy je i uvedeno, pro¢ jsme se rozhodli se na tuto otazku
zam¢fit a povazujeme ji za relevantni.

e ,, Ndplin mé prace mné plné uspokojuje. “ Zde jsme vychazeli z predpokladu, ze doposud
nem¢l zaméstnanec moznost napln své prace pfili§ ovlivnit, protoze byl pfijat na urcitou
pracovni pozici, kterd jiz byla v organizaci vytvoiena a rozhodné se nejednalo o pozici
vytvofenou na miru, nybrz o pozici vytvofenou pied mnoha lety, kde se dané misto
uvolnilo odchodem zaméstnance do diichodu nebo na jinou pozici v rdmci organizace
anebo pfechodem k jinému zaméstnavateli. A zaméstnanec, ktery na danou pozici
nastoupil, musel prevzit veskeré Cinnosti, které na dané pozici jeho ptredchiidce
vykonaval.

o  Pri své praci vyuzZivam svoje schopnosti a zkuSenosti.” Souvisi s pfedchozim
stanoviskem, a lze pfedpokladat, ze v okamziku, kdy pozice neni vytvafena na miru
danému zaméstnanci, tak zcela jist¢ nebude plné vyuzit jeho potencial a pokud jde o
vzdélavani tak budou rozvijeny jen ty kompetence, kterou jsou na dané pozici
poZadovany, nikoliv ty vlastnosti, ve kterych zaméstnanec vynika anebo by mohl
vynikat, pokud by byly dale rozvijeny.

e O zmené pracovni pozice neuvazuji. “ Zaméstnanec, jehoZz prace ho plné neuspokojuje
a neni plné vyuzit jeho potencial, miZe obCas uvaZovat o zméné. Tito zaméstnanci
predstavuji urcité riziko, a v pfipadé€, Ze se jim nabidne lepsi pracovni pfilezitost tak
odchazeji. Docasné je mozné je udrzet zvySenim mzdy, ale z dlouhodobého hlediska to
neni vhodné feSeni.

e , Zavedené pracovni procesy a pravidla mi umozZnuji byt maximdlné produktivni.
Tradi¢ni zplsoby fizeni se vyznacuji zna¢nou neefektivitou. Zamestnanci jsou svazany
spoustou byrokratickych omezeni, které startupy nemaji, a kde se zameéstnanci soustiedi
jen na ¢innost, kterd izce souvisi s vytvairenim piidané hodnoty.

Zaméstnanci vyjadfili v prizkumu sviij nazor prostfednictvim Likertovy Skély na stupnici
od jedné do péti, kdy naprosto souhlasim (1), spiSe souhlasim (2), nevim/neutralni (3), spise
nesouhlasim (4), naprosto nesouhlasim (5).

V poslednim sloupci tabulky je pak spocten aritmeticky priimér za dané zaméstnance, takze
muizeme zjistit, jaka je jejich celkova spokojenost a tyto hodnoty pak dale porovnat.

“«
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K porovnani dosazené¢ho skore lze pfistoupit tak, ze v okamziku, kdy by doslo ve druhém
pruzkumu k dosazeni vyssiho skore, znamenalo by to, ze provedena zména ve zptisobu fizeni
je zamé&stnanci vnimana negativné. Pokud by vysledné skore bylo pfiblizné stejné jako v prvnim
obdobi znamenalo, by to, ze zména nepiinesla zamysleny efekt a kone¢n¢, pokud by vysledné
skore bylo nizs8i, znamenalo by to, ze zména méla pozitivni efekt, protoze zaméstnanci jsou

celkovée spokojenéjsi.

Tabulka 1. Zaméstnanecky prizkum v roce 2016 (viastni vyzkum)

2016 Zaméstnanec 1 | Zaméstnanec 2 | Zaméstnanec 3 | Zaméstnanec 4 Primér
Otazka 1 3 4 4 3 3,50
Otazka 2 3 4 3 4 3,50
Otazka 3 4 4 4 5 4,25
Otazka 4 3 2 3 4 3,00
3,56

V Tabulce 2 jsou zachyceny vysledky prizkumu provedeného pocatkem roku 2018 po

vytvofeni CSIRT tymu a jeho dvouletém fungovani a stabilizaci.

Tabulka 2. Zaméstnanecky prizkum v roce 2018 (viastni vyzkum)

m2016 =2018

2018 Zameéstnanec 1 | Zaméstnanec 2 | Zaméstnanec 3 | Zaméstnanec 4 Prumér
Otazka 1 1 1 1 1 1,00
Otazka 2 1 1 1 1 1,00
Otazka 3 1 1 1 2 1,25
Otazka 4 1 1 1 2 1,25
1,13
Prizkum zamé&stnanecké spokojenosti
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Obrdzek 2. Zména zaméstnanecké spokojenosti mezi roky 2016 a 2018 (viastni zpracovani)

Prostym porovnanim vyslednych hodnot l1ze dospét k jednoznacnému zavéru, ze doslo ke
zlepSeni. DosazZeni lepSiho primérného skore, bliziciho se hodnoté 1 si vysvétlujeme jako
dusledek uplatnéni inovativniho zpusobu fizeni, kdy a¢ u sledovanych zaméstnancti nedoslo ke
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zvySeni mzdy ani mista vykonu prace, ale zménila se jejich pracovni napl, zvysily se jejich
pravomoci a mira autonomie, tak se zvysila i jejich celkova spokojenost. Porovnani dosazené
zmény ve spokojenosti zaméstnancil je zachyceno na obrazku 2.

4, Zavér

Vyzkum probihal po dobu dvou let od pocatku roku 2016 do konce roku 2017 v organizaci,
ktera patii mezi TOP 100 zaméstnavateld v CR, zaméstnava nékolik tisic zaméstnanct
a generuje obrat nckolika miliard korun ro¢n€. V tomto obdobi doSlo ke zformovani
a konsolidaci CSIRT tymu, sepsani CSIRT charteru, a zaclenéni CSIRT tymu do organiza¢ni
struktury organizace i do mezinarodnich struktur. CSIRT tym v soucasné dob¢ ¢ita Ctyii ¢leny,
ktefi si sami mezi sebe rozdéluji praci, drzi pohotovosti a vylepsuji stavajici procesy.

Jeho jednotlivi ¢lenové si mezi sebou ptirozené rozdélili praci a dokazi na jednotlivych
ukolech pracovat jak zcela samostatn¢, tak i kooperovat jako tym. Za dva roky se neobjevil
jediny personalni problém, ktery by bylo nutné fesit.

Vedeni organizace nebylo zpocCatku myslence self-organizing tymu, ktery by navic
disponoval tak zasadnimi pravomocemi, pfili§ naklonéno a vyjadifovalo obavy, Ze by tito
zaméstnanci mohli svych pravomoci zneuzit a také si nedovedl ptredstavit, jak bude kontrolovat
jejich praci. Tyto pocate¢ni obavy se podafilo rozptylit sepsainim CSIRT charteru, jasnym
definovanim pravomoci CSIRT tymu, sepsdnim kvalifikacnich pozadavkil na jednotlivé ¢leny
CSIRT tymu, definovanim pravidel komunikace, vytvofenim RACI matice, zplsobu
reportovani a detailnim sepsdnim jednotlivych procesi.

Ukazalo se, ze zaméstnanci, pokud maji moznost si sami vybrat oblast, které se budou
vénovat, tak se dané ¢innosti vénuji na sto procent a dale se v této oblasti vzdélavaji a sami si
I planuji 8koleni, ktera jsou potfebna pro jejich praci a zvySovani kvalifikace.

Doslo k odstranéni typickych problémd, jako je nespokojenost s néplni prace, nedostatecné
sdileni znalosti. Clenové tymu sami pfisli na to, Ze jestli maji plnohodnotné fungovat a sami
0 své praci rozhodovat a to v€etné drzeni pohotovosti a planovani dovolenych, tak musi byt
schopni fungovat a poskytovat odpovidajici kvalitu sluzeb bez ohledu na to, kdo drzi zrovna
pohotovost, je nemocen anebo je na dovolené. Clenové tymu tak zacali sami sepisovat postupy,
jak reagovat na jednotlivé typy kybernetickych utok.

| v pfipadé téchto tymi je tfeba urcit teamleadera, ktery tym zastupuje navenek, a je
piipraven ucinit 1 ptislusné rozhodnuti, pokud by to bylo potieba a vzit na sebe odpovédnost za
dané rozhodnuti. Je ziejmé, Ze v nékterych piipadech miiZze byt role teamleadera nezbytna,
a i v této roli se mohou jednotlivi ¢lenové tymu stiidat a tim si zvySovat svoji kvalifikaci.

V ramci prizkumu zaméstnanecké spokojenosti, které probiha kazdy rok, hodnotili oproti
ostatnim zaméstnancim ¢lenové CSIRT tymu spokojenost se svou praci a zaméstnavatelem
nejvyssi znamkou.

Vedeni organizace vyjadfilo s ¢innosti CSIRT tymu spokojenost, ocenilo jeho vysokou
profesionalitu a v€asné reakce na prob&hnuvsi utoky a uvazuje, Ze by podpofilo vznik dalSiho
sebeorganizujiciho tymu, tentokrat v oblasti vyvoje novych produkti a sluzeb.
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