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ULOHA MODELU A METOD ROZHODOVANI V OBLASTI RiZENI
LIDSKYCH ZDROJU

THE TASK OF MODELS AND METHODS OF DECISION-MAKING IN
HUMAN RESOURCES

Ladislav Perk

Abstrakt

Predlozeny piispévek se zabyva problematikou tvorby matematickych modelt rozhodovacich
procesu V oblasti fizeni lidskych zdroji. V Givodni ¢asti je provedeno rozc¢lenéni a struc¢na
charakterizace mnozin rozhodovacich variant. Nésledné¢ je vymezeno matematické
modelovani, stanoveni a deskripce pracovnich etap matematickeho modelovani objektivni
reality pro oblast fizeni lidskych zdroji. Na zavér jsou vymezeny modely teorie rozhodovani,
vcetné jejich matematického ukotveni do dané problematiky.

Kli¢ovd slova: model, modelovani, rozhodovani, Fizeni lidskych zdrojii
Abstract

The submitted article is dealing with the question of formation of mathematical patterns of
decision-making processes in the area of human resource management. In the opening part
there is performed a segmentation and a brief characterization of set of decision-making
varieties. Consequently there is defined a mathematical simulation, determination and
description of working phases of the mathematical simulation of an objective estate for the
area of human resource management. In the conclusion there are specified the models of a
decision theory including their mathematical embody in existing questions.

Key words: model, modelling, decision-making, human resources

1 UVOD

Rozhodovani lze chapat jako proces volby mezi nckolika variantami feSeni konkrétniho
problému. V kazdodennim Zivoté¢ kazdy z nas je nucen feSit fadu situaci a problému tak,
abychom vybrali takovou variantu, ktera co nejlépe bude vyhovovat danym potiebam. Stejné
jako v nasem soukromém Zivoté jsme nuceni se neustdle rozhodovat, pak manazefi pracujici v
oblasti fizeni lidskych zdrojti v priimyslovych podnicich jsou nuceni feSit minimalné stejné
sloZité situace, jako vyZaduje Zivot kazdého z nas.

Pro rtizné rozhodovaci situace pak byly vykonstruovdny modely a metody feSeni, které ndm
umozni v procesu rozhodovani identifikovat tu variantu, ktera co nejvice umoziuje
maximalizovat G¢inek z dané vybrané varianty.

Konkrétni typy rozhodovacich situaci se zpravila lisi podle ptedpokladt o znalosti podminek,
pomoci kterych se rozhoduje. Mnozina rozhodovacich variant pak mtze byt definovana jako
mnozina

e diskrétni
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e spojita.
Pro diskrétni mnoZinu je charakteristické, Ze je dana seznamem moznych rozhodnuti; pro
spojitou mnoZzinu rozhodovacich variant pak soustavou omezujicich podminek. DalSim

faktorem, ktery urCuje charakter rozhodovaciho procesu je zjisténi, zda provadime
rozhodovani: s jistotou, pti neur€itosti a nebo pfi riziku.

Je ziejmé, ze pro ucely ohodnoceni daného rozhodnuti je zapotiebi mit k dispozici kritérium
hodnoceni, podle kterého bude posuzovana priorita daného rozhodnuti. Je vsak tfeba mit na
paméti, ze v drtivé vétsin€ nejsme schopni si vystaéit pouze s jednim kritériem, je zapotiebi
pouzit vice nez jedno kritérium, ¢imz jsme schopni se postupné piiblizovat k realnym
situacim. Pouziti vétsiho poctu kritérii zapiic¢ini pusobeni vysSich komplikaci pro teorii
umoziujici doporuceni vhodnych rozhodnuti. [1][2]

2 MATEMATICKE MODELOVANI A TVORBA MODELU
ROZHODOVANI

2.1 Vymezeni matematického modelovani

Modelovani lze vymezit jako zkoumani redlné existujiciho objektu pomoci jiného uméle
vytvofeného objektu, v némz jsou vyjadieny ty nejpodstatnéjsi vlastnosti dané¢ho realného
objektu. Zakladnim pozadavkem na model je, aby co nejvérnéji popisoval objektivni realitu
nalézt kompromis mezi t€émito protichtidnymi pozadavky. K nalezeni kompromisu je tieba se
uchylit k zavedeni fady pfedpokladl a zjednoduSeni.

2.2 Pracovni etapy matematického modelovani

Po ucéely matematického modelovani vychazime z nasledujiciho postupu pracovnich etap:

1. Analyza problému.

V této etapé analyzujeme zkoumany objekt, vymezime jeho nejpodstatnéjsi vlastnosti a
ziskavame konkrétni data. Objekt mizeme chapat jako velmi slozity systém. Systém pak
vnimé&me jako kone¢nou mnozinu prvkd, které pak urcuji ty nepodstatnéjsi vlastnosti daného
objektu.

2. Sestaveni matematického modelu.

Matematicky model je sestaven v této fazi na zakladé ziskanych udaju z ptredchozi etapy
prostiednictvim dostupnych matematickych prostiedkt a nastroji. Jako matematicky aparat
zpravidla vyuZivame soustavy rovnic a nerovnic. Pro tuto etapu nardZzime na nesnadnost
spravného zachyceni kvalitativnich a kvantitativnich vazeb.

3. ReSeni modelu.

Ukolem této etapy je ziskat prostfednictvim uréitého vypodetniho postupu feseni daného
modelu. Pokud je vypocetni postup neznamy, navrhujeme vlastni algoritmus vypoctu na PC.
Casto vyuzivame tzv. iteracnich metod, tzn. metod, které postupuji ke konecném feSeni po
krocich.

4. Experimentovani s modelem a jeho verifikace.

Cilem této etapy je ovéfeni miry shody daného modelu s redlnym objektem.V piipadé, ze
model nevykazuje ty vztahy existujici na realném modelu, je zapotiebi provést korekéni
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zmény modelu. Ty provedeme experimentovanim: pomoci zamérnych zmén konkrétnich
vstupnich parametrii nastavime tak, aby co nejlépe aproximoval redlny objekt.

5. Zavedeni vysledki modelu do reality a realizace FeSeni.

V této etapé dochazi k zavadéni vysledkl do reality a nasledné dochazi k realizaci feSeni.

[2][6]

2.3 Vycet a stru¢na charakteristika modelid a metod rozhodovani

Rozhodovani mizeme vnimat jako proces vybéru varianty rozhodovatelem z mnoZziny variant
podle stanovenych kritérii za ucelem dosazeni stanovenych cili. Rozhodovatel je potom
subjekt, ktery vybira z moznych variant rozhodnuti. [2]

Jak jiz bylo fe€eno v tvodu, modely teorie rozhodovani lze rozd¢lit na modely diskrétni a
spojité:

1. Diskrétni rozhodovaci mnoZina variant
Pro diskrétni rozhodovaci mnozinu variant je charakteristické, ze je popsana explicitné
seznamem konec¢nym poctem variant.
Oznacime-li tuto mnoZinu variant A a obsahuje p variant, potom A= {al, a, .. ap}.
Diskretni model rozhodovani pak Ize definovat jako

f(a;) » max,
kde a, e A={a, @, .. a,/.

2. Spojita rozhodovaci mnozina variant

Spojitd rozhodovaci mnozina variant je na rozdil od diskrétni rozhodovaci mnoziny variant
vyjadiena implicitnég, a to soustavou omezujicich podminek.

Jestlize vektor n proménnych, ktery spliiuje soustavu rozhodovacich podminek budeme
vhimat jako rozhodovaci variantu. Pokud tuto mnoZinu variant oznaCime X a zaroven
piedpokladame, Ze soustava ma m omezujicich podminek, potom

xeX = {x €eR"9,(x)<b,,i=12,.,m,x; >0, ] =1,2,...,n},
, hodnoty b,,b,,..b,, jsou
hodnoty pravych stran omezujicich podminek a ptfedpokladame, ze X =(X,X,,...,X,) Ma
nezaporné slozky.
Spojity model rozhodovani miizeme pak zapsat ve tvaru
f (x) — max

xeX = {x €R"9,(x)<b,,i=12,.,m,x; >0, ] =1,2,...,n},

kterou muzeme nazvat Ulohou matematického programovani.

kde g,,0,,...0,jsou znamé funkce proménnych X, X,,...,X

n m

3 ZAVER
Cilem tohoto piispévku je velmi obecné seznamit ¢tenate s Uvodni problematikou tvorby

modelt rozhodovaciho procesu. Uvedend problematika je uvodni soucasti disertacni prace,
kterou se autor tohoto ¢lanku bude nasledn¢ zabyvat.
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SELECTED ELEMENTS OF THE INTERNATIONALIZATION OF
SMALL AND MEDIUM-SIZED ENTERPRISES

Beata Glinkowska

Abstract

In this paper the author tried to analyze some aspects of the process of internationalization of
small and medium-sized enterprises. It contains the essence and definitions related to the
process of internationalization, the theoretical analysis of the skills and attributes necessary
for the modern entrepreneur / manager, wishing to enter foreign markets. The author also
concluded the analysis of theoretical and practical statistics compiled by the Polish Ministry
of Finance on the process of internationalization of Polish enterprises.

Keywords: internationalization, multiculturalism, small and medium-sized enterprises, SME

1. THE PROCESS OF INTERNATIONALIZATION - ESSENCE AND
DEFINITIONS

Analyzing the literature in the topic of enterprises internationalization, differences in
terminology are noticeable. According to Swedish researchers, J. Johanson and JR Vahlne
internationalization process refers to any activity undertaken abroad by the organization.
Globalization is seen as a higher stage of internationalization®. This view is shared by Pole J.
Rymarczyk, who deems that the essence of the process of internationalization is "any kind of
business activity undertaken abroad by the company"?. The internationalization in German
literature, is seen not only as a process, but also as a way of acting and statistical
phenomenon®. A. Minguzzi, R. Passaro (ltalian literature) emphasize that having a conceptual
and application knowledge is a key to gain a competitive advantage in the internationalization
process®. This view is shared by J. Schumpeter, who says that internationalization is a
innovation process®. Returning to the study of Polish researchers, the fastest
internationalization can be observed in  those organizations, which have advanced
technologies (or use them B.G.), also those, owners (directors, managers B.G.) of which have
the highest competence®. Learning and adapting to the culture of a country is a challenge for
today's manager, regardless of whether it is business manager for-profit or non-profit
organization. In the process of internationalization manager’s social and conceptual
competence are of greater importance than technical skills.

L. Johanson, J.E. Vahilne The Internationalization Process of the firm- A Model of Knowledge Development and
Increasing Commitments, Journal of International Business Studies 8, 1977

2. Rymarczyk, Internacjonalizacja i globalizacja przedsigbiorstwa, PWE S.A., Warszawa, 2004, p. 19

EA Dornberg, Die Internationalisierung mittelstandischer Industrieunter-nehmungen- Auswirkungen auf
Organisationsstruktur und Fiahrungsstil, Gottingen, Vandenhoeck, Ruprecht, 1982, p. 93

YA Minguzzi, R. Passaro, Entrepreneurship Behaviour and International Market Activi: Some Empirical
Findings from a cross-Sector Analysis, Research Institute on Service Activities, National Research Council,
Naples, 1993

) Schumpeter, Teoria rozwoju gospodarczego, PWN Warszawa, 1960

°B. Nogalski, N. Daszkiewicz, Internacjonalizacja polskich malych i Srednich przedsigbiorstw- przymus czy
swobodny wybdér [w:] Strategie korporacji dzialajacych w skali ponadnarodowej, Komitet Nauk Organizacji i
Zarzadzania PAN, Tychy 3-4 November , 2005
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2. CHALLENGES FOR CONTEMPORARY "INTERNATIONALIZED"
ENTREPRENEURS / MANAGERS

The impact of the above competencies (social, conceptual, technical) to use the opportunities
and avoid risks in the global environment is obvious, as it is the entrepreneur and manager are
all advocates of change and initiated the formulation of a strategy for the company. The
modern entrepreneur / manager operates in a global environment that is far from the stability
characteristics. This forces the need to have and develop new skills, which are highly related
to the ability to enter new markets, and the management of multi-cultural organization. The
connection between entrepreneur’s and manager’s competence with the ability to
internationalize is shown in author’s figure No 1.

Fig. 1 Entrepreneur’s / manager’s competence and the ability to internationalize

N
[ Entrepreneur’s / manager’s competence
pd

{Soual Aﬂ\[j"”cem \] [g;a|;;is

r'd
The use of the opportunities and avoiding
threats, flexibility, opennelss. creativity

Tochmisal

The ability to: change and modify the company's strategy going into the network, innovation,
incite enthusiasm and internationalization in people

Source: own work

In Figure 1 author firstly submits social skills closely related to cross-cultural
management. Conceptual thinking and action are needed to perceive the organization as a
whole. Technical skills in this particular case will be moved to the last place. This means that
the importance moves to the perception of the organization as a whole in a global world. The
importance of leading process rises. There is an important difference between being formal
and formal head of the leader. The leader is a charismatic man, chosen and recognized by the
group. In this situation, it is easier to develop a new organizational culture.

Key competence of entrepreneurs and managers translate into ability to make use of
opportunities and avoid threats in the environment, they affect their flexibility, creativity,
openness. This fact is important for the organization's ability to change and modify its
strategy. It is not insignificant for the internationalization process to be able to incite
enthusiasm in the people, to enter into a variety of relationships and interactions in a global
environment. It certainly may accelerate the process of internationalization. Not every
company is able to exist in a foreign market. This ability is closely related to owners’” /
managers’ charisma, personality traits and skills. If these are timid people, afraid of
challenges and risks, lacking vision and creativity, the chances to start international
cooperation are slim, unless it is a coincidence, or a one-off transaction. Many modern
scientists and researchers emphasize the role of management and entrepreneurship
competence in creating the culture of an international organization. Expectations of
participants in terms of their organization and functioning are also changing.

In the "new" conditions we need an entrepreneur / manager having authority, having
"credit of trust” closely associated with the recognition, trust, objectivity, truthfulness, or
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rational and emotional intelligence. Among other qualities and skills characterized by the
entrepreneur / manager who joins the internationalization process we can distinguish:

- having certain characteristics psychophysical

- having the ability to communicate,

- having the skills to trigger enthusiasm, stimulating creativity and initiatives

- having the skills to continuously respect standards and ethical behaviour.

In large enterprises there must be a system of division of roles, directly resulting from the
strength of the authority of the entrepreneur / manager. In such a situation, you can either talk
about the authority granted by the organizational hierarchy’, or the one resulting from the
reference power (admiration, appreciation for the knowledge, skills, values, etc.).
Concentration on the problem and the ability to communicate with employees, who are
participants in the organization, leading to learn from their knowledge and experience, seems
to reinforce the authority of the head and leads to optimal organizational efficiency.
According to P. Hersey K.H. Blanchard the choice of governance depends on the managers’
personality and knowledge, personality and competence of their subordinates, as well as the
situation in which the superior is®. This means that there is no one model management style
good for each organization and each situation. The "new" style of management should include
the ability to adjust the manager to diverse circumstances in which organizations are located.

3. THE PROCESS OF ENTERPRISE INTERNATIONALIZATION-
THEORETICAL BASIS

Checking the degree of internationalization of the company requires the use of certain
indicators. These indicators inform about the independence of enterprise internationalization
implementation of the strategy, or about the intensity of the process. Among the most
important indicators applicable to conduct the study of the intensity of the process, according
to J. Rymarczyk we can distinguish:

- The number of foreign markets served,

- The share of accounting value of assets abroad to company's assets total

- Share of profit coming from abroad to the total company's profit

- The scale of foreign direct investment,

- Participation in foreign markets,

- The share of workers employed abroad to total employment®.

The organization may internationalize alone, with others or by other organizations. The
degree of independence in the process of internationalization of the company is shown in
Table 1.

" AK. Kozminski, W. Piotrowski, Zarzqdzanie- teoria i praktyka, PWN Warszawa 2010, p. 59
8p, Hersey, K.H. Blanchard, Management of Organizational Behavior, Englewood Cliffs, ed. Brinig, 2002, p. 47
°. Rymarczyk, Internacjonalizacja... op. cit., p. 24
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Tab. 1 The degree of enterprise’s independence

Internationalization strategy
alone

Internationalization strategy
by other organizations

Internationalization strategy
with others

Function transfer style

Market-partnership style

Participatory style

-market policy (supply / sell)
- organization /
administration

- production / location

- other functions

- export / import

- license transfer

- know-how transfer
- franchising

- participation
- takeover

- merger

- joint venture
- consortium

- cooperation

Source: based on J. Rymarczyk, Internacjonalizacja i globalizacja przedsiebiorstwa, PWE, Warsaw 2004, p
29 [a:] WG Dittmar, C.W. Mezera, W. Hoyer, Die Expansion international Planen und durchfuhren, moderne
industries Verlag, Munich 1979, p 94

In the process of internationalization, micro and small businesses face many more
obstacles than large enterprises™®. The reason for this situation are mainly small companies'
financial resources and lack of mobility. Such companies should pursue internationalization
strategies with others, or at least by other organizations. Themselves, they have little chance
of rapid internationalization process, unless it is a coincidence. The process of
internationalization may be carried out in different ways. Among the most popular routes we
can distinguish:

- sequential model of internationalization,

- a holistic model of internationalization (Finnish),

- internationalization of Born Globals type,

- internationalization through networking.**

The essence of the sequential model is a gradual, stepwise internationalization process,
from exports, through creating its own retail chain, entering into contracts, to taking up
production abroad'?. This way of “entering foreign markets" is relatively risky and usually
characteristic of small entities. The beginning of the chain sequence, i.e. export is a process
from which you can withdraw at any time a fairly quick way. Sequential model is shown in
Figure 2.

Fig. 2 Sequential model of the enterprises’ internationalization process

Licensing
Domestic —» Export Sales —»{ Sernge —» Distribution (| Overseas
Production/services representatives points network production

Source: A. Buckley, Inwestycje zagraniczne. Skiadniki, wartosci i ocena, PWN, Warszawa 2002, p. 97

Sequential model shows how a national company, entering into foreign markets, usually
begins with the first export organized occasionally, and then usually in a continuous manner.
Then there is the need to create in the markets their dealerships for service. Mastering foreign

1o J. Witkowska, Z. Wysokifiska, Umigedzynarodowienie matych i srednich przedsigbiorstw a procesy integracji
europejskiej. Aspekty teoretyczne i empiryczne, Ed. UL 2006, p. 7

1y, Witkowska, Z. Wysokinska, Umigdzynarodowienie... op. cit., p. 7- 16
12 A. Buckley, Inwestycje zagraniczne. Sktadniki, wartosci i ocena, Wyd. PWN, Warszawa 2002, p. 96-100
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distribution system is another step in the process of internationalization. Now, there is only
one step to their own overseas production. Selling licenses to foreign companies is a step that
can substitute the creation of dealerships. The above is a very simplified model. It is necessary
to be aware of the cause-effect relationships between successive stages, as well as the
existence of feedback.™®

Holistic model of internationalization, so called. Finnish model, is based on the theory of
growth of the company and its internationalization. The process of internationalization is here
to make imported goods, resources, technology, resulting in domestic companies to learn and
gather experience, which is very useful for making exports by these companies and the effect
on foreign markets'®. Thus, the holistic model preserves the principle of sequential
development, however, companies can avoid some steps of sequential model’®, or enter
directly into strategic alliances, and various forms of cooperation.

The Born Globals internationalization is different from the sequential process. T.G.
Madsen points out that sometimes newly created company immediately head to the
international markets™®. According to J. Kwiatkowska, Z. Wysokinski these are companies
that "were created after 1976 and which have reached the 25% share of foreign sales in total
sales and the export began in the three years since the founding of the company."*’ The
internationalization of Born Globals type runs without clichés, i.e. the companies instead of
using a fairly typical cooperation with neighbouring countries, seek opportunities around the
world, by using, for example, personal contacts, and market niches. These are usually young
companies with small capital.

The internationalization of companies through networking (network approach) is a typical
example of entering international markets through the use of existing and potential
relationships abroad home country. The essence of this type of process is to use the
multilateral relations of companies creating a network of different entities, with which they
are related. It is a process characteristic of the corporation, where an important role is played
by the parent company, as well as culture of the country where the subsidiary (branches) is
located.

The fact which model a company chooses to exist in global markets depends on many
factors. Among them crucial are: owner’s and managers’ entrepreneurship and charisma,
financial and human resources, personal contacts and relationships (primarily with entities
abroad), type of production or services, economic situation of the country, etc.

4. STATISTICS SHOWING THE CONDITION OF EXPORT/IMPORT OF
POLISH AND SOME EUROPEAN ENTREPRENEURS

Polish Ministry of Economy published a report on the state of international activities
of Polish enterprises and enterprises in selected European countries. These are estimates, but
they give a fairly clear picture of reality associated with the process of internationalization
(Table 2).

BA Buckley, Inwestycje... op. cit. p. 98-99
14 J. Witkowska, Z. Wysokinska, Umiedzynarodowienie... op. cit., p. 10
151 Vissak, The Internationalization of Foreign-Owned Firms in Estonia: a Case Study [w:] Proceedings of 7"

Vaasa Conference on International Business, August 24-26 2003, University of Vaasa, Finland 2003 [w:]
http://www.comparative.uni.lodz.pl/attachments/article/11/07_full.pdf [access: 15 XI 2012]

¥ 16 Madsen, P. Servais, The Internationalization of Born Globals: an Evolutionary Process?. “International
Business Review”, 1997, \ol. 6, p. 562

7y, Witkowska, Z. Wysokinska, Umigdzynarodowienie... op. cit., S. 11
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Tab. 2 Polish trade turnover by continents in the period January-December 2011 and the base 2010 (in

millions of euros)

2011 2010 Share in: (%)
Country Export Import Export Import Export Import
Poland 135 754,4 | 150 456,3 | 120 373,1 | 134 188,4 | 100,00 100,00
Europe 121454,9 | 114612,8 | 108 210,2 | 99 124,5 | 89,47 76,18
Asia 7910,8 27588,5 | 6503,6 27116,9 | 5,83 18,34
Africa 1315,7 1187,4 1357,8 1040,5 0,97 0,79
North America 32510 3652,8 28920 3 800,6 2,39 2,43
South America 1322,7 2596,5 972,0 22337 0,97 1,73
Australia and | 419,9 356,4 369,0 369,6 0,31 0,24
Oceania

Source: own studies based on data from the Ministry
[w]http://www.mg.gov.pl/files/upload/8437/Syntetyczna_inf_rok 2011 wstepna_inf.pdf [access 15 X1 2012]

The analysis of the data in the table shows that both export and import in 2011 compared
to 2010 showed volume growth. This could mean an increase in international activity of
Polish entrepreneurs. Still, looking globally, we import more (150 456.3 million) than we
export (135 754.4 million). A similar tendency was in 2010. The largest Polish international
enterprises activity took place on the European continent. The analysis of the data on the
percentage of Polish exports in Europe shows that it is 89, 47% compared to other continents,
while the share of imports is 76, 18%. The smallest percentage of exports and imports was
recorded in 2011 in Australia and Oceania (the same: 0.31% and 0.24%), but it is worth
noting that in Africa, North America, Australia and Oceania trade in goods related to exports
and imports is fairly compensated. The largest disproportions can be observed in trade
transactions carried out in Asia. The ratio of exports to imports was clear and was negative in
2011, minus (-) 19 677.7 million in favour of imports over exports. This could mean difficulty
in finding markets for those products / services or a lack of domestic market niches, or
appropriate links. This could also indicate the difficulties of legal regulations, and many other
causes of an objective.

Interesting may seem the data concerning Polish trade in goods in 2011 and 2010 by
product groups (Table 3).

Tab. 3 Polish trade turnover by product groups in 2011 and the base 2010 (in millions of euros)

2011 2010 Share in: (%)
Name of product | Export Import Export Import Export Import
group
Agri-food products | 15097,7 | 12481,1 |13507,2 |10921,1 | 11,12 8,30
Mineral products 6 890,4 20609,2 |5153,8 15533,3 | 5,08 13,70
Chemical products | 18 723,3 | 263819 | 157244 | 23310,7 | 13,79 17,53
Leather 525,7 842,7 4847 734,1 0,39 0,56
Other products of | 6832,3 53712 6 253,4 4 866,5 5,03 3,57
wood and paper
Products of light 4881,2 74333 4 438,1 6 830,4 3,60 4,94
industry
Ceramic products 3848,2 2 158,2 2 986,7 2007,0 2,83 1,43
Metallurgical 160316 |16280,7 |134919 |13936,6 | 1181 10,82
Electrical industry | 55223,8 | 525445 |51513,6 | 508558 | 40,68 34,92
products
Various 7628,0 2624,1 67727 2 362,0 5,62 1,74
Total: 135 150 456,3 | 120 373,1 | 134 188,4 | 100 100
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| [ 7544 | | | | | |
Source: own studies based on data from the Ministry [w:]
http://www.mg.gov.pl/files/upload/8437/Syntetyczna_inf_rok_2011 wstepna_inf.pdf [access 15 XI 2012]

The analysis of the data in Table 2 shows a positive percentage of exports of agri-food
products over imports (11.2% - exports compared to 8.30% - imports). A similar trend occurs
in groups of commodities such as industry products, wood and paper, ceramics and so called.
miscellaneous items. The opposite applies to mineral products, industrial goods: chemical,
leather and light industry products, where import dominates over export. Aligned situation
can be observed in the group of metallurgical goods, where exports are aligned with imports.
In comparison to 2010 the highest growth rate in favour of export can be characterized by a
group of "ceramic". We most import and export electrical machinery (appropriately: 52 544.5
million to 55 223.8 million), and the minimum of leather products (842.7 million euros to
525.7 million euros).

However, the most important is the fact that the index of exports and imports in all
product groups increased compared to 2010.

Conclusion

Summarizing the above consideration it should be emphasized that it is not possible to
draw far-reaching conclusions from these examples and analysis made. The article is only an
approximation of the problems associated with the processes discussed above. However, you
can make a synthesis, namely the internationalization process in 2011, reflected by an
increase in exports and imports compared to year 2010 was significantly intensified. The
analysis of the data shows that in terms of exports there is much to be done in Asia. It is a
relatively pristine area in relation to the scale of imports. The process of internationalization
of Polish companies shows positive dynamics. The observations of economic practice shows
that more and more small businesses internationalize _ using various links and personal
contacts throughout the world. As for management, we are moving from the "normal”
management through: planning, organizing, motivating, deciding and organizing towards
management defined as: leadership. This of course requires the formation of new
entrepreneur‘s/ manager’s attitudes and these attitudes continue to evolve.
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THE COMPETENCY MANAGEMENT IN INSURANCE SECTOR -
OPPORTUNITIES AND THREATS

Andrzej Janowski

Abstract

The aim of this article is to show the empirical relation between the insurance agents' compe-
tencies and the efficiency of life insurance companies in context of future perspectives of de-
velopment, basis on research survey with 402 insurance agents. In this paper it is also shown
the motivators of most efficient insurance agents and opportunities / threats related to provi-
sion driven rewarding system and its consequences.

Keywords: agents, effectiveness, insurance, management, provision

1.INSURANCE IN THE CONTEXT OF BUSINESS ACTIVITY

Every economic activity in present reality operates in conditions of uncertainty which cause
various random events. These mentioned conditions are consequence of existing threats, in-
cluding risks, which organization is unable to avoid and foresee in the strategy schedule.
However there is the possibility of protection oneself before financially negative results of
realization such events. In present social-market relations, particularly these leaning on mar-
ket mechanism, there are two ways of possible conducts: to accumulate financial means on
covering financial losses caused with realization of risks or transfer on specialized, qualified
company.

The part of society at an unproductive age, cannot rely on desirable financial protection from
the government, so they purchase insurance policies, first of all life and pension ones, there-
fore insurance business become unusually important social device, enabling solution for many
problems of the aging societies. There is high probability, according to existing demographic
prognoses, that the situation mentioned above, in the coming years relates to Poland. In refer-
ences to the necessity of executing the operating activity by insurance companies driving
through the mediators, from which clients on Polish insurance market, require higher and
higher competencies. That causes many problems to gain over the men's cooperation with
desirable competencies.

1.1. The insurance mediation

The insurance mediation depends on executing by mediator for reward of actual actions or the
legal connected form including actions or the realizing the contracts of insurance. Insurance
mediation can be realized by insurance agents exclusively or insurance brokers understood as
economic activity in the articles of law. Insurance mediator realizes: the action on behalf of
insurance company, named "agency actions”, including: the logging the customers, doing the
preparatory aiming to the contracts of insurance actions, the contracts of insurance as well as
the participation in managing and realizing the contracts of insurance, also in matters about
damages, and also on organizing, the supervising of the agency actions; the action on behalf
of the customer looking for the insurance protection, called "the broker's actions”, including:
containing or the bringing to inclusion of insurance contracts, doing the preparatory actions to
inclusion of insurance contracts as well as the participation in management and the realizing
the contracts of insurance also in matters about damages.

-36 -



The executing on basis of the agency included contract agency, activity from institution of
insurances company is the insurance agent written to the insurance agents' register. Agency
actions can be realized by the natural person exclusively, who fulfils requirements defined by
law regulations, on the contrary, insurance agent it is a undertaker in Poland with all the situa-
tional issues.

1.2. Distribution channels using by life insurance companies

The insurance companies must sell their services with the following channels of distribution:
the direct sales’, agency sales?, brokerage®.

Tab. 1. The number of registered agents

The registered insurance agents|31.12.05|31.12.06{31.12.07|31.12.08{31.12.09{31.12.10{ 21.12.11
Exclusive agents 22900 | 23000 | 24600 | 23300 | 23400 | 22700 | 20900
Multi agents 12700 | 13800 | 14700 | 15300 | 16400 | 15100 | 14500
Agents Total 35600 | 36800 | 39300 | 38600 | 39800 | 37800 | 35400

Ref.: Committees of Supervision Insurances and Pension Funds - www.knf.gov.pl

The direct sale by workers of insurance companies, although it characterizes the considerable
quantitative volume, does not reflect the efficiency of sales - the actions of mediation is
realized by - except the people working for insurance companies - bank employees, travel
agents, and even the postmen. However, that channel of distribution, will stay the least
expensive source of gaining over sale of insurances®, insurance agents' part of the whole
distribution of life insurance products is very high®.

2. THE COMPETENCY MANAGEMENT IN LIFE INSURANCE COM-
PANIES

2.1. The notion of competency

Referring to the theme literature, there are many definitions of “competency”®. The major
reason of this situation is probably current understanding of this term [McClelland, 1998].
Therefore the linguists define the competency as suitability, authorization, proxyship of an
institution or individual for realization planned tasks [Kopalinski, 1999: pp. 406], the scope of
one’s knowledge, skills, responsibilities. The question of competency is widely asked be-
tween the scientists from different scientific areas:

o sociology — sociological approach distinguish competencies for mono-cultural’
[Sztomka, 2004: pp. 415],
. poli-cultural®, subjective and objective. In the model of ideal bureaucracy the range

of official authorities are limited subjectively and objectively. The objective range it is the set

! Provided by "fulltime workers”

2 Sales by insurance agents

® The sales provided by insurance brokers

* The agent should be paid commission, even 90% of the first year premium

® Economization is important when running an insurance business, particularly when it is life insurance. According to statutory provisions,
insurance companies, in order to distribute products, are obliged to use the services of insurance brokers. So it is the quality of the agents’
work, stemming from their competences, that constitutes the chief effectiveness factor for life insurance companies, seen both in economic
and social terms. Therefore the factors conditioning the effectiveness of actions conducted as part of operational activity of life insurance
companies may be factors which are a set of elements constituting economy’s potential and its organizational efficiency, as well as psycho-
social factors.

® Lat. ,,competentia” — responsibility, integrity, ,,competere”—agree, compete, be suitable; ,,com” for commonly, ,,petere” — ask, request,
demand

" Idea assimilation, rules, convictions, values, symbols characterizing one kind of culture
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of persons who have to follow directives, the subjective one it is the set of matters referring to
an official [Sztomka, 2004: pp. 127, 132],

o psychology — the competency is defined as reliable, professional knowledge, joined
with intellectual (cognitive) potential of human being, which allow to realize the social role
requirements in the optimal way [Bartkowiak, 2012: pp.126],

. pedagogy — a competency is an responsibility, agreeableness, integrity, authorization
for activity. This is also an ability to self-realization. The competency is a basic condition of
education. It is the result of learning process [Okon, 2004: pp. 184],

. management and law — in the area of law there is a formal aspect of the competency —
the competency means proxy, just in approach stricte sense, competencies are related to skills
and knowledge [Taylor, 1911: pp. 782-856].

The pioneers of management sciences thought that a main criterion of organizational effec-
tiveness there were management skills [Taylor, 1911: pp. 782-856]. Taking into consideration
a little wider perspective, skills were discovered during the leader trait and behavior research,
which were conducted in Great Britain. This study initiated the series of efficient managers
trait and behavior inquiry. As the result there were established many classifications of skills.
At that time there were used the synonymous terms “abilities” and “competencies” instead of
“skills”. In English, under notion of ,,competence” it is understood the ability to do something
that in required, skills [Merriam —Webster, 1989: pp. 163]. This definition describes unam-
biguous relation between competencies and skills. Yet, an ability is associated with skills pos-
session, traits, necessary to fulfill tasks. The mentioned definitions are not precise — it is im-
possible to distinguish the clear distinction between competencies and abilities.

In the opposition, M. Dale proposes to admit that “ability” it is the physical or psychical char-
acter of an individual [Dale, lles, 1993: pp. 47]. The process of competency gaining is deter-
mined with knowledge, attitude, the value system. A “skill” refers to behaviors related to task
realization, which can be gained through studying, improving and practice and advisory
[Dale, 1993: pp. 28]. Meanwhile, the competency is perceived throughout efficiency aspect.
The competent member of organization it is a person, who does the effective job, has an ap-
propriate knowledge and skills and is able to efficiently use them.

As a counter-proposal, there exist the approach of S. Whidett and S. Hollyford [Whiddett,
Hollyforde, 2003: pp. 208-210], because it consists both affirmed skills and theoretical
knowledge. The authors suggest to focus on technical knowledge and effectiveness, not stricte
theoretical ones. The similar conclusions were deduced in South America [Gallart, Jacinto,
1995: pp. 13-18]. The difference between conceptions mentioned above is quite clear. It is
possible to observe it between demonstrated knowledge and manifested skills and the level of
expected employee effectiveness. Yet, the qualifications are the construct, formed upon the
definition of work effectiveness, alongside with the knowledge of a worker and skill standard,
while the competencies are determined with work results, which the individual has to reach
[Whiddett, Hollyforde, 2003: pp. 208-210].

In psychological approach, the scientists focus on regulation mechanisms of activity®. They
include attitudes of competency gaining™, transfer, inactivation as a derivative various metal
disposals. Yet, there is a need for explanation if these individual disposals are positively cor-
related with an effective job activity and most important according to their role™.

& Acquaintanceship, skills to use many patterns of life and ideas from several cultures. This approach is usually known as a cosmopolitan
competency

® Referring to the functional area

% mechanisms

™ The similar opinion has T. Oleksyn, who defines competencies as ,factors on the employee’s side, which provide the ability to efficient
Job activity [Oleksyn, 2000: pp. 78-92]
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2.2. The role of competencies in organizational strategies

The individual competencies and key organizational ones are closely related each other: the
organizational competencies form through integration and coordination of individual
competencies*.

Organizational competencies as well as individual ones, there are relations between
knowledge, abilities and individual virtues. Therefore, this is very important for organization
to manage individual competencies effectively, both present and potential. If the competen-
cies are the employee virtue, they generate profits for whole organization that hired him. This
matter is widely discuss by strategic management specialists®.

Despite of competencies, necessary for organizational operation, that is also important to pos-
sess “distinctive competencies”, enable to reach a competitive advantage'®. These competen-
cies are the “competency organizational weapon” [Itami, 1987, pp. 78]. The same opinion like
H. Itami, have G. Stalk [Stalk, Evans, Shulman, 1992: pp. 57-69], E. Lawler [Lawler,
Mohrman, Benson, 2001: pp. 146]. The authors underline that the distinctive competencies
will be the main part of competitiveness process in a future.

There is also popular the argumentation, that, in a view of organizational effectiveness, this is
very important to focus on development of these competencies, which lead to new products
and services creation [Hamel, Prahalad, 1994: pp. 122-128]. In United States of America,
there was the first attempt to define notion of competency, during sketching the ,,competent”
manager profile, basin on research sample of 2000 managers for American management
Association’®. The research results indicate, that the “American notion” of competency is
very wide®. The competency express the difference between an average and most efficient
contractor —it is a profile of the individual, who does his Job effectively®’.

In the opposition to American approach, the British one proposes to define competency as the
set of precisely specified characteristics of an individual comparing to empiric standards, as-
signed during conducted research®®.

This approach identifies the existence the competencies and activities relations relation,
showed as particular results. These results were grouped as a formal system of National Man-
agement Standards for specified management levels.

Tab. 2. The definition differences of competencies — British and American approach

American approach British approach
Requirements in skills General Particular
and behavior
Competency definition Wide Narrow
Establishing the level of | The difference between average and | Based on empirical estab-
competency most efficient employee lished standards

Ref.: own study basis on [Boyatzis, 1982: pp. 16]

12 The organizational competencies are defined as knowledge, abilities, team skills on the organizational level [McLagan, 1997: pp. 40-47]

8 ...The fact, that management does efforts to financial asset division instead of individual competency management, which are the key
organizational competencies”. [Pralahad, Hamel, 1990: pp.79-91]

“ For example: market share, number of clients

%8 The duty of managers it was to write, which, in their opinion, characteristics distinguish the most effective managers [Boytazis, 1982” pp.
14]

% It includes such formulation as: trait, sill, imaginary aspect, social role and individual knowledge

" The specified job position competency, this is ,,a set of traits, to let the individual accomplish effectively tasks related to her job [Klemp,
1980]. “Competencies, according to realized job, which consists of such elements as: motivation, personality traits, skills, self-estimation,
and using knowledge” [Boyatzis, 1982: pp. 16]. The similar sense of competency is in A. Gick i M. Tarczynska’s paper. The authors define
competency as knowledge, skills, behaviors, virtues, attitudes characterized these, who do their job property and efficently. The competent
employee does his job very well, and his skills are crucial for result achieving [Gick, Traczynska, 1999: pp. 45]

'8 Conducted in National Research Project. According to the definition used in this program, the competency is perceived as an ability to
accomplish job or function, according to requested standards. A competency is defined as an ability to transfer skills and knowledge to new
situations, referring to practicing job.
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Both approaches — American and British are based on similar assumptions. They underline
efficiency aspect. The difference is that American approach defines skills and attitudes in
general sense, but there should be positively correlated with high productivity. In the British
one there were specified requirements in higher level of precision in the context of skills and
attitudes™.

The profit oriented organizations try to develop or maintain the key competencies usually®.
They undertake the activities?*, which increase their market value. Other activities are sup-
ported with external resources or give the unprofitable areas up. The firms develop these kind
of competency portfolios, that drive to the biggest profits or market shares. However these
activities cause threats — all the market participants®® want to maximize their profits. At that
time it is very probable to face collision of interests and further activity become more diffi-
cult. Moreover, the possibility of losing profits gets higher®.

The latest competitive analyses emphasize the role of key competencies in the global econo-
my, characterized with technological progress velocity [Porter, 1990: pp. 69-129].

The organizational competency has to consist of three components:

. enable to enter the different markets,

. assure the cooperation with clients,

o be difficult to copy [K. Pralahad, G. Hamel, 1990].

A.H. Church [Church, 1995: pp. 63-74] adds, these priorities are simultaneously difficult to
follow and very important, when the extremely long economical crisis and increasing compe-
tition, produce limitations of employment and deep restructuring processes. These changes,
related to human resources are justified with the will to decrease costs, but do not take into
consideration competency inactivation and its consequences. That also explains, why decreas-
ing the number of employed doesn’t produce expected positive results in the area of produc-
tivity and workability of organizations®*. R. Reed and R. DeFilippi [Reed, DeFilippi, 1990:
pp. 32-46] claim, the actual economical and technical conditions focus on individual compe-
tencies. Therefore, organizational strategies are the more efficient, the more focus on strong
relations of three aspects: individual competencies, knowledge and technical skills and organ-
izational management culture [Klein, Edge, Kass, 1991: pp. 1-15]. There is the exact correla-
tion between conditions mentioned above. As a consequence, the individual competencies can
be described through repertoire of ,,go on” procedures in economical activity, yet, the organi-
zational ones express themselves in efficiency and trade results®. But, the individual compe-
tencies management it is the major aspect of human resources management, which are the
priority to organizational management. It is clearly confirmed by P. Herriot and C. Pemberton
[P. Herriot, C. Pemberton: 1995, pp. 74], who claim, that the organizational existence depends
on the ability to create knowledge and skills and ability to use them, what constitute the hu-

*® The notion of competency is positively correlated with some of aspects of possessed knowledge, required to accomplish desired effects, in
the context of established Job situation. Yet, the competencies implicate a new type of employee. According to homo economicus of Taylor,
there was widely accepted opinion, that occupational activity is determined with his will to maximize his salary. The interpersonal relation
theory created homo sociabilis — the employee, who is emotional. Temporary, in management literature, it is possible to find the term - homo
competens — the individual, who is motivated with the extension if his competency list [Alaluf, Stroobants, 1994: pp. 12-24]

2 The key competencies of organization are ,,what an organization can do best”, key competencies related to job position are the most im-
portant to accomplish organizational goals, employee key competencies are identical with his strenghtenes, used in his work [Delamare Le
Deist, Winterton, 2005: pp. 27]. In the beginnings of 90-ties there were begin to use the term of “core competencies” [Prahalad, Hamel,
1990: pp. 79-91]). These competencies are determined with the set of skills and technology, which enable organization to deliver special
advantages to clients, and more efficiently compete.

2! The elements of value chain

22 Competitors

% Demand/Supply assumptions

 |bidem

% The individual competencies are identified with the behavior analyses, organizational ones — through market analyses method and project
evaluations method. Individual competencies diagnoses can establish the added value, collected by the member of organization to accom-
plish his mission. The organizational competencies establishing enables to identify the market segment, which an organizational activity can
be effective in short and long run. The individual competencies are the characteristic preferences of a human, organizational ones are com-
monly develop by organizational members but they are the property of an organization.
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man beings — because only humans are able to predict the future and create it. The organiza-
tion manages its human resources — it consists of them?°.

2.3. Insurance agents’ competencies — research results

As mentioned above, an insurance agent there is one-person institution in Poland. The insur-
ance company only supports the product, so there are limited possibilities to control one’s
action, especially if the sales is being proceed at client’s home without any third party in-
volvement. In 2003 there began the law suits against the life insurance companies and numer-
ous resignations, as a results of unethical activities of insurance agents. On the contrary the
insurance companies which paid commission to their agents have reached the largest market
share and highest level of effectiveness. PZU Zycie is still the largest player on the polish life
insurance market, yet its market share fall down from 100% in 1990 to 29,6% in 2010. The
other life insurance companies reached the result, as follow:

- TUnZ Europa — 12,5%,

- TUnZ WARTA - 8,0%

- TUnZ ING - 6,4%

- TUnZ Nordea Polska — 6,2%

- TUnZ AVIVA® - 6,1%.

The six biggest life insurance companies have collected near 70% of whole market — the con-
centration level is very high — according to the conducted research it seems to be authorized to
claim, that the result of mentioned situation is the approach to competency management. But
even implementing this process will not guarantee avoiding problems - the main, competency
based problem, there is both misseling and asymmetry of client and agent knowledge® and
causes a lot of billion dollars damages in United States of America. Additionally, the insur-
ance agent, as an entrepreneur prefers the bigger provision for his successful sales, so per-
ceives the strategy of represented insurance company selectively. Referring to research re-
sults, the level of management orders executing® differs in studied insurance companies.

Tab. 3. Strategy acceptance —agents’ opinions

Strategy acceptance
Insurance company None selected Most All Total
Commercial Union 4z 156 24 9 231
18.18% | 67,53% | 10,39% | 3.90% |  100%
— 9 47 7 0 63
AIG Amplico Lite 14.29% | 74.60% | 11.11% | 0% 100%
. 8 35 4 2 49
Nationale Netherlanden 16,33% | 71.43% | 8.16% | 4,08% | 100%
o 18 68 2 0 88
PZU Zycie 20,45% | 77.27% | 2.27% | 0% 100%
ol 87 369 | 147 | 107 710
12.25% | 51.97% | 20.70% | 15.07% |  100%

Ref.: own research

% |bidem

7 Former Commercial Union

% According to A. Janowski, Prowizyjny system wynagradzania agentéw ubezpieczen na zycie — narzedzie motywacji czy patologia, in
Patologie i dysfunkcje zarzadzania zasobami ludzkimi, Wydawnictwo Uniwersytetu £.odzkiego, Lodz 2008, pp. 295-302, the average client
is unable to recognize and understand the conditions of life insurance product, so he Has to rely on an insurance agent advice.

% Strategy acceptation
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PZU agents more often ignore all the strategy directives that the others. The research results
show the significant differences between PZU agents and other companies ones. The selective
acceptance there is a result of provision system rewarding®. For insurance companies, the
first two years of insurance policy are unprofitable® — so they prefer, in the context of effec-
tiveness to life insurance policy last longer than mentioned period, when both the costs of risk
and mediation are low. Yet, the agents are not financially interested to maintain the relations
with clients over two years®.

This situation is confirmed in the field of insurance agents motivators — who have to cover all
the activity related expenses®, and, additionally proceed the high uncertainty level job in the
area of future income.

Tab. 4. The most effective insurance agent motivators
motivator job lost possibility | new challenge | personal development | money
percentage 9,8% 18% 16% 48%

Ref.: own research

The insurance agents claim the lack of provision system transparence and the numerous
changes of their contracts. This is why they are ,,short-seeing”.

2.4. Insurance agents’ competencies in the context of life insurance sales efficiency

Weber’s approach to competencies, where it is claimed that competencies mean authority
only, had stopped competency driven activities. Yet, the competency management is in con-
stant progress, particularly in life insurance companies, which perceive competencies as the
derivatives of skills, which are determined with personality traits, attitudes and knowledge.
The latter it is the reflection of qualifications and experience®. It is underlined that the com-
petency management fulfils 18 of 21 human resource management functions* - the main ex-
pectation of competency management system it is to increase both organizational effective-
ness and employees’ satisfaction. According to the life insurance sector development, the
competency management it is the process of acceleration overall development. Is it authorized
to claim that the degree of mentioned acceleration is not the same, depends on the kind of the
service. It is particularly seen in life insurance organizations.

3.COMPETENCY MANAGEMENT IN LIFE INSURANCE COMPANIES - OPPOR-
TUNITIES AND THREATS

As the result of conducted research of the insurance agent's competencies [lrons K.: 1997],
there is affirmed existence of positive correlation of insurance agent competencies profile and
his efficacy. In A. Janowski opinion [Janowski A.: 2006], the difference of assimilating the
individual competencies between agents reaches even 46%.

% For succesful sales the insurance agent receives very high, even reached 120% of first — year premium provision. In following years the
payment is smaller (from 12,5% to 2% of premium)

* The most of collected premium they have to pay as a provision to agents

* In AIG and PZU, atfer 6 years of the insurance agreement, the agents do not gain ane provision

* The principal insurance company doesn’t participate

* A. Rakowska, A. Sitko-Lutek, Doskonalenie kompetencji menedzerskich, PWN, Warszawa 2000, str. 17

% T. Oleksyn, Zarzgdzanie kompetencjami. Teoria i praktyka, Oficyna Ekonomiczna, Krakéw 2006, s. 188
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Tab. 5. Profile 17 competencies of agents

454

44
35

3 O AmplicolLife
2P B NN

2 oCu
1'? O FZU Zycie
05

0
konpetencje

Ref.: own research

This was the legal interdiction for operating activity through foreign life insurance companies
in Poland till the year 1990 — that is probably the reason of PZU Zycie S.A. superiority. The
data analysis from 1991-2011 as well as the results of conducted investigations, implies the
conclusion that the loss of 77% shares of life insurances market in considered period by PZU
Zycie S. A. on behalf other — new on polish insurance market companies, seems to be the de-
rivative of lacks of competencies both institution and the agents. Therefore the competency
management, according research results, will be the main criterion of gaining the competitive
advantage for life insurance companies in the future. Although the mentioned assumption, in
the context of other unpredictable circumstances, cannot be completely certain, the lacks in
the competency management area will be an axiom of company economical disorder. In opin-
ion of B. Balewski [Balewski, 2011: pp. 67], this situation is also characteristic for other busi-
ness branches.
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THE DEVELOPMENT OF ORGANIZATIONAL COMPETENCE AND
THE VALUE OF THE COMPANY

Anna Wallis

Abstract

At the beginning of this work, the role of human resources in creating company’s value is
presented. Next, crucial competences of organization and manager’s competences are
characterized. The analysis of company’s competences is carried out. The aim of this paper
was to investigate the influence of improving competences on the company’s value.

Key words: human resources, competences, value of the company (company’s value), key
competences, managerial competences, development of competences

1 INTRODUCTION

Nowadays, enterprises function in a dynamically changing environment and under the
pressure of competition. These conditions force a different glance on the surroundings reality,
namely enterprises start to appreciate the role of non-material resources, especially
knowledge, information and competences. Company needs competent manager and
contractors, just like the capital or modern technologies. Competent management staff and
employee personnel guarantee the effective management of the organization.

Competent management leads to the undisturbed functioning of the company and
creates convenient conditions for the enterprise’s development. Competences include aspects
of knowledge, attitudes and motivational orientations. Competences can be formed,
developed. The development of the enterprise may lead to creation of distinguishing key
competences.

The aim of this paper is determine the relation between the development of
organizational competences, and the company’s value.

2 HUMAN RESOURCES IN THE CREATION OF CORPORATE VALUE

Today, in the theory of human resource management in organizations, there is a trend
for the recognition of human resource as capital, which the value of the company highly
depends on®. The capital are the people associated with the company who permanently
identify with company's mission, its objectives, able to work together with creative attitudes
and skills. Skillful management of human causes that they become the driving force of the
company.

The term "resources™ means the factors of production available to a company and
used in the production, distribution, exchange and consumption?. Frequently mentioned in the
following types of resources®:

e Natural resources that are found in nature,

L A. Sajkiewicz (red.), Zasoby ludzkie w firmie. Organizacja kierowanie ekonomika, Poltext, Warszawa 2000, p.
17.

2 C. Suszynski (red.), Przedsigbiorstwo warto$¢ zarzadzanie, Polskie Wydawnictwo Ekonomiczne, Warszawa
2007, p. 308.

* Ibidem, p. 309.
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e Human resources (work), people and their skills,

e Capital Resources - physically existing resources, also referred to as material factors
of production, such as buildings, machinery, equipment, raw materials, products,
financial resources,

e Resource assets without physical substance, unique assets.
Whereas, B. Kozuch lists the following resource types*:
e Physical resources (fixed and current assets of the organization),

e Human resources (staff in the organizations, including the structure of employment
and decision-making regarding the use of these skills and abilities)

¢ Financial resources (cash, loans, securities),

e Information resources (figures and quality, such as regulations, guidelines for
economic development of the country and the region, estimates, reports, and analysis).

The concept of value management distinguishes the role of resources in the enterprise,
"imposing their perception as the system of key factors in the company's market value growth,
so the resources have a potential to create value that can be triggered by specific actions"®.
By appropriate management of resources through synergies adequately above-average

economic benefits can be achieved, which is particularly reflected in the value of a company.

In the late 80's and 90's of the twentieth century the theory of corporate resources was
formulated (resource-based theory), which assumed that the company can achieve a
sustainable, above-average profits only if they have unique resources, and the mechanism to
protect them against the restraining spread in the economy®. Resource approach as classical
view is represented by B. Wernerfelt ("A Resource - Based View of the Firm", 1984) and CK
Prahalad and G. Hamel, the authors of the concept of core competencies. C.K. Prahalad and
G. Hamel published an article titled "The Core Competence of the Corporation”, as the basis
for the theory of the resource. The concept of core competencies was based on the idea of
using a unique combination of enterprise resources representing its key strengths and skills
(i.e. core competencies) to build a competitive advantage in the market’.

Human resources are crucial in shaping the company's market value, because the
success or failure of the enterprise depends on both managers and their competencies,
activities, expansiveness and entrepreneurship, as well as regular employees, their skills and
commitment,. "Flexible, open-minded, creative employees who can take on a lot of
responsibility and work in teams, are a valuable resource for any company"®. High market
position of the company is determined by the competence of the staff, around which processes
and decgsions on personnel selection, training, motivation methods and careers shaping are
focused”.

* B. Jamka, Czynnik ludzki we wspolczesnym przedsiebiorstwie: zasob czy kapitat? Od zarzadzania
kompetencjami do zarzadzania réznorodnoscig, Oficyna a Wolters Kluwer business, Warszawa 2011, p. 85.
> C. Suszynski (red.), Przedsigbiorstwo warto¢..., op. cit., p. 311.

® B. Jamka, Czynnik ludzki..., op. cit., p. 93.

" C. Suszynski (red.), Przedsigbiorstwo warto¢..., op. cit., p. 313.

® Ibidem, p. 327.

% A. Sajkiewicz (red.), Zasoby ludzkie..., op. cit., p. 18-19.
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3 KEY ORGANIZATIONAL AND MANAGERIAL COMPETENCES

The term of competence originates from a Latin word competentia, which means
suitability, compatibility and also from a Latin word competere, which means to converge, to
agree, to be suitable, to compete (with somebody)'’. According to the PWN Polish
Dictionary, the competence indicates “the range of rights, which belong to an office or an
official, to deal with particular issues and making decisions” or also “the range of someone’s
knowledge, skills and experience”*!. Many researchers in the field of management give their
own definitions of the competence term. For example, R. Boyatzis says, that competences are
basic features of a certain person, which decide about an effective realization of tasks and (or)
achieving extraordinary results'?>.Whereas, the Polish researcher Grzegorz Filipowicz defines
competences as follows: “Competences are dispositions in the area of knowledge, abilities
and attitudes, which let to realize professional tasks at the appropriate level”*.

Competences in organization can be considered in the context of individual
employees’ competences or broadly, as competences of the organization as a whole. This
second approach concerns a competitive advantage in the market. Competences of the
organization consist of elements like: unique, specific knowledge, experience and
organizational skills, which have been jointly developed by this organization and which help
to achieve a competitive advantage®*. Organizational competences are a unique combination
of business specialization and human skills, which reflect a typical character of the
organization, characteristic for a certain company area of knowledge and an experience™.

According to G. Urbanek, the competence is crucial, if it increases a perceived value
for a customer, providing him or her significant benefits'®. Therefore, the partition on normal
and crucial competences is grounded on finding differences between key and normal benefits,
which are a client’s contribution. Moreover, the competence is crucial, when additionally it is
unique or its level must significantly exceed the level of compatitors” competences.

Crucial competences are developed in the learning process of the organization, which
includes a collection of specific resources, skills, experiences and translating them into new
products and processes’’. Key competences are difficult to copy by the competition, because
they are a unique resource of the organization, since the technology, the learning process and
skills are specific for a certain organization.

By contrast, personal competences considerably decide about an effectiveness of the
management staff, they are reflected in the level of realized professional tasks. The success at
work of a manager depends not only on the achieved knowledge and experience, but also on
the ability to use them in the practical management of the organization.

Managerial competences consist of the following components: personality,
knowledge, skills, experience, attitudes and behaviors and also responsibility*®. Only the

19 http://www.slownik-online.pl/kopalinski/62AC3278FFE5907EC12565E8005A4E49.php, 2012-11-28.

Y http://sjp.pwn.pl/slownik/2564077/kompetencja, 2012-11-28.

2 M. Tyranska (red.), Wspotczesne tendencje w zarzadzaniu zasobami ludzkimi, Difin, Warszawa 2012, p. 57.
B3 G. Filipowicz, Zarzadzanie kompetencjami zawodowymi, Polskie Wydawnictwo Ekonomiczne, Warszawa
2004, p. 17.

5. A. Witkowski, T. Listwan (red.), Kompetencje a sukces zarzadzania organizacja, Difin, Warszawa 2008, p.
416.

> Ibidem, p. 418.

18 G. Urbanek, Kompetencje a warto$é przedsicbiorstwa. Zasoby niematerialne w nowej gospodarce, Oficyna a
Wolters Kluwer business, Warszawa 2011, p. 79.

7S, A. Witkowski, T. Listwan (red.), Kompetencije a sukces zarzadzania..., op. cit., p. 418.

18 M. Tyranska (red.), Wspolczesne tendencje..., op. cit., p. 61.
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simultaneous appearance of these components decides about being a competent manager. At
the same time, we can enumerate the following features of manager’s competences®®:

e Complexity — managers’ competences create a structure consisting of several
components, which simultaneous appearance decides about the effective functioning
of a manager;

e Operational ability and advisability — competences manifest themselves in a particular
behavior and action, which is operated to achieve the fixed target. The stage of the
certain competence’s mastery can be determined on the basis of observed results
taking by the manager;

e Situationality — competences are dependent on the context, that is, the specific
conditions, under which the task is realized;

e Variability — competences are subject to the learning process, are dynamical, they
develop within a framework of the manager’s professional experience;

e Measurability — levels of comply, possession can be ascribed to competences, so we
can precisely define them, define indicators of their observation, measurement and
evaluation.

Researchers in the field of management dealing with the problem of competence,
refers to different competences, which are characteristic for an effective manager. Managers
must stand out in their skills, knowledge and personal features, at least in the following range:
systems thinking, action in multicultural environment, readiness for lifelong learning, positive
personal features and high standards of behaviors®®. S. Stanczyk distinguishes desirable
managerial competences in the fact of rapid changes?'. The initiation of intrinsic changes
inside the organization requires from managers: initiative, conceptual skills and creative
thinking and ability to obtain followers. While adaptive changes in response to the challenge
of environment require: courage to make decisions, determination and consistency in action,
Machiavellianism, stress resistance and readiness for taking more responsibilities. From the
ethical point of view, the uprightness of character and interpersonal abilities are desirable too.

Furthermore, recently one additional management skill, which increases an
professional work’s effectiveness, namely a mastering of communication and consulting skill,
is included to above features® (although communication skills can be contained to
interpersonal abilities).

In company, which manufactures products, there is a demand on a manager, who
works as an efficient and effective coordinator of production processes. He or she must
demonstrate the knowledge of organizational principles and procedures and also the ability to
use instruments of rationalization of production processes, which are connected with his or
her technical qualifications®, workmanship, knowledge about all issues and resolution. A
very important crucial competence of a manager is the ability to creative thinking and
imagination at work, the ability to concentrate on clients, forecasting and prevention of
employees’ resistance in relation to creative projects®. Managers should be characterized by a
high level of responsibility for their own development and their actions in uncertain and

9 Ibidem, p. 59.

205, A. Witkowski, T. Listwan (red.), Kompetencje a sukces..., op. cit., p. 437.

2! Ibidem, p. 437.

22’3, A. Witkowski, T. Listwan (red.), Kompetencje a sukces..., op. cit., p. 242.

2 A. Sajkiewicz (red.), Kompetencje menedzeréw w organizacji uczacej sie, Difin, Warszawa 2008, p. 84.
 Ibidem, p. 85.
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conflict situations, they ought to have an above-average intelligence and a big experience for
some positions. Next, they should be characterized by a high level of their personal culture
and ethics — there are extremely important manager’s competences. To key competences we
can also add the knowledge and the ability of quality-oriented management>.

Fates of the organization depends on organizational competences and also
competences of managers, who run the company. Therefore, it is important to develop
organizational competences and have people with right competences to run the organization.
The proper set of competences should enable the manager to realize in an appropriate way
management functions. The improvement of crucial organizational competences by
organizational learning adds a value for the customer, what causes that the company’s market
value grows.

4 ANALYSIS OF THE COMPETENCE OF THE COMPANY

The analysis of the competence of companies can be carried out "in terms of their
level in relation to market requirements, as well as in relation to the level of the corresponding
competence of the competitors"?®. The level of development of the competence of the
organization can be measured on the basis of consumer research: how the company is
perceived in terms of its key success factors. Then we compare the obtained results of the
significance (importance) of key success factors in the market. In the case of a lower value of
the desired (expected by the consumer), the difference between the desired and measured
values is the so-called competence market gap. In order to make this gap as small as possible,
the company should " above all develop and protect competences, which are related to the
most important determinants of demand"?’. Also an excess of competence can occur, which
indicates potential areas of waste of resources to maintain the level of competence for which
customers are willing to pay. The company, which skillfully (effectively) adapts its
competence level to the requirements of market gains advantage over the others that shape
the competences inefficiently®. Comparing the level of development of the competence of the
companies with their market significance we can identify actions to be taken in respect of
each competence. In the case competence is important for success in the industry, but in the
enterprise is level is low, action in order to strengthen it must be taken. If, however, we are
dealing with an excess of competence reconfiguration activities should be carried out in order
to increase efficiency.

The potential increase in the value of competence can be estimated by the following
formula:

CPi =CVI/ (1-CGl) - CVI,

where:

CPi - the growth potential of the i-th competence,
CVI - the present value of the i-th competence,

CGI - the size of the deficit o the i-th competence in relation to market requirements as a
percentage.

The size lack of competence in relation to market requirements can be estimated by
the following formula:

2 bidem, p. 109.
% G. Urbanek, Kompetencje a warto$é..., op. cit., Warszawa 2011, p. 124.
%" |bidem, p. 124.
% |bidem, p. 125.
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CGIl =1-FCLi/ CAli,

where:

FCLi - the level of i-th competence in the company according to clients” assessment
Cali - the absolute significance of the i-th competence according to clients’ assessment.

Companies that want to be successful should create and use competence based on
knowledge about the target market and thus better satisfy existing customer needs and create
new ones®®. Only on the basis of reliable knowledge gained from research, they can build
their improved strategy to coordinate efforts to better serve prospective and new clients.

5 ENDING

Nowadays, the growth of the importance of knowledge and competences in
management conceptions in organizations is observed. The most common problems of
knowledge management and creation of competences are considered in terms of the
competitive advantage. The knowledge and competences are perceived as organization’s
resources, which decide about the competitive position. These resources are the driving force
behind the development of enterprises and decide about its future results. Therefore,
companies should be involved to create a strong background to the development of these
resources. They ought to invest in non-material resources, which are building blocks for key
competences. The development of competences means the effective management of the
company. The effective management of the company increases its value in the customers’
eyes. The development of company’s competences can lead to the creation of distinguishing
crucial competences, which can be the source of competitive advantage and thereby the
growth of company’s value.
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THE NEED FOR MANAGEMENT KNOWLEDGE AMONG MEDICAL
PERSONNEL

Marcin Kesy
Abstract

This publication provides an analysis of the needs for improvement of managerial knowledge
of medical personnel in hospitals. Given the organizational reality of hospitals and
jurisdiction of professional competence of medical staff, the researcher observed a gap
related to the occupation of "white staff* management positions and a lack of management
knowledge. For this purpose, the researcher conducted an empirical study, which included
doctors and nurses in 6 hospitals. Representatives of these groups occupy most professional
positions in Polish hospitals. The aim of the study is to diagnose the state of the demand for
managerial expertise, divided into professional groups.

Key words: Managerial Knowledge, Medical Personnel, Hospital, Doctor, Nurse, Manager,
Management.

1 INTRODUCTION

Consideration of knowledge as a component of a professional manager should begin with
identification of the conceptual basis of the issue, or professional competence.

As such, various different definitions of competence are pointed out in literature.
However, the most prevalent is a concept according to which is the power of a collection of
the following employee characteristics: knowledge of specific subject matter and the ability to
use their knowledge and attitudes in an appropriate way for the benefit of the organization®.

Another approach to ability is illustrated by T. Oleksyn, who believes that it is a
combination of knowledge, skills, experience, attitudes and behaviours, and other
characteristics important for mental and physical labour, employee willingness to act in the
circumstances, and the ability to adapt to change, along with formal features of possibilities
for action and decision-making related to work?®. Professional knowledge is a competence
component, the acquisition of which can be improved®.

An important determinant of desirable characteristics defining the manager is the
organization and the external environment. However, a simplified model of a professional
manager can be adopted with the following features: communicative, results-oriented, ability
to work in a team, leadership skills, planning and organization, business awareness, along
with the ability to adapt to the changing environment and stimulate the development of other
people, and the ability to solve problems and conflicts and cope with stress”.

All these elements form part of managerial knowledge, as elements for shaping and
forming a plane of consciousness for creating managerial skills. Every organization should be
interested in management, and managers at all levels can and should improve competence. A

! See: M. Kossowska, 1. Soltysinska, Szkolenie pracownikéw, a rozwoj organizaciji, Oficyna Ekonomiczna, Krakéw 2002, s.
30-35.

2 See: T. Oleksyn, Zarzqdzanie potencjalem pracy w organizacjach réznej wielkosci [w:] A. Ludwiczynski, K. Stobinski
(red.), Zarzqdzanie strategiczne kapitatem ludzkim, Poltext, Warszawa 2001, s. 20-23.

 See: M. Kesy, Kompetencje zawodowe milodych. Mozliwosci szkolnictwa zawodowego a potrzeby pracodawcéw,
Wydawnictwo Uniwersytetu Jagiellonskiego, Krakow 2008, s. 16-17.

* See: T. Oleksyn, Zarzqdzanie kompetencjami. Teoria i praktyka, Wydawnictwo Oficyny Ekonomicznej, Krakéw 2006, s.
17-38.
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priority issue is to create favourable conditions and circumstances for the improvement of
knowledge. Of great help would be a situation in which staff are interested in evaluating their
own needs, as well as shortcomings in competences.

Managerial expertise is one of the basic elements of a decision support system in an
organization.In the case of hospitals, the situation is more complicated than in other
companies. This is due to the specific nature of the organization in which representatives of
the medical management function, with staff mainly at the low and medium level of the
organizational structure. A not uncommon scene is that of the appointment of a medically
qualified person to the position of Managing Director. Of course, the Medical Director
position is always a representative of the "white staff."”

It is important to note the scope of the medical practice code, and basic medical
knowledge required to prepare for the provision of medical services.

2 STRUCTURE OF MEDICAL PERSONNEL

The vast majority of modern hospitals are organized in a traditional fashion, based on a
vertical management structure, in which there are three levels of management. The main
organizational units are based on the division of the organization and can be seen as branches,
which may be a hospital department, laboratory or clinic. They are based on the unit's net
employment, creating cells of focused professionals with the same or similar qualifications,
with putting an ordinator or department manager at their head.

The organizational structure of a typical hospital can be divided into three key groups of
employees. First of all administrative staff (at all levels of management and administration of
the hospital). Secondly, health professionals, which include: doctors, nurses and midwives
(representing various professions, however, due to the fact that perform a similar function
and tasks of the organization, they fall into one professional group)®, laboratory
diagnosticians, pharmacists, physiotherapists and physical rehabilitation specialists,
paramedics and medical technicians and persons practicing other paramedical professions.
The third group comprises of technical, support and service staff.

Health professionals, especially doctors and nurses, are most strongly represented in the
commercial medical treatment entities (previously non-public health care), where they
account for almost 90% of personnel.

In the hospitals surveyed, medical representatives account for 50-60% of employment.
Through this, their position in the organization is certainly dominant, aided by the fact that in
both groups of professional employees, individuals are strongly related to each other by the
formation of so-called "mutual support groups" or “interest groups"®. This results in a
significant impact on the functioning of hospitals.

Such thinking was conducive to social organizations and trade unions, which fought to
meet the needs of doctors and nurses but neglected the rest of the healthcare workers, thereby
antagonizing them against each other. This phenomenon is all the more apparent today, and
the interests of a single professional group are the subject of intense media coverage. Of
course Polish health care has never been among the best-paid of industries. Even today

5 The same position is represented by the legislation in the Act dated. 15.04.2011 on the therapeutic activity
(Dz.U.11.112.654 as amended.) Article 2 paragraph 2 pt. 3 states that for the purposes of the law, a midwife should be
understood as a nurse.

® See: M. Kesy, Diagnoza procesu komunikacyjnego oraz propozycja restrukturyzacji w Hospitalach na podstawie badar
wlasnych [w:] Kapital ludzki oraz informatyczne systemy wsparcia w procesie zarzadzania przedsigbiorstwem, A.
Antonowicz (red.), Wydawnictwo Wydzialu Zarzadzania Uniwersytetu Gdanskiego, Sopot 2011, s. 144-150.
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doctors, nurses and midwives, as well as representatives of other healthcare related
professions, are not among the best-paid professions. Often, high salaries for physicians are
associated not with their high basic salaries, but with work on many concurrent full-time jobs,
in various forms (eg on the basis of civil law contracts, contracts with medical practitioners),
and practice hours far exceeding safe working standards. As a result of this it may be argued
that there is a constant reason to constantly put forth the medical staff wage demands, further
antagonizing the groups.

The existence of separate occupational groups in the hospital (though sometimes with
converging interests) leads to the formation of intergroup relationships, the result of which
can be positive, but is more often negative in relation to the interpersonal relationships
between the representatives of professional groups.

The positive effect of such relationships is to strengthen the working relationships,
increase job satisfaction, a sense of the importance of work and participation in the
organization. Negative results may include antagonized relationships, negative stereotypes
being produced as a result of the struggle for divergent interests, the influence of perceived or
non-existent relationships, as well as the desire to control different financial issues.

In the outlined environment, organizational and relational representatives of a group of
medical personnel function in management positions. Thus, every manager of a group within
medical and nursing care must show great resources of knowledge and managerial skills in
order to organize and manage employees, and for the pursuit of tasks by specific individuals
or cells.

3 RESEARCH METHODOLOGY

Before conducting any research, regardless of the primary or secondary nature of the
source, studies should be conducted on the basis of the available literature and knowledge of
the subject in order to build a research hypothesis to be tested.

In this paper, the research hypothesis was formulated as follows: Do medical staff have a
need for improvement of managerial knowledge? The effect of such a hypothesis is to build
main objective cognitive tests to diagnose the determined demand for managerial expertise by
medical personnel, broken down into the categories of doctors and nurses.

The field of research is determined on this basis. In this case, the level of demand for
management knowledge was considered. The subject of the study is two groups of
professional medical personnel: doctors and nurses.

Then, the researcher described the research group, for which the research sample was
restricted to six hospitals. Each analysis comprised of 20% of employees belonging to the
group of doctors or nursing staff. In total, the sample was 328 employees from selected
locations. A detailed breakdown is shown in Table 1.
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Table 1. Size of research groups

No. Size of Size of Nurses Size of research sample
Doctors group | group
Doctors Nurses Total
1 Hospital A 95 240 19 48 67
2 Hospital B 80 160 16 32 48
3 Hospital C 77 180 15 36 51
4 Hospital D 70 150 14 30 44
5 Hospital E 85 210 17 42 59
6 Hospital F 74 170 15 34 49
Total | 481 1110 106 222 328

Source: Own work on the basis of empirical research.

Difficulties in implementing research in hospitals, due to limited access to employees, as
well as a notable dislike and distrust of medical personnel in relation to research, required the
careful selection of research methods and tools.

In order to study indirectly, without the direct participation of the researcher, a
questionnaire was selected as the best tool for the purpose, using the survey method’. The
scope of the study covers a time period of four months from February to May 2012.

Of the 328 surveyed doctors and nurses, the questionnaire was returned by 63 physicians
and 99 nurses. In total, the researcher achieved return of 49.4% for the entire study sample.
Among physicians, 59.4% completed the survey, whereas 44.6% of the nurses responded
positively to the test and returned the questionnaire. This result can be interpreted in two
ways. Firstly, among nurses there is growing frustration with the level of remuneration
relative to the range of competence. This phenomenon has been noted and unresolved for
many Yyears. Secondly, nurses have more responsibilities and are a group of staff who
continue to complain about the lack of time and excessive tasks.

In this section, the researcher checked the correctness of the returned surveys. Due to the
simple language and the small number of questions (the questionnaire consisted of two
pages), there were no rejected or unsuccessful results. All the surveys were included in the
further analysis.

Analysis of the test was preceded by the use of coded results (numeric entry) and their
entry into a spreadsheet. Statistical analysis of empirical research was conducted using
formulas based on the results.Then, a graphical analysis of the primary data was prepared, as
presented in subsequent parts of the publication.

The researcher decided against the next steps, involving the validation of the original data
by repeating the research to seek inconsistencies and conducting quantitative research. This
should be carried out in the form of Delphi qualitative research methods. However, due to
organizational and economic impossibility, it was abandoned this stage of research.

4 THE NEED OF DOCTORS FOR MANAGERIAL KNOWLEDGE

On the basis of specialized literature and interviews conducted with experienced
executives possessing many years of experience, it can be assumed that within managerial
knowledge, seven areas of expertise stand out. These consists of: health care finance,
marketing, law, accounting, hospital management and employee management.

" See: G. A. Churchill, Badania marketingowe. Podstawy metodologiczne, Wydawnictwo Naukowe PWN, Warszawa 2002, s.
350-391.
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Table 2 presents data showing the expertise ranges chosen by doctors. The doctors studied
were allowed to choose more than one answer. Among sixty-three subjects, two chose five
possible responses, whilst five of the respondents marked four answers. Twelve respondents
indicated three areas of knowledge, eighteen chose two answers, and the remaining twenty six
people indicated a single answer. Most people chose improved knowledge of staff
management and health care marketing. Less frequent were issues of science, and the strictly
economic healthcare accounting and finance.

Table 2. Thematic areas of supplementary managerial knowledge for doctors

No. Nature of response Quantitative structure of responses Structure of responses [%]
1 Healthcare Finance 18 14,1
2 Marketing 23 18,0
3 Law 21 16,4
4 Accounting 17 13,3
5 Hospital Management 21 16,4
6 Human Resources Management 28 21,8
Total | 128 100,0

Source: Own work on the basis of empirical research.

The next table shows the self-esteem of doctors, the results of which may not be entirely
true, bearing in mind the characteristics of error research methodology. This is due to
respondents giving a direct answer relating to the definition of managerial knowledge in those
areas which they want to develop. Some people may inflate the results in order to appear
better in the eyes of others. However, the research results obtained show for doctors, the self-
motivated need for improvement of managerial competence is very low.

It can be concluded, on the basis of prior research, that doctors are largely oriented
towards earning and increasing their knowledge of the professional code®. They do not have
time for other actions and are not interested, therefore the importance of such issues is
diminished.

Comparing the results in Table 2 and 3, the conclusion was reached that doctors act to
increase managerial expertise as required by law or because they want to obtain a document
confirming knowledge. Less often they are actually interested in knowledge for jobs in
managerial positions because they do not have the time and/or are more interested in issues
possibly useful in their current position.

Table 3. Degree of self-fulfilment of managerial knowledge by doctors (press)

No. Nature of response Quantitative structure of responses Structure of responses [%]
1 Never 23 36,6
2 Rarely 21 33,3
3 Sometimes 12 19,0
4 Often 7 11,1
5 Very Often 0 0,0
Total | 63 100,0

Source: Own work on the basis of empirical research.

In Table 4, aggregate data was posted concerning managerial knowledge to classify the
system from most to least desirable in theory. To sum up the values of all ranges of

knowledge within the group the following formula was used:

8 Reference to earlier studies




¥ Knowledge level = ((Ly x5) + (Lyx4) + (L1 x3) + (L1 x2) + (Lix 1)) + ((Ly1 x5) + (L2 X
A+ (Lox3)+(Lox2)+(Lox1)+...+((Lyx5) +(Lnx4) + (Lyx3) +(Lyx2)+ (LnX
1)

where N represents the range of knowledge and Ly is the number of responses indicated;
numbers in the range of 1-5 mean self-evaluation of knowledge.

By analyzing information from Table 4, it can be noted that the priority group is the
psychology of management theory (PZ). Among the top ten most popular areas of knowledge
as many as seven (all) belong to the PZ group. This is followed by the groups Change
Management (ZZ), Marketing and Quality (MiJ) and Financial Management (ZF). The
smallest number of medical staff reported the need for the range of knowledge that is included
in Information Management (ZI), Supervision of Infrastructure (Nnl) and Personnel
Management (ZK).

Table 4. Supplementary knowledge fields for Doctors

No. Nature of Response Field Sum | Score
Symbol per
person
1 communication with patients PZ 262 | 4,16
2 ability to resolve conflicts PZ 259 | 4,11
3 communication with superiors or subordinates PZ 257 | 4,08
4 ability to deal with stress and difficult situations Y4 254 4,03
5 ability to negotiate Pz 254 | 4,03
6 quality of treatment MiJ 252 | 4,00
7 communication with colleagues PZ 251 | 3,98
8 development of internal hospital relationships (horizontal and vertical) PZ 250 | 3,97
9 knowledge of legislative changes relating to the health sector Y4 250 | 3,97
10 employee management PZ 237 | 3,76
11 remuneration system ZF 236 | 3,75
12 service processes, including the availability of services and waiting time for service | MiJ 236 | 3,75
13 external image of the hospital MiJ 235 | 3,73
14 ability to use internal computer programs Zl 233 | 3,70
15 settlement with the National Health Fund ZF 233 3,70
16 ability to bring about change in the organization 2z 230 | 3,65
17 employee motivation ZK 227 | 3,60
18 knowledge of the principles of mentoring and coaching (partnership relationship | ZZ 227 | 3,60
between mentors and learners, supporting subordinates for success)
19 control of income and expenditure ZF 226 3,59
20 time management expectations for the provision of health MiJ 225 | 3,57
21 supervision of entrusted property (eg, medical equipment) NnM 219 | 3,48
22 knowledge of workflow procedures ZI 219 | 3,48
23 employee evaluation ZK 216 | 3,43
24 security of personal data processing Zl 216 | 3,43
25 development of training ZK 213 | 3,38
26 budgeting ZF 213 | 3,38
27 planning of infrastructure investment (in medical equipment or real estate) NnM 209 | 3,32
28 promotion and dismissal ZK 208 3,30
29 recruitment ZK 198 3,14

Source: Own work on the basis of empirical research.

These results show that, according to doctors, the priority is the improvement of
managerial knowledge in the field of psychology and educational management.

Next, the training should include knowledge of the following areas: Marketing and
Quality and Change Management. In the case of other groups, a single range of knowledge,
not the whole area of knowledge, was selected. This is due to the preferences of physicians
associated with the knowledge they need now, usually resulting from their current
professional duties and lack of possibilities to prepare for leadership roles. Therefore, the
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greatest interest among physicians is soft knowledge, useful in interpersonal relations with
superiors, colleagues and patients.

Table 5. The need of doctors for supplementary knowledge in healthcare related fields

No. Nature of Response Total Unit of evaluation Individual degree of
evaluation
1 Psychology of management 1770/7 2529 4,01
2 Change Management 961/4 240,3 3,81
3 Marketing and Quality 948/4 237 3,76
4 Financial Management 921/4 230,3 3,65
5 Information Management 668/3 2227 3,53
6 Supervision of infrastructure 428/2 214 3,40
7 Human Resources 1062/5 2124 3,37
Management

Source: Own work on the basis of empirical research.

5 THE NEED OF NURSES FOR MANAGEMENT KNOWLEDGE

In the case of the group of professional nurses, the most commonly chosen areas of
managerial knowledge were employee management and the law. However, interest in the
human aspect of the profession is much more pronounced than in the case of doctors. This
may result in greater motivation to improve knowledge on the part of nurses. There are
similarities between the two professional groups regarding the reasons why an interest in
human resource management is important.

In the case of nurses, least popular are accounting and finance. In their view (held by both
management and staff) accounting issues are assigned to the main accounting and economic
director's staff. Due to the range of subjects at different levels of the organization, knowledge
related to human resource management, hospitals, marketing, or law is useful to health
professionals.

As presented in Table 6, the total score is much higher than the number of respondents.
This is due to the fact that the questionnaire is a multiple choice test and respondents chose
the proposed areas of expertise. As a result, fourteen people chose five areas of knowledge,
eighteen employees were interested in four ranges. The next twenty-five people appointed
three answers. The largest group comprised of thirty-three people who chose two areas of
knowledge. Nine employees of those surveyed pointed to one of the theory groups.

Table 6. Thematic areas of supplementary managerial knowledge for nurses

No. Nature of response Quantitative structure of responses Structure of responses [%]
1 Healthcare Finance 32 11,0

2 Marketing 46 15,8

3 Law 56 19,2

4 Accounting 27 9,2

5 Hospital Management 41 14,0

6 Human Resources Management 90 30,8

Total | 292 100,0

Source: Own work on the basis of empirical research.

Another plane of analysis was the self-motivation of nurses to raise awareness of the level
of managerial knowledge in the analyzed areas. These activities are "in their own hands" that
is, they are without undue formalization and not requiring evidence of their knowledge. Thus,
a person can improve knowledge, but the effect is uncontrolled and the results can only be
assessed in practice.
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The results in Table 7 allow the low level of motivation among the representatives of the
nursing group to be noted. However, unlike doctors, the reason for the reluctance to
supplement managerial knowledge in this group of professionals was limited opportunities for
promotion to management positions for nurses. Traditionally nurses hold positions of
departmental chief nurse, or very rarely, the position of Medical Director. In addition, they
consider that they do not need to improve their skills.

This is different in the case of a formalized method of improving knowledge, through
training or other forms of education. By participating in organized training, nurses acquire
documents that are considered by them as the exponent of their abilities, and are respected by
representatives of other professional groups (especially doctors), showing that they can be and
are equal, or are at least becoming more equal.

Table 7. Degree of self-fulfilment of managerial knowledge by nurses (press)

No. Nature of response Quantitative structure of responses Structure of responses [%]
1 Never 33 33,3
2 Rarely 44 44 .4
3 Sometimes 16 16,2
4 Often 5 51
5 Very Often 1 1,0
Total | 99 100,0

Source: Own work on the basis of empirical research.

In Table 8, aggregate data concerning managerial knowledge was posted, which ranked
from the most to least desirable scope of knowledge. To sum up the values of all ranges of
knowledge within the group, the following formula was used:

> knowledge level = (L1 x5) + (L1 x4) + (L1 x3) + (L1 x2) + (L1x 1)) + (L1 x5) + (L. x 4)
+(Lax3) + (Lax2) +(Lox 1))+ ... +((LnXx5) + (LnXx4) + (LnXx 3) + (L X 2) + (LnX 1))

where N represents the range of knowledge and Ly is the number of responses indicated;
numbers in the range of 1-5 mean self-evaluation of knowledge.

In analyzing the information in the table below, it can be noted that the priority group is
the psychology of management theory (PZ). Among the top ten most popular ranges were six
knowledge groups that are components of PZ, followed by the following groups in order of
knowledge - Marketing and Quality (MiJ), Change Management (ZZ) and Information
Management (ZI1). The smallest number of medical staff reported the need for the range of
knowledge that form part of Personnel Management (ZK), Supervision of Infrastructure
(Nnl) and Financial Management (ZF).

Table 8. Supplementary knowledge fields for nurses

No. | Nature of Response Field Sum | Score per
Symbol person
1 communication with patients pz 414 4,18
2 ability to deal with stress and difficult situations 7 413 4,17
3 ability to negotiate Pz 403 4,07
4 ability to resolve conflicts Pz 401 4,05
5 communication with superiors or subordinates pz 397 4,01
6 communication with colleagues pz 396 4,00
7 quality of treatment MiJ 393 3,97
8 development of internal hospital relationships (horizontal and vertical) Pz 389 3,93
9 knowledge of legislative changes relating to the health sector zZ 386 3,90
10 service processes, including the availability of services, waiting time for service | MiJ 383 3,87
11 external image of the hospital MiJ 382 3,86
12 time management expectations for the provision of healthcare MiJ 382 3,86
13 employee motivation ZK 379 3,83

-59-



14 ability to use internal computer programs ZI 371 3,75
15 development of training ZK 369 3,73
16 employee management PZ 367 3,71
17 employee evaluation ZK 364 3,68
18 promotion and dismissal ZK 363 3,67
19 security of personal data processing ZI 360 3,64
20 ability to bring about change in the organization 2z 359 3,63
21 remuneration system ZF 359 3,63
22 supervision of entrusted property (eg, medical equipment) NnM 356 3,60
23 knowledge of workflow procedures ZI 354 3,58
24 knowledge of the principles of mentoring and coaching (partnership relationship | ZZ 341 3,44
between mentor and learner, supporting subordinates for success)
25 settlement with the National Health Fund ZF 326 3,30
26 planning of infrastructure investment (in medical equipment or real estate) NnM 319 3,22
27 control of income and expenditure ZF 318 3,21
28 budgeting ZF 312 3,15
29 recruitment ZK 312 3,15

Source: Own work on the basis of empirical research.

These results show that for nurses, the most desirable range of expertise is in the area of
the psychology theory of management. The reason for this is not their "leadership ambitions”,
but the usefulness of knowledge and skills in the performance of tasks resulting from current
professional duties.

Table 9. The need of nurses for supplementary knowledge in healthcare related fields

No. Nature of Response Total Unit of evaluation Individual degree of evaluation
1 Psychology of management 276717 395,3 3,99
2 Marketing and Quality 1540/4 385 3,89
3 Change Management 1499/4 374,8 3,79
4 Information Management 1085/3 361,7 3,65
5 Personnel Management 1787/5 357,4 3,61
6 Supervision of infrastructure 675/2 337,5 3,41
7 Financial Management 1315/4 328,8 3,32

Source: Own work on the basis of empirical research.

The main difference in the reported needs of managerial knowledge between doctors and
nurses is the position of group financial management expertise. For doctors this area of
knowledge is important, and feel more of the nurses need to improve the theory of finance.

6 CONCLUSION

When analyzing the demand for managerial expertise by medical personnel the specific
characteristics and the subjects of significant importance and impact on the functioning of the
medical organization’s staff must be taken into account.

Medical staff are largely not prepared for leadership roles. Considered as a group, doctors
are slightly better prepared than nursing care staff, the reason for which is characterized by a
greater awareness and a desire to supplement management knowledge. This may be due to the
increased opportunities for promotion or increased awareness of the need to have specific
areas of management knowledge. The nursing group is mainly focused on the knowledge and
skills that can be developed in the field of psychology of management.

However, representatives of both professional groups are focused on the acquisition of
knowledge and skills useful in accomplishing operational tasks; the provision of medical
services, quality of treatment and patient support. Only doctors who held a managerial
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position in the adjusted empirical research needed to improve knowledge management
responsibilities. This includes training in financial management and employees management.

In conclusion, it is difficult to convince medical staff to improve their managerial

knowledge unless they have such a need. This research suggests conducting workshops
focused on relationship-building skills, internal communication in vertical and horizontal
contact with patients, the ability to argue and transparently and comprehensibly to explain the
set of diagnoses, as well as dealing with conflict situations and stressors.
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DEVELOPMENT OF CO-OPERATIVES THROUGH MERGERS AND
ACQUISITIONS ON THE EXAMPLE OF POLISH CO-OPERATIVES

Izabela Konieczna

Abstract

Market development and increased competition from foreign corporations and Polish
companies has caused that in recent years on the Polish market has increased the number of
mergers and acquisitions cooperative. The aim of the article was to show possible ways of
business development, with particular emphasis on mergers and acquisitions, which in
addition to strategic alliances, are one of the ways of the external development. The aim of the
article was also an identification of goals that are taken by the cooperatives in choosing this
method of development.

Key words: co-operatives, company development, mergers and acquisitions

1 INTRODUCTION

Cooperatives, as well as other companies aspire to the development basing on a specific
development model. They can opt for internal development, which is implemented through
the expansion of existing facilities and greenfield investments or they can go in the direction
of external development deciding to expand capacity through mergers, acquisition of other
businesses or parts thereof, as well as by entering into strategic alliances. Cooperatives
selecting an external development are seeking to strengthen its position in the market,
increase national or local market share, as well as they want to enter new markets.

2 WAYS OF DEVELOPMENT OF THE COMPANY

Co-operatives, as well as other enterprises to grow must recognize new market opportunities
and, consequently, take on new challenges. They are looking for solutions that will contribute
to their development based on the particular model (Fig. 1).

Management areas 1\Objectives
. The ability to survival
Normative management

Identity and development J\
. Strategic Competitive
Competitiveness management position A
. Operational Liquidity
Effectiveness and management and profit

efficiency

2
2
<

\ 4
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Fig. 1. The general model of enterprise development management (Machaczka, 2001).
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The company, basing on a specific model of development determines the choice of sources of
obtaining the resources needed to implement the strategic plan. It may opt for internal
development when the strategy is based on building its own resources or external growth
when is looking for strategic resources in other economic actors (Fig. 2).

h [ expansion of |
existing
Internal facilities
development .
greenfield
\ investments
[ —
Ways of
| development / mergers
External .
development acquisitions
D — strategic
alliances

Fig. 2. Ways of development of enterprises (Romanowska, 2009).

Internal development is the expansion of the company through the expansion of existing
business such as increasing employment, renovations, purchase of new production lines,
invests in new technologies and methods of production organization. Another form of internal
development is to build a new business from scratch and incorporation it into the
organizational structure of the company or the parent company, namely greenfield
investments. Greenfield investments consist of the construction of production facilities, as
well as the distribution network, logistics centers and other businesses or parts of performing
the entire value chain or a selected link. An alternative to the development of the expansion of
facilities or greenfield investments is the external development, namely the expansion of the
potential through mergers, buying other businesses or parts thereof, as well as by entering into
strategic alliances (Romanowska, 2009), wherein the strategic alliance is defined as the co-
operation between actual or potential competitors having an impact on the situation of other
competitors, suppliers or customers in the same or related sectors (Romanowska 1997).

Each organization making a choice between internal and external development must take into
account the benefits and costs of their choice. Reasons for choosing a particular method of
development are many. Some of them bring closer performed studies that show that the
internal development requires a long time to get a return on investment, and it may prove to
be more expensive than the acquisition or purchase of another company. In addition, existing
barriers to entry may require incurring more expenditure than the purchase of an ongoing
business. Disincentives to acquire relate to (1) the unavailability of potential acquisition
candidates, (2) the size of the premium that an acquirer may need to pay to the shareholders of
the target firm, (3) the transaction costs that will be incurred in the purchase (Singh,
Montgomery, 1987).
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3 MERGERS AND ACQUISITIONS AS THE WAY OF THE
EXTERNAL DEVELOPMENT OF THE COMPANY

The merger is the creation of a new legal entity as a result of the consolidation or
incorporation, if the acquired company is incorporated in the acquiring entity losing legal
personality (Suszynski, 2003).

The acquisition is the purchase by a company the whole or a majority stake of another
company, namely taking the control by the buyer over the acquiring company (Romanowska,
2009).

The process of merger or acquisition of companies can run two ways, namely, friendly and
hostile acquisition. In the first case, the plan of merger or takeover is being considered by the
boards of both entities, which define the terms of the transaction agreement. If they come to a
settlement, the proposal is submitted to the shareholders of the company or co-operative
members for approval. Whereas in the second case, the transfer of ownership of and control
over it is against the will of its current board (Fragckowiak, Lewandowski, 1998).

Among the reasons of mergers mostly in the literature are mentioned (Sierpinska, 1999):

« synergy, which is reflected in the fact that the value of the merged entities expressed as the
value of shares in the newly formed entity should be higher than the total value of the
shares of individual entities before the merger;

e economies of scale, that lead to lower unit cost of production by increasing the scale of
production;

« economies of scope activities, that express the ability to produce a wider range of products
or the provision of a wider range of services, using the combined set of manufacturing
components;

« the benefits of vertical integration, which are associated with increased control over
economic processes through the expansion of the business in the direction of sources of
raw materials and towards the end buyer of finished products;

« increase market share or acquire new market;

 excess cash, which is the result of 1) the purchase of shares of other companies, leading to
a merger or 2) acquisition of a company having excess cash by another entity;

 underestimated value of incorporated company, which occurs, when the entity that is taken
over, has unused potential of saving cost, increasing sales and profits;

o tax benefits resulting from the acquisition of loss-making company, which will reduce
taxable income;

« growth of the company;

« the use of modern technology - the acquisition is the result of a desire to expand its
technological advantage, or in the case of backward-tech company is the wish to strengthen
their competitive position;

« benefits from a diversification, both geographically and product;

« government policy and exchange rates;

« political and economic stability of the country (in the case of international mergers);

« ability to obtain productive factors, which relate to the supply of raw materials, and in the
case of international mergers also attract cheaper labor than in their own country;

« follow the client.

In mergers and acquisitions motives are different depending on the transaction process, which
means that the others are taken into account by buyers and sellers (tab. 1).
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Tab. 1. Motives of buyers and sellers in mergers and acquisitions (Frackowiak, 2009)

Motives of buyers in mergers and acquisitions Motives of sellers in mergers and acquisitions
The group of Specific motives The group of Specific motives
motives motives
Technical and Increasing the effectiveness of Strategic motives | Obtaining a desirable partner
operational management: Defense against hostile takeovers
motives e Acquiring more effective Limiting the possibility of
executives independent development
e Elimination of inefficient Improvement of competitiveness
executives
Operational synergy:
e Economies of scale
e Complementarity of resources
and skills
¢ Reduction of transaction costs
¢ Benefits of technical integration
Market and Increase in market share Administrative Sales precept issued by the state,
marketing Increasing the value added motives e.g. antitrust
motives Elimination of competition
Complementarity of products
(markets)
Diversification of business risk
Entry into new business areas
Financial The use of excess funds Financial Financial losses of the object of
motives Increasing capacity for debt motives disinvestment
The acquisition of cash The reorganization of the
Reduction of the cost of capital investment portfolio
Tax benefits Diversification of investment
Underestimation of the value of portfolio
the acquired company: Favorable operating conditions for
e Underestimation of the market smaller businesses
« Improved valuation of the Liquidation
buyer
Executives’ The increase in executives’ Executives’ New executive positions
motives salaries motives Greater freedom of action
The increase in prestige and
power
Reducing the risk of management
Increasing freedom of action

4 MERGERS AND ACQUISITIONS OF CO-OPERATIVES IN
POLAND

Co-operative may, at any time, merge with another co-operative on the basis of resolutions of
the general meetings of the merging co-operatives, taken by a majority of 2/3 of votes, which
regulates the Polish co-operative law. Other companies that are not co-operatives may also be
purchased by the co-operatives. However, mergers and acquisitions in the co-operative are
more complicated. This is due to the dual nature of co-operatives, namely, associations and
companies. As a result, in order to carry out the process of merger or acquisition, it is
necessary to take into account the interests of affiliated persons, and in particular, the benefits
felt by them.

Although the consolidation of co-operatives in the Polish market is not new, in recent years as
a result of market development, competition from foreign corporations and Polish companies,
was increasing the number of mergers and acquisitions among co-operatives. Such actions are
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designed to make the development of co-operatives. Striving for the development of co-
operatives is based on different goals to be achieved through mergers and acquisitions, e.g.:

strengthen the position in the market (e.g. OSM Pigtnica);

increase market share in the Polish nationwide (e.g. Spomlek, OSM Krasnystaw);

increase the share of the local market (e.g. OSM Krasnystaw);

enter new markets (e.g. Mlekovita, ,,Spotem” PSS Turek);

reduction of trade costs as a result of the renegotiation of existing trade agreements and
verification of sources of supply of goods and reduction the number of suppliers (e.g.
»Spotem” PSS in Ketrzyn, ,,Alfa” in Olsztyn, merger of ,,Spotem” PSS in Olsztyn with
»Spotem” PSS in Mragowo);

reduction in operating costs through joint and complementary trade offer (e.g. SM
»oudowia” and OSM in Blonie);

savings in overhead expenses and employment in administration (e.g. ,,Spotem” PSS Turek
and GS ,,Samopomoc Chtopska” in Rychwata);

achieving optimal financial results. The result of the acquisition SM in Elblagg by Spomlek
was an increase in revenue by about one third, while the turnover of GS “Samopomoc
Chiopska” in Zembrzyce in the first month after the merger with GS “Samopomoc
Chtopska” in Andrychéw doubled, and in less than a year increased 10-fold. A similar
situation occurred in the case of acquisition by the “Spotem” PSS in Olsztyn following co-
operatives: ,,Spotem” PSS in Mragowo, ,,Spotem” PSS in Ketrzyn, ,,Alfa” in Olsztyn. A
year after the merger dynamics of the total sales revenue amounted to 148%, while gross
profit was two times higher than the sum of all co-operative financial results prior to the
merger;

increased opportunities to develop farms for members of the co-operative (e.g. OSM
Pigtnica and SM Ostroteka, as well as Mlekpol and Rolmlecz);

obtaining the highest possible prices for milk of the highest quality by the members of the
co-operative (e.g. merger of Spomlek and SM in Elblagg, as well as Mlekpol and
Rolmlecz);

technical and technological development (e.g. Rolmlecz);

increased investment expenditure in the modernization of existing technical facilities and
the purchase of new equipment (e.g. ,,Spotem” PSS in Mragowo, ,,Spotem” PSS in
Ketrzyn, ,,Alfa” in Olsztyn);

modernization and focus on specialization in production (e.g. after the acquisition by
Mlekpol: Augustowska SM, SM “Sejnmlek”, SM “Osowa”, OSM in Zambréw, OSM in
Mragowo, “Kurpianka”);

cover losses arising prior to the acquisition (e.g. Podhalanska SM);

workers higher wages (e.g. Matopolska Spotdzielnia Handlowa ,,WIZAN”);

the price increase of liter of milk due to the recount of supplies of raw materials in
accordance with the price list of the acquiring co-operative (e.g. Elblaska SM);

rise in seniority bonuses for employees of the co-operative taken over for worked years to
such a height how receive employees of the acquiring co-operative (e.g. SM in Elblag).

SUMMARY

In view of the difficult situation, especially for cooperatives, related not only to the

increasing expansion of foreign companies, but also competition from Polish companies,
mergers and acquisitions are an opportunity for cooperatives to survive by protecting some of
them out of bankruptcy, and for others are an opportunity for development. There are many
reasons why cooperatives decide to develop by mergers and acquisitions. Main aims which
are taken into account by the Polish co-operatives are: strengthening its position in the
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market, increase market share, entering new markets, reduction of cost, achieving optimal
financial results, benefits for members of the co-operative, technical and technological
development, modernization and focus on specialization in production, and benefits for
employees.
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THE IMPACT OF CUSTOMER SERVICE QUALITY ON THE
CUSTOMER EXPERIENCE MANAGEMENT (CEM)

Pawel Sawicki

Abstract

The article presents growing meaning of Customer Experience Management. In order to
introduce theme it is shown the origin and the essence of this concept. It also presents the
impact of customer service quality on the Customer Experience Management. Publication
describes the implementation process of customer experience management in organization
and the resulting benefits as well.

Keywords: quality, service, customer experience, management

1 INTRODUCTION

The success of each business is not possible without a client. However, if the companies
would like to interest customers in their product and therefore beat the competition, they have
to pay special attention to their needs. At the time of economic downturn (the crisis) — the
more saturated and competitive market, the harder it is to exist in the minds of customers and
stand out favorably from the competition. It is significant for the company to understand that
the customer: 1. Is the most important person for the company; 2. Is not dependent on the
company; 3. Is the purpose of the company; 4. Doing kindness when he comes; 5. Is part of
the organization; 6. Is not just statistics, but feeling, alive man; 7. The purpose of the
organization is to meet the customer needs with which he comes to the company; 8. Deserves
attention and kindness, 9. Is the essence of each business. [Graczarczyk, p. 13]. Only fully
understanding and implementing such approach in the company will make customer
interested in our offer. However, in times when the client is daily exposed to thousands of
marketing messages, it is not enough to carry out an effective marketing campaign, you need
to take care of his experience. I. McAllister, former President and Managing Director of Ford
Motor Company, Ltd. said: "In the eighties, quality was a hallmark. In the nineties — brand.
I believe that in the first decade of the twenty-first century will be distinguishing customer
experience."[Kreft, p.42]

2 THE NATURE OF CUSTOMER EXPERIENCE MANAGEMENT

The experience is every contact, every interaction which customer has with the brand/
material product/service. Literature provides us with many similar definitions of customer
experience. C. Shaw and J. Ivens define customer experience as "the interaction between the
organization and the customer. It is the combination of the company's activities, stimulated
senses and caused emotions confronted in an intuitive way with the subjective expectations of
the customers in all moments of contact. According to another definition “experience is
impression formed by contacts of people with tangible products, services and business-
perception created when people consolidate sensory information [Kreft, p 64]. M. Kreft
Boguszewicz forming his own definition, identifies four characteristics of the experience:

1. Experience is a derivative of all customer contacts with the organization.
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2. The experience consists of companies acting on the customer senses, emotions,
intellect and perception as a result.

3. Experience is shaped by the confrontation of these elements with the expectations
of customers.

4. Particularly valuable for the company is to create such experience that will
engraved in the memory of the client. [Kreft p.65]

Slight impression may form an opinion about the company and decide on the success or
failure, because more and more often companies manage their customer experience. Thus
companies are increasing customer's loyalty, and therefore their income. Red Lobster
Restaurant example:

"Washington, Sunday afternoon. To the waiter who is standing in the doorway of
restaurant approaches a customer of premises. He is asking about the nearest shoe store with
concern, pointing the ragged shoelace. The waiter is neither ignoring him, nor describing the
way to the supermarket - instead of it he is bending down, untying his laces and giving to the
customer. What is happening next? Guest, who was helped by the waiter, is coming to the
same restaurant with his family next weekend. He is relating about his adventure with friends.
One of them tells the story in a book concerning the relationship with the customer, and thus
local Red Lobster Washington has become known all over the world. "[4]

This experience will leave a lasting memory of each client. Therefore, organizations strive to
design and manage them. Each company should offer customer the experience, which he
desires. The goal of CEM is to move customers from satisfied to loyal and then from loyal to
advocate. Traditionally, managing the customer relationship has been the domain of Customer
Relationship Management (CRM). However, CRM strategies and solutions are designed to
focus on product, price and enterprise process, with minimal or no focus on customer need
and desire. The result is a sharp mismatch between the organization’s approach to customer
expectations and what customers actually want, resulting in the failure of many CRM
implementations. J. Kamienski distinguishes several key elements, so that the company can
effectively manage the customer experience [4]:

1. Support actively the implementation of CEM - the whole organization, including
serial staff and chief must actively involved in the implementation of CEM.

2. Make sure that everyone knows their job and fully supports them — it is not
enough to make one marketing department realized CEM process. The
implementation must involve all cells of company.

3. Focus on key customers — every organization should be aware of which group of
customers is crucial, as it offers the greatest profits.

4. Design experience in the contact points of company — client — it is important that
the company is able to identify the contact points where the customer interacts
with the company.

5. Training people — they need to know what the company promises — it is necessary
to carry out special training to help employees understand what the company
promises.

6. Develop CEM and measure customer experiences and your own ability to deliver
it. measuring and managing activities that directly affect the customer experience
is the key.
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7. Create a consistent customer experience management system — about the
effectiveness of the CEM implementation, we can speak only when it becomes
part of the organizational culture of the company.

Experience Management is a continuous process. It has to be repeated to ensure and
maintain the company's ability to meet customer expectations. (Figure 1)

CUSTOMER
EXPERIENCE
AUDIT

EXTERNAL
COMMUNIC
-ATION

Development
promises for
customer

PROMISE

PEOPLE

PROCESSES
SFRVICF

INTERNAL Design
COMMUNIC customer
-ATION experience

Figure 1. Process of customer experience management in organization.
Source: Kamienski, J.: Zarzgdzanie doswiadczeniami klientow: gra o lojalnos¢
I zaufanie, Think Thank Magazin, nr 2/2009

The first step in the process is to audit the customer experience. At this stage, it is necessary
to examine the customer experience to our organization, how would he rate our organization,
what are the common points of contact. The second step is development a promise to the
customer. Brand and carrying out advertising campaign should be overlap in 100% with what
the company promises to customers. Therefore, we should know exactly what we want to
offer our customers. The third step is to design the customer experience. At this stage, all
points of contact with the client are analyzed, and then the new, desired customer experience
is described. Another fourth stage is internal communication. This is the stage which
implements all employees in the strategy of CEM. The fifth stage is the external
communication. This step allows you to start activities which are directed to the clients,
including marketing communications campaign based on designed experience. The final stage
is the audit of the customer experience. This involves an examination of how your solution
contributed to customer satisfaction and recommendations.
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3 CEM AND CUSTOMER SERVICE QUALITY -FUNDAMENTAL

RELATIONS
Customers perceive service in their own, special, unique, emotional, irrational, selfish
and completely human way. Counts only perception (T.Peters). [7, p. 21] Trying to reach an
exact definition of what makes quality is difficult. A common definition of a quality service
by A. Lawrie is:

That it is consistently fit for its stated purpose.

That it performs to agreed standards.

That it is responsive to the needs of the user.

Information

Involvement &

Reliability\ l /
Choice

Competence &

Accuracy __—p What is <«—_ Statusof
Service the User
uality ?
Effective Q y \
Empathy

Acces

/
Effective / Security &
Redress Safety

Tangible Responsiveness

Issues

Figure 2. What is Service Quality ?
Source: Lawrie, A.: Managing quality of servicel, The Directory of social Change,
London 1995, p. 56

A. Lawrie identify also quality elements of service such as [Lawrie, p. 57]:

¢ Information —The availability of information (in different formats) which explains the
organization and the services in a simply way.

¢ Reliability — The knowledge that a service will carried out exactly as agreed.

e Competence and accuracy — That the people providing the service have the required
degree of skills and knowledge to provide a service.

e Effective access —That all potential customers have an equality of access to service.

e Effective redress —When things go wrong they are able to have things put right
quickly.
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e Tangible issues and appearance —The physical appearance of the service.
The effective management of the points of contact between the company and
customer.

e Responsiveness —The ability of provide a service in a personal and thoughtful way.

e Security and safety —A freedom from danger, risk or accident. Personal security.
Confidentiality.

e Empathy —The degree to which people provided service listen to and explain things to
customer.

e Status of the customer the dignity of the service customer. The degree of respect given
to the client.

Some of this elements shows the general model of the development of customer satisfaction
with service presented by S. Tkaczyk. (Figure 3)

Verbal Personal needs Past experience

communication

A 4

Features of service Expected service Preceiving service

-empathy

quality: g quality (ESQ) quality:
-empatia, Expectations exceeded
-tangibility, ESQ< PSQ
-reliability,
-sensitivity, Expectations met
-centainty, ESQ=PSQ

(satisfactory quality)

Expectations not met
Perceived service ESQ>PSQ
—> quality (PSQ) (unacceptable)

Figure 3. General model of customer satisfaction development.
Source: Tkaczyk, S.: Quality Management selected aspects, PW, Warsaw 2010,
p.125

It is worth to find a system that will allow to arrange the factors determining the quality
of customer service in the company, and thus the management of his experience. L. Berry of
Texas A & M University found that customers rate of the service quality, taking into account
five factors [7 p.22]:

1. Effectiveness -the ability to reliably ensure what was promised.

2. Ensuring and calming - The availability of knowledge, courteous treatment of
customers and the ability to create a climate of trust, professionalism and reliability.
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3.

4.
5

The presenting -The premises look and its equipment, and the apparition of all
people in the company.
Empathy -attention and care shown to the customers.

. The response -willingness to provide rapid assistance to the customers.

All these factors are very important for proper customer service and building positive
experience. [7, p.23]

4 CO

NCLUSIONS

Customer expectations of service quality are simple and clear: present well, react
accordingly, make sure and reassure, be polite and competent, show them empathy, and above
all, be effective. Do this for what you made a commitment. Do what you promised
(L. Berry) [7, p.23] A suitable, high quality customer service is one of the key determinants of

SUCCESS.

At the same time it has a huge impact on customer experience. Creating the

appropriate quality of service may build a positive customer experience, and therefore their
loyalty and competitive advantage of the company.
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ZDROJE FINANCOVANI ROZVOJE PODNIKU
SOURCES OF FINANCING COMPANY DEVELOPMENT

Kristyna Slezakova

Abstrakt

Kazdy podnik fesi v pribéhu své existence otazku spjatou s nutnosti ziskavani penéznich
prostiedki. Z kratkodobého hlediska rozhoduje finan¢ni management o zdrojich financovani
¢innosti podniku, z dlouhodobého pohledu potom fe$i moznosti investovani do rozvoje
podniku, rozSifovani podnikatelskych aktivit. Akciova spole¢nost ma ze vSech obchodnich
penéznim, ale i na kapitdlovem trhu. Nasledujici prace se zabyva néstroji (emisi akcii
akciovymi spole¢nostmi na Burze cennych papiri Praha, a.s. a financovanim podniku
dlouhodobymi uvéry) pro financovani rozvoje podniki v Ceské republice v dobé ekonomické
recese — obdobim od roku 2007 do soucasnosti (2012).

Kli¢ova slova: emise akcii, bankovni uver, Burza cennych papirii a.s.

Abstract

Each company solves the problems connected with the necessity of obtaining funds. In the
short term, financial management makes decisions about financial sources which are needed
for the company running and in the long term, management needs to obtain financial sources
for investing in business development, expansion of business activities. Public company has,
from all of types of the companies in the Czech Republic, the widest range of options, where
the necessary capital gains. The following work is focused on the instruments for financing
development of companies in the Czech Republic during the economic recession - the period
from 2007 to the present (2012).

Key words: Equity Offering, bank loan, Prague Stock Exchange

1 DRUHY FINANCOVANI PODNIKU, AKCIOVE SPOLECNOSTI

Kazdy podnik fesi v pribéhu své existence otazku spjatou s nutnosti ziskdvani penéznich
prostiedkll. Z kratkodobého hlediska rozhoduje finan¢ni management o zdrojich financovani
¢innosti podniku, z dlouhodobého hlediska potom fesi moznosti investovani do rozvoje
podniku, rozsifovani podnikatelskych aktivit’. Akciova spole¢nost?> ma z hlediska finanéniho

-----

penéznim trhu.

! Dalsim diivodem pro opatfovani kapitalu miZe byt financovani zaloZeni podniku &i sanace podniku.

% Akciova spole¢nost je definovana v Obchodnim zékoniku, zakon &. 513/1991 Sb..

® Finan¢ni trh mé dvé& zékladni &asti — trh kapitalovy a trh pen&zni. Mezi jeho dalsi segmenty patfi trh s cizimi
ménami a trh s drahymi kovy.
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Zdroje financovani akciové spolecnosti resp. podniku lze rozdé€lit z nékolika hledisek.
Nejcast&ji se d&li zdroje financovani dle pavodu kapitalu, doby jeho splatnosti* a pavodu
poskytovatele kapitalu.

Rozlisuji se dvé zakladni skupiny zdroje kapitdlu - financovani z vlastnich zdroju a
financovani z cizich zdroji. Financovani z vlastnich zdroji lze realizovat interné, tedy
Z nerozdéleného zisku spoleénosti, rezervnich fond spole¢nosti, odpist spole¢nosti, které
snizuji vysledek hospodaieni (dochazi k uspoie dani), ztvorby rezerv (pro podnik je
momentalnim nakladem, vydajem se stane aZ v budoucnosti) a z ostatnich internich zdroju,
kterymi mohou byt likvidace nepotiebnych zasob ¢i prodej dlouhodobého majetku.

Déle Ize financovani z vlastnich zdroji provadét externé, tedy nevySenim zakladniho kapitalu
podniku, u akciové spole¢nosti emisi novych akcii. Financovanim z cizich zdroju se rozumi
ziskani pen&znich prostiedkil na zakladé dari a dotaci, emise podnikovych obligaci’,
finan¢niho ¢1 operativniho leasingu6 a finan¢niho Gvéru.

VSeobecné lze fici, Ze se podniky, Vv souvislosti s financovanim svého chodu a rozvoje,
neobejdou bez cizich, externich zdroji. Proto jsou nasledujici kapitoly vénovany emisi akeii
a dluhovému financovani.

1.1 Financovéani akciovym kapitalem

Akcie je dle obchodniho zékoniku’ cennym papirem, s nimZ jsou spojena prava akcionafe
podilet se na Fizeni spole¢nosti, na jejim zisku a likvidaénim zistatku. K tomu, aby mohla byt
akcie obchodovana na vefejnych organizovanych trzich® musi obsahovat naleZitosti
vymezené v §155 obchodniho zakoniku a akciova spole¢nost musi projit vS§emi procesy, které
uklada vefejny kapitalovy trh zastoupeny danou instituci.

Pti vzniku akciové spoleCnosti a ziskanim zdkladniho kapitdlu se majitelé spolecnosti
rozhoduji, zda budou akcie emitovat soukromé, tedy nabidnou cenné papiry k prodeji pfedem
domluvenym fyzickym & pravnickym osobam®, nebo zda emituji akcie vefejns, tedy
nabidnou své akcie na primarnim trhu cennych papird nezndmému okruhu lidi (IPO - Initial
Public Offering). Akciova spolecnost, s jejimiZz akciemi se obchoduje na vefejném
kapitalovém trhu, mize navysit svlj zdkladni kapital prostfednictvim dalSi vefejné emise
akcii (SEO - Seasoned Equity Offering).

* Rozlisuje se splatnost kapitalu kratkodoba (do 360 dnit), sttednédoba, (od 360 dnii do 5 let) a dlouhodobé
(delSi nez 5 let).

® Podnikové obligace je dlouhodoby cenny papir, s nim je spojeno pravo na splaceni dluzné &astky a povinnost
emitenta toto pravo uspokojit. Pfedem je stanoveny trok, ktery musi emitent zaplatit.

® Finan¢ni a operativni leasing se fadi k tzv. dluhovym substitutiim; jedna se o pronajem zafizeni subjektiim
leasingovymi spole¢nostmi, po uplynuti smluvené doby muze byt predmét leasingu bud’ subjektem odkoupen
nebo se stava majetkem leasingové spolecnosti.

7 Zakon &. 513/1991 Sb., obchodni zékonik.

8 Trh cennych papirii se d&li na trh priméarni (obchoduje se zde s nové emitovanymi cennymi papiry) a na trh
sekundarni (zde se obchoduje s jiz diive emitovanymi cennymi papiry na zakladé stanovené trzni cené cennych
papirt). Sekundarni i primarni trhy se dale déli na vefejné a nevetejné, pficemz vefejné sekundarni trhy se dale
¢leni na organizované a neorganizované. V Ceské republice je sekundarnim vefejnym organizovanym trhem
Burza cennych papirt, a.s., jez je povazovana za vrcholovou instituci, dale RM- Systém |, a.s..

° Toto téma je spojeno s terminem venture kapital, ndkdy téZ nazyvany jako rizikovy kapital. Zjednodugeng se
jedna o penézni prostiedky, které investor poskytne spolecnosti za pfedem domluvenych podminek (obvykle se
spolupodili na fizeni firmy).
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Pro existujici akciové spole€nosti je dalsi vefejnd emise akcii na kapitalovém trhu relativné
vyhodnym finan¢nim zdrojem. V minulosti musela spole¢nost splnit vSechny podminky,
které jsou nutné pti prvotni emisi akcii (IPO) na vefejném kapitalovém trhu, proto odpadaji
Casové a finanéné naro¢né piipravné procesy emise akcii. Pii tvorbé emisniho kurzu akcii se
v piipad¢ dalsi vefejné emise akcii vychazi z jiz stanovené trzni, obchodované ceny, proto
zpravidla nedochazi k podhodnoceni emisniho kurzu akcii.

1.2 Dluhové financovani

V souvislosti s financovanim z cizich zdroju vyuzivaji podniky penézni prostiedky cizich
subjekti. Za pfedem definovanych podminek se podniky zavazi penézni prostredky vratit
zpet poskytovateli ve stanovené dobé&. Existuje celd fada dluznickych nastrojt, jako je emise
obligaci, leasing, forfaiting’® a dlouhodoby avér, kterému se bude vénovat nasledujici
kapitola.

1.2.1 Dlouhodoby uvér

Dlouhodob¢ finan¢ni uvéry patii k nejcastéji vyuzivanym zdrojlim financovani podnikd. Jsou
poskytovany piedevsim ze strany bankovniho sektoru (finan¢nim véfitelem vSak mize byt
také matefska nebo dcefina spolecnost) na zékladé uvérové smlouvy. V Gvérové smlouve
jsou definovany podminky*!, které musi dluznik splnit pro ziskani Gvéru, dale jsou zde
popsany mechanismy kontroly chovani dluznika v obdobi avérového vztahu a stanovena vyse
aroku z avéru. Spoleénym znakem dlouhodobych uveért je jejich tcelovost (Zadatel o uveér
musi dolozit Gc¢el vyuziti poskytnutych penéznich prostredkil) a nutnost zajisténi Gveéru, ¢imz
se poskytovatel uvéru chrani proti piipadné dluznikové platebni neschopnosti. Penézni
prostiedky poskytnuté véfitelem jsou splaceny postupné v priibéhu let. Uroky z uvéru jsou
pro podnik danové uznatelnym nakladem.

Financovani rozvoje podnikd na zékladé dluhové financovani nebo emise akcii patii ke
dvéma nejvyuzivanéjSim penéznim zdrojim podniku. Shrnuti vyznamnych znakt téchto
nastroja je v nasledujici tabulce:

Dluhove financovani Emise akcii

e V¢ritel dluhu nema pravo se e Akciondf ma pravo podilet se na fizeni
podilet na fizeni spolecnosti. spolecnosti.

e V¢iiteli nalezi odména za e Akcionafi nalezi podil ze zisku
poskytnuto ptij¢ku ve formé troku. spolecnosti ve form¢ dividendy.

e V¢titel se nepodili na likvidacnim e Akciondf ma pravo podilet se
zustatku. na likvida¢nim ziistatku.

e Relativné nizké naklady e Vy38i ndklady spojené s emisi akcii
na potizeni Gvéru. na burze (IPO i SEO).

19 Forfating — jedné se 0 odkup sttednédobych a dlouhodobych pohledavek. Vyuziva se pii financovani investic,
zejména v mezinarodnim obchodé.

11 podnik musi dolozit svoji bonitu, tedy skute¢nost, Zze bude schopen v budoucnu spléacet uloZené splétky.
Nejéastéji se vychazi z finanénich vykazi podniku minulych let, zohlediuje se ale i pfedpokladany budouci
vyvoj spolecnosti.
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e Uroky z Gvéru jsou pro splacejici e Vyplacené dividendy nejsou pro
podnik danove uznatelnym vyplacejici podnik danové uznatelnym
nakladem. nakladem.

Tabulka 1: Vyznamné znaky nastroji financovani rozvoje podniki — dluhového

financovani a emise akcii.
Zdroj: vlastni zpracovani

1.3 Ekonomicka situace v Ceské republice v letech 2007 — 2012

Od konce roku 2007 ovlivnila ekonomiku Ceské republiky sv&tova hospodaiska krize*2.
Z hlediska podniki ptisobicich v tomto, do t¢ doby nezndmém, prostiedi vzeslo mnoho
otazek tykajicich se problematiky penéznich tokt, zajisténi proti rizikiim, fizeni rizik i
financovani rozvoje podnikd.

1.4 BCPP

Burza cennych papirti Praha je nejvét§im organizatorem trhu s cennymi papiry v Ceské
republice. Ze zadkona je akciovou spolecnosti. Je zalozena na ¢lenském principu, coz
znamena, ze piistup do burzovniho systému a pravo obchodovat maji pouze licencovani
obchodnici s cennymi papiry, ktefi jsou zaroven ¢leny burzy. Prazské burza si ziskala pozici
respektovaného a stabilniho trhu. Je ¢lenem Federace evropskych burz (FESE) a americka
komise pro cenné papiry ji ud¢lila statut tzv. ,,Designated Offshore Market“, tedy trhu
bezpecného pro americké investory. Trvalému zdjmu se prazskd burza téSi jak mezi
domécimi, tak i mezi zahrani¢nimi investory.™® Jeji vznik je spojen s rokem 1992, kdy byla
zapsana do obchodniho rejsttiku.

2 ANALYZA CHOVANI PODNIKU V OBDOBI LET 2007 — 2012
V CESKE REPUBLICE

Ekonomicka situace v Ceské republice od roku 2007 do soudasnosti piiméla finanéni
manazery podnikti k sestavovani novych finan¢nich strategii. Nasledujici kapitola je
vénovana vyzkumu sledovani emisi akcii akciovymi spole¢nostmi na Burze cennych papirti
Praha, a.s. a sledovani vyuZivani bankovnich pujcek jako zdroje rozvoje podnikii.

2.1 IPO (Initial Public Offering) a SEO (Seasoned Equity Offering) na Burze
cennych papiri Praha, a.s.

V prub¢hu let 2007 az do listopadu 2012 provedlo prvotni emisi akcii 5 akciovych
spolecnosti na hlavnim trhu®* BCPP. V fijnu 2007 emitovala akcie spolecnost AAA Auto
Group N.V., ktera prodava ojeté vozy a zprostiedkovava finan¢ni sluzby v automobilové

12 gvétova hospodaiska krize — americka hypotedni krize, pieménéna v globalni ekonomickou krizi

(Iéta 2007 - dodnes).

13Citace z: Burza cennych papirii Praha, [online]. 2012 [cit. 2012-11-05] Dostupny z WWW:
<http://www.bcpp.cz/dokument.aspx?k=Profil-Burzy

4 Trh BCPP je tvofen hlavni a volnym trhem. Hlavni trh je povazovan za prestizni burzovni trh, plati pro ngj
ptisné&jsi burzovni pravidla.
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oblasti ve stfedni a vychodni Evropé. V roce 2008 emitovaly akcie dvé spole¢nosti — v Gnoru
VIG (Vinna Insurance Group), kterd zprostfedkovava finan¢ni sluzby a pojisténi, v fijnu
spoleénost NWR plc (New World Resources), kterd se zabyva vyhledavanim, tézbou a
prodejem cerného uhli. Dalsi prvotni emise akcii nésledovala v fijnu 2010 spolecnosti
Fortuna Entertainment Group N.V., ktera pisobi v oblasti kurzoveho sazeni. Dosud posledni
IPO je zaznamenana Vv fijnu roku 2012 spole¢nosti Tatry mountain resort, a.s., ktera
provozuje sportovni zatizeni.

Vsechny tyto prvotni emise akcii na Burze cennych papirii Praha jsou spojeny s rozsahlou
ptipravnou fazi, ktera je finanéné i ¢asové velice naro¢na. Prvotni emisi akcii si mohou
dovolit pouze ty spole¢nosti, které jsou v povédomi veiejnosti a jejichz budouci existence je
investory vnimana jako velice pozitivni. VétSina akciovych spoleCnosti proto voli pfi
financovani svého rozvoje jiny zdroj ziskani penéznich prostiedkd.

V prib¢hu historie Burzy cennych papiri Praha, a.s. neprob&hla sekundarni emise akcii
(SEO) ani jednou. Dvodl je mnoho, avSak nejpravdépodobnéjsi je obava z reakci investorti
a ptipadného propadu trzniho kurzu obchodovanych akcii. Ze zkuSenosti ze zahrani¢nich
burz je znamo, Ze pii ohlaseni nové emise akcii dojde k poklesu ceny akcii v dusledku

uvazovani investord o nadhodnocené cené.
2.2 Financovani podnikii dlouhodobymi uvéry

Pti financovani rozvoje podnikd ovliviiuje rozhodovani manazeri mnoho faktord. Jednim
Z nejpodstatnéjSich  faktorii je finanéni ndkladovost ziskani penéznich prostredku.
Dlouhodoby bankovni Gvér s sebou piinasi moznost rychlého ziskani penéz, ale jeho cena se
odviji od velikosti urokové miry. Ta je stanovena bankou dle né€kolika kritérii, jako je
velikost podniku, jeho platebni schopnost v minulosti, predpokladana navratnost investic, ve
kterych je kapitdl pouzit, odvétvi, ve kterém podnik provozuje svoji ¢innost. Vysi urokoveé
sazby je viak také ovlivnéna ménovépolitickymi nastroji statu, kterymi jsou v Ceské
republice 2T repo sazba®, diskontni sazba'® a lombardni sazba®’. Jejich vysi uklada Ceska
narodni banka. V nésledujici tabulce je uvedeny piehled vyvoje téchto ménovépolitickych
nastrojt.

2T repo sazba Diskontni sazba Lombardni sazba
(v %) (v %) (v %)

Stav k

30. 11. 2007 3,50 2,50 4,50

18. 12. 2008 2,25 1,25 3,25

17.12. 2009 1,00 0,25 2,00

7.5.2010 0,75 0,25 1,75

2.11.2012 0,05* 0,05* 0,25*

* aktualné platné sazby (listopad 2012)

Tabulka 2: Ménovépolitické nastroje CNB — zmény v letech 2007 — 2012.
Zdroj: CNB

15 2T repo sazba - hlavni mé&novy nastroj CNB. Pii repo operacich CNB piijima od bank prebyte¢nou likviditu a
bankam piedava dohodnuté cenné papiry. Obé strany se zaroven zavazuji, ze po uplynuti doby splatnosti
probéhne transakce, v niz CNB jako dluznik vrati véfitelské bance zaptijcenou jistinu zvysenou o dohodnuty
arok.

16 Diskontni sazba - piedstavuje dolni mez pro pohyb kratkodobych Grokovych sazeb na pendznim trhu.

" Lombardni sazba - piedstavuje horni mez pro pohyb kratkodobych urokovych sazeb na pen&znim trhu.
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Z tabulky je patrny veliky pokles vSech sazeb na historicka minima. Centralni banka se snazi
0 oziveni ekonomiky, v souvislosti s podniky lze fici, ze Grokové sazby tvéra jsou na
samotné spodni hranici.

V nésledujicim grafu je piehled finan¢nich zavazkt nefinanénich podnik v obdobi Cerven
2007 az Cerven 2012.

Finanéni zavazky, transakce, étvrtletni, Nefinanéni podniky
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Zdroj: CNB, Databdze casovych rad™®

Z grafu Ceské narodni banky je patrné, Ze i kdyZ jsou Girokové sazby bank na svém minimu,
podniky nejvice investovaly a vyuzivaly dlouhodobé bankovni Gvéry v roce 2008. Od této
doby zaznamenava finan¢ni trh znaény pokles zajmu o finan¢ni zdroje.

2.3 Zavér

Od roku 2007 nastala na finanénim trhu Ceské republiky zcela novéa situace. Viechny
podniky byly a jsou ovlivnény svétovou hospodaiskou krizi. Pokud se finan¢ni management
zabyval rozvojem podniku a nalezeni zdroje finan¢niho zabezpeceni, dle zjisténych udaji
podniky nejcastéji preferovali financovani prostfednictvi dlouhodobych uvéri, ve srovnani
s emisi akcii.
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ANALYZA PREDIKCNICH MODELU V HOTELOVYCH PODNICICH
ANALYSIS OF PREDICTIVE MODELS IN HOTEL COMPANIES

Beata Sofrankova

Abstrakt

Finan¢no — ekonomicka analyza je v dne$nych podmienkach trhového hospodarstva velmi
aktualna. V case financnej krizy vo financnom riadeni podnikov zohrava velku tlohu aj
predikcia finan¢nej situacie. V prispevku analyzujeme bonitné modely urcené na predikciu
finanénej situacie podnikov a jej aplikaciu na vybrané hotelové podniky.

Kli¢ova slova: financna analyza, bonitné a bankrotové modely
Abstract

Financial - economic analysis in today's market economy is very current. At the time of
financial crisis in the financial management of enterprises played a major role in prediction of
the financial situation. The article analyses credible models designed to predict the financial
situation of the enterprises and its application to selected hotel businesses.

Key words: financial analysis, credible models, bankruptcy models

1 UVOD

Finan¢ny manaZzment je doleZitym subsystémom komplexného systému riadenia podniku,
tj. podnikového manaZzmentu. Hlavnym poslanim manazmentu podniku je zabezpecCit
efektivne a kvalitné riadenie podnikatel'ského subjektu s cielom maximalizécie jeho trhovej
hodnoty v neustéle sa meniacich ekonomickych podmienkach.

Medzi zakladné ¢innosti finan¢ného manazmentu podniku patri:
e finan¢né planovanie,
e finan¢né rozhodovanie,
e organizovanie finan¢nych procesov,
e finan¢na analyza a kontrola finan¢nych ¢innosti. (Kisel'akova —Vravec, 2012)

Finan¢na analyza patri medzi vyznamni oblast finanéného riadenia podniku, lebo
zabezpecuje vizbu medzi predpokladanym vysledkom riadiacich hodnoteni a skuto¢nost'ou.

Podl'a Kralovica - Vlachynského (2012, s. 60) ciel’om financnej analyzy je zhodnotenie
finan¢nej situacie (financného zdravia) podniku a precizovanie pricin, ktoré ju ovplyvnili.
Snahou je komplexné vyjadrenie finan¢nej situdcie podniku, t. j. urCenie vsetkych Cinitelov,
ktoré determinovali finanéné zdravie podniku. Ulohou finanénej analyzy je identifikacia:

¢ slabych stranok podniku, ktoré by mohli v budticnosti viest’ k problémom,

¢ silnych stranok, o ktoré sa podnik m6ze v budicnosti opierat’.
Finan¢na analyza je teda vychodiskom pre prijimanie spravnych rozhodnuti o buddcnosti
podniku.
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Finan¢na analyza ma dve ¢asové roviny:
1. EX POST - hodnoti finanéni situdciu v sucasnosti pomocou komparacie
s vysledkami z predchadzajticich rokov pomocou ukazovatel'ov (schéma 1),
2. EX ANTE - vychadza zhodnotenia a interpreticie vysledkov dosiahnutych
V sucasnosti a vyuziva financnu analyzu na predikciu buduceho vyvoja podniku a na
pripravu vstupnych dat pre finan¢né pldnovanie. Snahou tychto modelov je rozpoznat
vcas situaciu v podniku a tak predist moznym problémom.

Zdrojom informacii su vykazy tétovnej zavierky, medzi ktoré patri sivaha, vykaz ziskov a
strat, prehPad pefiaznych tokov a poznamky.

SCHEMA 1 - UKAZOVATELE FINANCNEJ ANALYZY EX POST

ABSOLUTNE UKAZOVATELE ROZDIELOVE UKAZOVATELE POMEROVE UKAZOVATELE

hodnoty poloZiek cisté penazné pohotové
z uétovnych vykazov prostriedky

-
cisty pefiazny majetok likvidity
——————————— L
aktivity

cisty pracovny kapital

= zadlZenosti

pracovny kapital

nepenazny pracovny
kapital | cash flow l

Zdroj: spracované podrla Jen¢ova (2011), Rickova (2011), Horvathova — Bednarova (2012)

rentability

trhovej hodnoty

SCHEMA 2 - MODELY FINANCNEJ ANALYZY EX ANTE

METODY METODY MATEMATICKO - NEURONOVE
BODOVEHO HODNOTENIA STATISTICKE SIETE

ARGENTIHO MODEL ALTMANOVY MODEL
—

TAMARIHO RIZIKOVY INDEX BONITY
s | INDEXIN |
SPRINGATE MODEL
TAFFLEROV MODEL

Zdroj: spracované podla Kotuli¢ a kol. (2007), Jencova (2011), Zalai a kol. ( 2010)
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2 PREDIKCNE MODELY

V predchadzajticej casti prispevku (Schéma 2) uvadzame rozdelenie modelov financ¢nej
analyzy ex post z hl'adiska implementacie metody:

e metoda bodovacia — dosiahnutym vysledkom jednotlivych ukazovatel'ov daného
modelu sU priradené body, ktoré su stanovené expertnymi metddami a vysledna
bodova hodnota modelu dava obraz o finan¢ne;j situacii sledovaného podniku,

e matematicko — Statistické metddy — su zalozené na jednorozmernej diskriminaénej
analyze (Beaverov model) alebo viacrozmernej diskriminaénej analyze (modely
uvedené v schéme 2), ktora zohl'adiuje pri klasifikacii viaceré ukazovatele, ktoré sa
neprekryvaju ,

e neurdnové siete — ,je suhrnny pojem pre skupinu postupov z oblasti umelgj
inteligencie, z ktorych niektoré sa daju dobre pouzit' ako klasifikacné systémy. Ich
najvyznamnejSou prednostou je schopnost’ odhalit’ nelinearne suvislosti v Udajoch a
schopnost’ ucit’ sa.” (Zalai a kol., 2010, s. 139)

Niektori autori ako Ruckova (2011), Vochozka (2011), Marini¢ (2008), Horvathova -
Bednarova (2012) delia predikéné modely na:

e bonitné (ratingoveé) — st zaloZené na bodovacej metode,

e bankrotové — vyuZivaju matematicko — Statistické metddy.

1.2 KOMPARACIA BONITNYCH MODELOV

Bonitné modely su zalozené na diagnostike finanéného zdravia podniku, ich cielom je
stanovenie, ¢i sa podnik zarad’'uje medzi dobré alebo zI¢é podniky. (Ruckova, 2011, s. 72)

1.2.1 ARGENTIHO MODEL (A- SCORE)

Je to model, ktory reSpektuje finan¢né ako aj nefinanéné kritéria hodnotenia podniku. V tomto
modeli su stanovené symptomy, ktoré mozno povazovat’ za kI'icové pri hodnoteni celkovej
situacie podniku. Je stanovené bodové ohodnotenie v 4 zameraniach - nedostatky v oblasti
riadenia podniku, nedostatky v uctovnictve, chyby a omyly (vysoké zadlZenie, nadmerny
rozvoj obchodnych aktivit, nepriaznivy vyvoj velkého projektu) a symptomy — priznaky
(financné signaly napr. Z-score, tvorivé uctovnictvo, nefinanéné priznaky napr. vysoka
fluktuécia, neporiadok v kancelariach atd’.) Celkové skore modelu je 100 bodov, pri¢om pri
skore vac¢som ako 25 bodov je pravdepodobnost’ tpadku, interval od 18 do 25 bodov je
oznacovany ako Sedd zona a idedlny podnik by mal dosahovat’ 0 bodov. Spominany model
vychéadza iba Ciasto¢ne z uctovnych informaécii a vyuziva subjektivne nazory hodnotitel’a na
podnik, ¢o méze byt niekedy aj skresl'ujtici faktor obrazu celého podniku. (Kotuli¢ a kol.,
2007, s. 124-125)

1.2.2 DOUCHOVA BILANCNA ANALYZA

Podl'a Rackovej (2011, s. 77-80) v sustave bilanénych analyz podl'a Rudolfa Douchy ide
o sustavu ukazovatelov koncipovanych tak, aby bolo mozné tato analyzu vyuzit
v akomkol'vek podniku bez ohl'adu na jeho vel'kost.

Tato slstava bola vytvorena v podmienkach Ceskej republiky —abilanéna analyza je
rozpracovana na troch arovniach:

e bilanéna analyza I — sustava 4 zakladnych ukazovatel'ov - stability (S), likvidity (L),
aktivity (A), rentability (R) a celkovy ukazovatel je definovany ako
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C=2S+4L+1A+5R)/12 a ak tento ukazovatel’ dosahuje hodnotu nad 1 je systém dobry,
hodnoty medzi 0,5 a 1 s povaZzované za Unosné a hodnoty pod 0,5 su povaZzované za
zIé. Tato analyza je nevhodna pre zasadné rozhodnutia a na porovnavanie podnikov,
skor ide len o orienta¢ny pohl’ad na situaciu v podniku.

e bilanéna analyza Il — sUstava sa sklada spolu zo 17 ukazovatel'ov, ktoré st opit’
rozdelené do 4 skupin ukazovatelov ato stability, likvidity, aktivity a rentability,
pricom kazda skupina ma stanoveny celkovy koeficient, ktory sa potom dosadi do
celkového ukazovatel'a, ktory je rovnaky ako pri bilanénej analyze 1arovnake je aj
vysledné posudzovanie finan¢nej situacie v sledovanom podniku,

e bilanéna analyza III — je nadstavbou bilan¢nej analyzy II, obsahuje vicSie mnozstvo
ukazovatel'ov, niektoré su upravené podl'a vopred stanovenych parametrov a zahiia aj
vykaz cash flow, odportca sa sledovat’ vyvoj firmy v Stvrtrocnych intervaloch po
dobu 2 rokov.

1.2.3 RYCHLY TEST (KRALICKUV QUICKTEST)

Model je =zalozeny na transformacii hodndt jednotlivych pomerovych finanénych
ukazovatelov na body. Body sa priraduji podla bodovych stupnic, ktoré su spravidla
stanovené expertnymi metdédami. Vyhodou je rychlost’ a jednoduchost’, ale predstavuje len
priblizny obraz o finanénej situdcii podniku. Pozostdva zo 4 ukazovatelov, z ktorych 2
ukazovatele s zamerané na hodnotenie finan¢nej stability a 2 ukazovatele na hodnotenie
vynosového stavu podniku. Metodika priradovanie bodov jednotlivym ukazovatelom a
celkové hodnotenie modelu je urdznych autorov odliSna, podrobnejSie v nasledujdcich
tabul’kéach.

V nasledujucej tabulke TAB. 1 prinaSame komparaciu metodik jednotlivych ukazovatel'ov
podl'a vybranych autorov. V jednotlivych riadkoch pod ozna¢enim M1 — M8 s zobrazené
spdsoby vypoctu v nasledovnom c¢leneni: M1 — Rickova (2011, s. 81), M2 — Marini¢ (2008,
s. 58-59), M3 - Vochozka (2011, s. 116), M4 - Vochozka (2011, s. 117), M5 — Zalai a kol.
(2010, s. 121), M6 — Kotuli¢ a kol. (2007, s. 123), M7 — Jencova (2011, s. 157-158), M8 —
Horvathova — Bednarova (2012, s. 74-75).

TAB. 1 Komparacia metodiky vypo¢tu ukazovatelov RYCHLEHO TESTU

RT1 RT2 RT3 RT4
M1 | VK/IA (Cuk —FU)/NCF EBIT/A NCF/vykony
M2 | VK/A (Dlhy celkom — FU)/NCF EBIT/A NCF/trzby
M 3 | VK/A Z&vazky/NCF NCF/trzby EBIT/trzby
M4 | VKIA (Zavazky + BUv)/ NCF zisk/A NCF/trzby

M5 | (VK/CK)*100 | (Cuk — FU)/CF (CF/vykony)*100
M 6 | (VKICK)*100 | (Cuk- FU)/CF (CF/vynosy)*100
M7 | (VK/A)*100 | Zavazky/NCF (NCF/vynosy)*100
M 8 | (VI/M)*100 Cuk/NCF (NCF/vynosy)*100
Zdroj: vlastné spracovanie podl'a odbornej literatary
LEGENDA:
VK = VI = vlastny kapital CK = celkovy kapital = A = aktiva = M = majetok
Cuk = cudzi kapital = dlhy celkom FU = peniaze + ¢ty v bankach = peiiazné prostriedky
BUv - bankové Gvery Vykony = celkové vynosy

EBIT= hruby zisk (EBT) + nékladové troky (NU) EBIAT = EBIT(1-d)= EAT + NU(1-d)
d = vyska dane z prijmu
Netto CF=NCF = ¢isty zisk (EAT) + odpisy CF = EBT + odpisy + prirastok rezerv — Gbytok rezerv
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Vochozka (2011, s. 116 -118) popisuje pre rychly test dva varianty - pévodny variant RT
a modifikovany variant RT (MRT), pricom rozdiel je vtom, Ze vysledné hodnoty
ukazovatelov MRT su pomerovane s percentilmi podl'a odvetvia, ¢o je naro¢né na vypocty.
Zaroven uvadza, ze v povodnom RT su pridelované znamky od 1 - 5, v modifikovanej verzii
MRT je definované bodové hodnotenie od 0 — 4.

Po komparécii metodik vypoétu ukazovatelov dochadzame k nasledovnému zéveru —
spominani slovenski autori vyuZzivaji pre ukazovatel RTI1, RT2 a RT3 percentudlne
vyjadrenie, pre ukazovatel RT1 je zhladiska metodiky vzdcna zhoda u vSetkych
spominanych autorov, pre ostatné ukazovatele sme zvolili len farebné rozliSenie priamo
v tabul’ke TAB 1.

Rozdiely najdeme aj pri celkovom zhodnoteni rychleho testu u spominanych autorov, ¢omu
sa venujeme Vv nasledujuce;j Casti prispevku.

Niektori slovenski autori ako Zalai (2010), (Jencova, 2011), Horvathova — Bednarova (2012),
uvadzaju, Ze vypocitanym ukazovatel'om sa prirad'uji body od 1- 5, vysledné hodnotenie je
dané suctom tychto bodov. Celkové bodove hodnoty modelu sa pohybuja v intervale 4 az 20
bodov, pricom z konStrukcie stupnice modelu vyplyva, Ze finan¢na situacia je tym lepSia
a finan¢na buducnost’ podniku istejSia, ¢im mensi pocet bodov ziska, vyss$i pocet bodov
predikuje horsiu finanén1 situaciu podniku.

TAB. 2 Hodnotenie finan¢nej stability a vynosovej situacie podniku

UKAZOVATEL Intervaly bodov — Stupnica hodnotenia
1 bod 2 body 3 body 4 body 5 bodov
RT1 >30 % >20% >10 % <10 % <5%
RT2 <3 roky <5rokov | <12rokov |>12rokov | > 30 rokov
RT3 >10% >8 % >5% <5% <2%
RT4 >15% >12% >8 % <8% <4 %
Celkové hodnotenie 4- 6 6,1-10 10,1 -14 14,1 - 18 18,1 - 20
Finan¢na situacia vel’m,i e ST _ vel’r}ni
dobra zl4

Zdroj: spracované podl'a Jencova (2011, S. 158-159)

Rozdiel v bodovom hodnoteni je v bodovom hodnoteni u Zalaia a kol. (2010) a Kotulica
akol. (2007) v porovnani s predchadzajicou tabulkou, ato Vv priradovani poétu bodov 5
(zhoda je len uukazovatela 2), ostatnym ukazovatelom je 5 bodov priradenych len ak
dosiahnu zaporné hodnoty, ¢o v pripade podl'a Jencovej (2011) je hodnotenie eSte prisnejsie.
Celkové hodnotenie modelu podl'a Kotuli¢a a kol. (2007, s. 124) vychadza z priemernej
znamky a podnik s hodnotou niZSou ako 2 je bonitny a s hodnotou vy$Sou ako 3 je podnik
smerujuci k bankrotu.

V nasledujtcej Casti prindSame iny pohl'ad na bodové hodnotenie spominaného modelu.
TAB. 3 Bodovanie vysledkov Kralickovho Quicktestu

0 bodov 1 bod 2body 3 body 4 body
RT1 <0 0-0,1 0,1-0,2 0,2-0,3 >0,3
RT?2 > 30 12-30 5-12 3-5 <3
RT3 <0 0-0,08 0,08 -0,12 0,12-0,15 >0,15
RT4 <0 0-0,05 0,05 -10,08 0,08-0,1 >0,1

Zdroj: spracované podla Ruckova (2011, s. 81), Marini¢ (2008, s. 95)
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Ruckova (2011, s. 81) a Marini¢ (2008, s. 96) uvadzaju, Ze hodnotenie podniku je prevedené
v troch krokoch:

1. hodnotenie finan¢nej stability FS = (R1 + R2)/2,

2. hodnotenie vynosovej situacie VS = (R3 + R4)/2,

3. hodnotenie celkovej situacie CS = (FS +V9)/2
Celkové hodnotenie : >3  bonitna firma

1-3 3edazbna

<1 problémy vo finanénom hospodareni
Moézeme konstatovat, ze body sa pohybuju v rozmedzi 0 — 4 a su priradované v opa¢nom
ponimani ako u predchadzajucich autorov, teda najlepsim hodnotam ukazovatel'ov su
priradené 4 body, najhorsim zase 0 bodov.

Vysledné hodnotenie RT a MRT, ktoré ndjdeme u VVochozku (2011, s. 116 a 118) sme zhrnuli
do nasledujticej tabul’ky TAB 4.

TAB. 4 Komparéacia hodnotenia RT a MRT

1<RT<2 bonitny podnik 3,5<MRT <4 vel'mi dobry podnik
2<RT<3 Seda zbna 2,5<MRT <3,5 dobry podnik
3<RT<S5 bankrotny podnik 1,5<MRT <2,5 priemerny podnik

0,5<MRT <1,5 slaby podnik
0<MRT <0,5 velmi slaby podnik
Zdroj: spracované podl'a Vochozka (2011, s. 116 a 118)

1.2.4 TAMARIHO RIZKOVY INDEX
Tento model na sledovanie vyvoja prosperity podniku vyuZiva 6 ukazovatePov. (TAB. 5)

Stuhrnna finanéno — ekonomicka troven podniku sa vyjadruje rizikovym indexom, ktory méa
3 stupne:

e vysoky index — bonitny podnik - ak podnik dosiahol viac ako 60 bodov, jeho
finan¢na situacia je dobra, konsolidovana a jeho vyhliadky do budicna su dobré,

e stredny index — Seda zona - pohybuje sa v intervale 30 -60 bodov, finan¢na situacia
podnik je nevyhranend, neista, moze sa sice vyvijat’ pozitivne, ale méze vyustit’ aj do
neziaduceho stavu,

e nizky index — bankrotovy podnik - podnik dosiahol menej ako 30 bodov, indukuje
zIu finan¢nu situaciu s vel'mi pravdepodobnym vyustenim do bankrotu. (Horvathova —
Bednéarova, 2012)

V nasledujucej tabul’ke (TAB. 5) prinasame prehl'ad ukazovatel'ov a ich bodové hodnotenie
podl'a autorov Marini¢ (2008) a Vochozka (2011), pricom ak sa v metodike vypoctu
ukazovatelov vyskytli rozdiely, tak su potom oznacenia ukazovatelov oznacenych ,,' “ pre
druhého autora v poradi uvedenom ako zdroj. Celkové hodnotenie sa liSi v tom, Ze Vochozka
(2011) ukazovatel B2 porovnava s medianom a HK odvetvia a pre ukazovatel C pouzili kazdy
iny druh likvidity, ¢o sa prejavilo len v rozdielnej vySke dolnej hranice 0,5 bodov (Marini¢,
2008) a 0,9 bodov (Vochozka, 2011).

- 86 -



TAB.5- TAMARIHO MODEL - ukazovatele a ich bodové hodnotenie

A>05 25
A = vlastny kapital/cudzi kapital 04<A<0,)5 20
03<A<04 15
02<A<03 10
0,1<A<0,2 5
A<0,1 0
B1 = vyvoj Cistého zisku Ak je kazdy rok B1 > 0 a B2 rastie 25
B2 = ¢isty zisk/vlastny kapital Ak je kazdy rok B1 > 0 a B2 osciluje 20
B2' = zisk/aktiva Ak je kazdy rok B1 > 0 a B2 klesa 15
Ak B1< 0 v prvom roku z piatich rokov 10
Ak B1< 0 v niektorom inom roku 5
Ak B1< 0 vo viac ako troch rokoch alebo 0
v poslednych dvoch rokoch

C = prevadzkova pohotova likvidita C>2 20
C' = bezna likvidita = obezZné 1,5<C<2 15
aktiva/kratkodobé zavizky LLI<C<1,;5 10
0,5<C=<1,1 5
C<0,5 0
. . D > HK odvetvia 10
r?ed‘:)yl:(())rll)geanzli)(\)/;}.:ol;):;/s;ﬁrotovarov D > median od\{etVIa 6
. ’ D > DK odvetvia 10
a vyrobkov D > DK odvetvia 3
D'= vyrobna spotreba/priemerny stav D < DK odvetvia 0

pohl'adavok HK (horny) DK (dolny) kvartil
E= trzby/priemerny stav pohl'adavok E z :E d?gnvitjv\;ztvia 160
E > DK odvetvia 3
E < DK odvetvia 0
F= vyrobna spotreba /pracovny F>HK Od vetvia 10
kapitsl F > median od\{etwa 6
F > DK odvetvia 3
F < DK odvetvia 0

Zdroj: spracovanie podl'a Marini¢ (2008, s. 94 -95), Vochozka (2011, s. 109-110

3 IMPLEMENTACIA BONITNYCH MODELOV

Zo spominanych bonitnych modelov sme si vybrali Douchovi bilanéni analyzu Iall
a modifikacie Rychleho testu, ktoré sme aplikovali na 2 vybrané hotely, z ktorych jeden
dosiahol za celé sledované obdobie 2008 - 2011 kladny vysledok hospodarenia - zisk, druhy
dosiahol zaporny vysledok hospodarenia — stratu.

TAB. 6 — Rekapitulécia vysledkov DBA |, DBA Il a TRI pre HOTEL - STRATA

MODEL 2011 2010 2009 2008
VH -136 362 -207 048 -422 729 -202 051

DBA | -0,48 -0,64 -1,42 -0,88

DBAII -0,78 -1,8 -5,84 -1,27

Zdroj: vlastné spravovanie z podkladov uétovnej zavierky 2008 -2011

Z tabul’ky vidime, ze najvysSia strata bola v roku 2009 a vysledok hospodéarenia sa v d’alsom
obdobi zlepSoval, aj ked’ este stale je v zapornych cislach. Rovnaky vyvoj ndm potvrdila aj
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Douchova bilan¢na analyza I a 11, kde nam vysli hodnoty mensie ako 0,5, ¢o vlastne znamena,
ze sledovany podnik ma zIa finan¢nu situéciu.

V tabul’ke TAB. 7 sme prepocitali ukazovatele Rychleho testu podl'a vybranych autorov
amoézeme konStatovat, ze vo vSetkych 7 modifikdcidch nam test potvrdil zli finan¢nt
situaciu — model M1- M3 podnik zaradil do Sedej zony, modely M5, M7, M8 zase predikovali
zIt finanénu situaciu a len model M6 signalizuje, Ze podnik smeruje k bankrotu. Modifikéaciu
modelu M4 sme kvoli nedostupnosti strednych hodnét (HK, median, DK) neprepocitavali.
Hoci sa vysledok hospodarenia v podniku postupne zlepSuje, pri pouZiti Rychleho testu sa to
nijako neprejavilo. Bodové hodnotenie je viac menej rovnaké, ¢o vlastne bolo spdsobené aj
tym, Ze ukazovatele RT2, RT3 aRT4 nam stdle dosiahli z&pornd hodnotu, ktord vsak
vzhl'adom na stanovené bodovacie stupnice spada do jedného intervalu.

TAB. 7 — Rekapitulacia vysledkov RT pre HOTEL - STRATA

2011 RT1 RT2 RT3 RT4 Body Hodnotenie

M1 0,69 -12,99 -0,14 -0,03 1,25 Seda zona

M2 0,69 -12,99 -0,14 -0,03 1,25 Seda z6na

M3 0,69 -12,69 -0,03 -0,17 3 Seda zona

M5 0,69 -12,69 -0,14 -0,03 16 zI4 finanéna situéacia

M6 68,81 -29,04 -1,20 -13,85 4 podnik smeruje k bankrotu

M7 68,81 -29,04 -1,20 -13,87 16 zI4 finanéna situéacia

M8 68,81 -12,69 -2,69 -13,85 16 zI4 finanéna situécia
2010 RT1 RT2 RT3 RT4 Body Hodnotenie

M1 0,78 -2,12 -0,20 -0,15 1,25 Seda z6na

M2 0,78 -2,12 -0,20 -0,17 1,25 Seda zona

M3 0,78 -2,12 -0,17 -0,38 3 Seda z6na

M5 77,50 -2,45 -12,96 -19,80 16 zI4 finanéna situdcia

M6 77,50 -2,45 -12,96 -19,82 4 podnik smeruje k bankrotu

M7 77,50 -2,12 -14,99 -19,80 16 zI4 finanéna situéacia

M8 77,50 -2,25 -14,99 -19,80 16 zI4 finanéna situacia
2009 RT1 RT2 RT3 RT4 Body Hodnotenie

M1 0,77 -0,71 -0,37 -0,50 1,25 Seda zona

M2 0,77 -0,71 -0,37 -0,56 1,25 Seda z6na

M3 0,77 -0,83 -0,56 -0,77 3 Seda z6na

M5 76,57 -0,73 -48,37 -37,07 16 zI4 finanéna situdcia

M6 76,57 -0,73 -48,37 -37,14 4 podnik smeruje k bankrotu

M7 76,57 -0,83 -49,92 -37,07 16 zI4 finanéna situdcia

M8 76,57 -0,86 -49,92 -37,07 16 zI4 finanéna situéacia
2008 RT1 RT2 RT3 RT4 Body Hodnotenie

M1 0,52 -6,37 -0,16 -0,11 1,25 Seda zona

M2 0,52 -6,37 -0,16 -0,12 1,25 Seda z6na

M3 0,52 -6,59 -0,12 -0,28 3 Seda zona

M5 52,17 -7,20 -9,85 -16,31 16 zI4 finanéna situéacia

M6 52,17 -7,20 -9,85 -16,44 4 podnik smeruje k bankrotu

M7 52,17 -6,59 -11,14 -16,31 16 zI4 finanéna situéacia

M8 52,17 -6,71 -11,14 -16,31 16 zI4 finanéna situacia

Zdroj: vlastné spravovanie z podkladov uctovnej zavierky 2008 -2011

Vyvoj vysledku hospodarenia pre druhy vybrany podnik ma rovnaky priebeh ako v prvom
podniku, najhorsi Cisty zisk sme zaznamenali v roku 2009, pricom uz v roku 2010 dosiahol
uroven roku 2008 a dokonca v roku 2011 sa zvysil 3,85 krat oproti roku 2010.
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TAB. 8 — Rekapitulacia vysledkov DBA I, DBA Il a TRI pre HOTEL - ZISK

MODEL 2011 2010 2009 2008
VH 328 970 85 358 14 199 86 570

DBA | 1,70 0,84 0,23 0,85

DBAII 1,63 11 0,86 0,98

Zdroj: vlastné spravovanie z podkladov uctovnej zavierky 2008 -2011

Podl'a DBA I je podnik len v roku 2011 hodnoteny ako dobry, lebo jeho hodnota prevysuje 1,
vysledky v roku 2010 a 2008 su povaZzované za unosné, v roku 2009 sme dosiahli menej ako
0,5, ¢o je povazované za zlé. DBA II ndm prindSa presnejSie ohodnotenie, lebo podla
vysledkov uz v roku 2010 a 2011 sme sa dostali nad 1, ¢o je hodnotené ako dobré, dokonca aj
vysledky za rok 2008 a 2009 su blizko k 1.

Ak si pozorne prejdeme vysledky modelov modifikovaného Rychleho testu, tak vidime, Ze
rozdiely v jednotlivych rokoch, ale aj modeloch si. Modely M1, M2 a M3 zaradili podnik do
Sedej zony, aj napriek tomu, Ze jeho vysledok hospodarenia bol kladny, ale kolisavy. Model
M6 diagnostikoval situéciu asi najpresnejsie, lebo upozorioval prave v roku 2009 na pokles

v

podnik stale ako v Sedej zone, aj napriek vyraznému narastu vysledku hospodarenia v roku

2011.

TAB. 9 — Rekapitulécia vysledkov RT pre HOTEL - ZISK

2011 RT1 RT2 RT3 RT4 Body Hodnotenie

M1 0,48 4,56 0,30 0,22 3,75 bonitna firma

M2 0,48 4,56 0,30 0,25 3,75 bonitna firma

M3 0,48 5,11 0,25 0,17 2,5 Seda zéna

M5 48,25 4,35 23,51 30,23 4 velmi dobra finanéna situacia

M6 48,25 4,35 23,51 28,56 1 bonitny podnik

M7 48,25 5,11 22,44 30,23 5 velmi dobra finanéna situacia

M8 48,25 5,11 22,44 30,23 5 velmi dobra finanéna situacia
2010 RT1 RT2 RT3 RT4 Body Hodnotenie

M1 0,09 9,43 0,05 0,16 2 Seda zéna

M2 0,09 9,43 0,05 0,15 2 Seda z6éna

M3 0,09 10,88 0,15 0,09 2,75 Seda zéna

M5 9,20 8,60 17,05 4,60 12 stredna finanéna situacia

M6 9,20 8,60 17,05 4,09 3 ohrozenie bankrotom

M7 9,20 10,88 15,54 4,60 12 stredna finan¢na situacia

M8 9,20 10,88 15,54 4,60 12 stredna finanéna situacia
2009 RT1 RT2 RT3 RT4 Body Hodnotenie

M1 0,08 13,28 0,04 0,12 1,75 Seda zéna

M2 0,08 13,28 0,04 0,13 1,75 Seda zéna

M3 0,08 13,38 0,13 0,07 3,25 bankrotovy podnik

M5 8,33 11,80 13,64 3,82 13 stredna finan¢na situacia

M6 8,33 11,80 13,64 3,16 3,25 podnik smerujuci k bankrotu

M7 8,33 13,38 12,12 3,82 14 stredna finan€na situacia

M8 8,33 13,38 12,12 3,82 14 stredna finanéna situacia
2008 RT1 RT2 RT3 RT4 Body Hodnotenie

M1 0,10 10,85 0,08 0,14 2,25 Seda zéna

M2 0,10 10,85 0,08 0,14 2,25 Seda z6éna

M3 0,10 11,10 0,14 0,13 2,5 Seda zéna
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M5 9,56 9,82 15,27 7,53 12 stredna financéna situacia

M6 9,56 9,82 15,27 6,51 3 ohrozenie bankrotom

M7 9,56 11,10 13,82 7,53 12 stredna finanéna situacia

M8 9,56 11,10 13,82 7,53 12 stredna finanéna situacia
4 ZAVER

Pri analyze bonitnych modelov sme dospeli k ndzoru, Ze implementacia analyzovanych
modelov nie je az taka naro¢na — ani ¢asovo a ani odborne, uz len ,,vybrat™ si ten spravny
model a zacat’ ho v praxi aj pouzivat’. Je pravdou, ze rychly test je pomerne ¢asto vyuzivany
v bankach, no v poslednom ¢ase sa stava stcastou aj niektorych tétovnickych programov,
pricom softvérové firmy zacinaju implementovat’ aj vybrané ukazovatele finan¢no —
ekonomickej analyzy ex post ¢i modely so zameranim na finan¢nt analyzu ex ante.
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PODNIKOVE RIZENI OVLIVNENI OSOBNOSTI MANAZERA
V KONTEXTU TRANSAKCNI ANALYZY

MANAGER’S PERSONALITY IN COMPANY IN THE CONTEXT OF
TRANSACTIONAL ANALYSIS

David Krystof

Abstrakt

Piispévek pojednava o aplikaci transak¢éni analyzy, jednotlivych konceptech zalozenych
Ericem Bernem a nésledné rozpracovanych jeho pokracovateli, do podnikového fizeni.
Jednou z aplikaci transakcni analyzy je praveé oblast fizeni firem. Autor ptispévku se piiklani
k nazoru, ze oblast fizeni nejvyznamnéji ovlivituji pravé manazefi. Jsou témi, kdo vytvari
business strategie, na zaklad¢ kterych jsou stanovovany dil¢i strategie, strategie fizeni
lidskych zdrojii a dal$i. Svym plisobenim vytvafti firemni kulturu, jeji standardy. Autor kromé
teoretické Casti o moznostech aplikace a zaméteni na osobnost manazera popisuje 1 prubézné
vysledky z vyzkumu a pifimého pozorovani v ¢eskych vyrobnich firmach.

Klicova slova: podnikové rizeni, transakcni analyza, osobnost manazera

Abstract

This paper deals with the application of transactional analysis, individual concepts based Eric
Berne, and subsequently elaborated his successors in business management. One of the
applications of transactional analysis is the area of corporate management. The author of the
inclined to think that most significantly affect the management area just managers. They are
the ones who create business strategy, on which are fixed partial strategy, human resources
strategy and more. For they work creating the corporate culture, its standards. Author addition
to the theoretical part about the possibilities of applications and focus on the personality of the
manager describes the interim results of research and observation in the Czech manufacturing
companies.

Key words: company management, transactional analysis, manager’s personality

1 UVOD

Bylo prvni vejce nebo slepice? Na tuto otazku odpovéd v tomto prispévku nehledejte. Co
bylo ale prvni ve firmé? Byl to zaméstnanec nebo manazer? Priklanim se k nazoru, ze prvni
byl manazer. Ve svém pfispévku ale nehleddm odpovéd’ ani na tuto otdzku. Zaméfuji se na
problematiku osobnosti manaZera a jeji ovlivilovani fizeni podniku. Jistym rizikem je to, Ze
nam do dé&e vstupuje né€kolik nezndmych ¢i jinych prvkd, které ndm mohou ovlivnit
vysledek. Témi prvky myslim napiiklad i to, jestli manazefi jsou i vlastniky podniku. Jestli
ne, tak manazerova osobnost je v podniku velmi vyrazna, ale ne ,,stoprocentni*. Vyznamné je
i procentuélni vlastnictvi podniku manaZzerem. Jaké vidim tkoly manazera v podniku? Hlavné
to, aby stanovil business strategii, na zéklad¢ které se dojde k nejvysSimu zisku. Jaké dil¢i
strategie ale pouzije, je uz jenom na ném. Pokud zvoli cestu nadstandardni kvality, mizeme
vidét, ze jeho osobnost mu ,,veli délat véci poradné“. Pokud se zaméti na vysokou kvalitu
poskytovanych sluzeb zdkaznikiim, mizeme vidét, Ze i tady jeho osobnost siln¢ zapusobila.
Nejen tyto véci ndm pomahé odhalit transakéni analyza, teorie plivodné vyuzivana predevsim
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v psychiatrické a psychologické péci, ovSem skvéle aplikovatelnd 1 do fizeni podniku.
Transak¢ni analyza vychazi z toho, Ze nés (a manazera taky) ovliviiuji rodi¢e (v odbornych
kruzich radéji pouzivam signifikantni druzi). Vytvaii naSi osobnost, pienasi na nas to, co je
dobré a co je Spatné. Pozitivnim (i negativnim) zpeviiovanim v nés utvafi to, jak se mame
chovat a jak se nemame chovat. S touto zakladnou pak vstupujeme na trh prace. Ovliviiovani
druhymi probiha cely Zivot, nejvyznamnéji ale v détstvi, proto nds nejvice ovliviiuji praveé
rodice.

2 PODNIKOVE RIiZENI A OSOBNOST MANAZERA V KONTEXTU
TRANSAKCNI ANALYZY

2.1 Transakéni analyza a jeji uplatnéni

Transak¢ni analyza byla zaloZzena americkym psychiatrem Ericem Bernem v 50. letech 20.
stoleti na kalifornské Iékarské fakulté¢, kde Berne pifedndSel socidlni psychiatrii. Na
kalifornské univerzité¢ v San Franciscu vznikla kolem Berneho pracovni skupina, ve které se
diskutovalo 0 moznostech tohoto sméru. Tam také roku 1964 vznikla Mezinarodni spole¢nost
transakcni analyzy (ITAA). Postupné se transak¢ni analyza zacala Sifit dal a v Evrop¢ vznikla
Evropska asociace transakéni analyzy (EATA), v Ceské republice potom Ceska asociace
transakéni analyzy (CATA).

V soucasné dobé¢ EATA rozd¢€luje transakéni analyzu do ¢tyt hlavnich proudd. Témito proudy
jsou poradenstvi, vzdélavani, organizace a psychoterapie.

Transakéni analyza s akénim polem v oblasti poradenstvi je zaméfena na rozvoj moznosti
a dovednosti pro sebekontrolu a osobni rozvoj v kazdodennim zivoté prostfednictvim posileni
silnych stranek jedince. Cilem je zvySeni autonomie ve vztahu k socialnimu, profesnimu
a kulturnimu  prostfedi. Umoznuje jedinciim ziskdni dovednosti pro feSeni problémt
(konfliktnich situact).

Oblast specializace vzdélavani je orientovana na odborniky pracujici v oblasti vychovy
a vzdélavani (a to jak na trovni predskolni, $kolni, vysokoskolské, tak i dalsiho vzdélavani).
Zaméfeni je predev§im na podporu déti, adolescentti a dospélych pii uceni v rdmci jejich
rodiny, organizace nebo spolecnosti. Naucené miize byt pouzito v oblasti rozvoje ucicich se
tymu ¢i organizaci. Kromé osobniho a profesniho rastu je apelovano i na rozvoj skolni (ve
smyslu uceni) a socialni.

Transak¢éni analyza se zaméfenim na organizaci predpoklada obecnou znalost iV dalSich
oborech (pfedevs§im ekonomie, finance, sociologie, psychologie, pravo a management) —
transakcni analyza piinasi novy rozmér do téchto disciplin. Transak¢ni analytik se zamétenim
na organizaci by mé¢l byt schopen identifikovat potfeby organizace v souladu s jejimi cili
a posoudit, zda je schopen jim v této oblasti pomoci, musi tedy byt schopen porozumét
pracovnimu prostiedi, lidem a systému, smlouvam a implementacim, vytvafeni piiznivého
klimatu a firemni kultury, fizeni skupinové dynamiky a feSeni etickych otazek. Musi byt
pfedevsim patrny rozvoj celé organizace, nikoli pouze vybranych jedinct.

Psychoterapie jako jedno z poli ptsobnosti transakéni analyzy ma za kol umoznit klientovi
seberozvoj, sebeaktualizaci a podminky pro zménu zivota. Proces psychoterapeutické
intervence pomaha klientovi rozpoznat a zmeénit ziskané vzory chovani a jednani, vypotadat
se sminulosti a Zit svlij zivot v budoucnosti. Cilem pro klienty je vlastni sebepoznéani
a odhaleni zvyklosti pfi navazovani partnerskych vztahu.

Jak muzete vidét, aplikace transakéni analyzy do kazdodenniho Zivota je velmi Siroka.
Osobné se zaméfuji na problematiku organizaci. Jak jsem jiz zminil, dle mého nazoru
nejvyrazngji ovliviiuje podnik osobnost manazera.
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2.2 Koncepty transakéni analyzy ovliviiujici osobnost manaZera v podniku

Berne ve své knize Principles Group Treatment uvedl, Ze transakéni analyza je jednoducha
ptedevsim diky tomu, Ze zakladni terminologii tvofi pouze pét zakladnich slov, kterymi jsou
Rodi¢, Dospély, Dité, Hra a Scénaf. Transak¢ni analyza ovSem neztistala pouze v piivodni,
feknéme berneovské, podobé, ale byla dale rozvijena a rozpracovavédna, pivodnich pét
termini ovSem zustalo stile zachovano. Transak¢ni analyza disponuje fadou konceptu,
zéakladnimi jsou teorie egostavii (Rodi¢, Dospély, Dite), analyza transakci, koncept Zivotnich
pozic, hra a zivotni scénaf. V ramci tohoto pifispévku se ovSem zaméiim piedev§im na
osobnost manazera. V transak¢éni analyze ovSem vSechno souvisi se vSim. Zaméfim se
koncepty injunctions a drivers, které v Ceské republice nejsou piili§ rozpracovany.
K pochopeni je ale potfeba znat teorii egostavll, kterd je v transakéni analyze primarni.
Transak¢ni analyza vychazi z toho, Ze v kazdém z nas jsou tfi stavy osobnosti, tzv. ega nebo
ego-stavy, kterymi jsou Rodi¢, Dospély a Dité.

Dle Harrise existuji v kazdém z nas tfi ruzné egostavy, je to, jako by v kazdém c¢lovéku byla
jesté mald ostibka, kterou byl ve véku tii let. Zaroven v ném existuji jeho vlastni rodice. Jedna
se o skutecné zazitky nebo vnitini a vnéjsi udalosti zaznamenané v mozku. Nejvyznamné;jsi
Z nich se udaly béhem prvnich péti let ¢lovéka. Je tu také tieti stav, odlisny od ptedchozich
dvou. Prvni dva nazyvame Rodi¢ a Dité. Tteti je pak Dospély. Jako piiklad mizeme vyuzit
navstévu divadla, kdy Rodi¢ jde na divadelni piedstaveni, protoze je to vhodné, Dospély jde
za poucenim a Dit¢€ jde pro radost.

Je dulezité¢ poznamenat, ze egostavy Rodi¢, Dospély a Dité nejsou socialnimi rolemi, ale
jedna se pouze 0 oznaceni, stejné jako Freud pouzival Superego, Ego a Id.

Tyto tii egostavy jsou v kazdém z nas, kdo je nema, tak netravi ¢as s vétSinou populace,
vetSinou Cas travi v psychiatrické 1écebné.

Jak jiz bylo napsano, praci manazera ovliviiuji jeho rodice. Jaké zpravy ale manazer (potazmo
kazdy ¢lovek) ziska od svych rodict? V této souvislosti hovoii transakéni analyza o injuctions
a drivers.

Slovo injunctions bychom do ¢eStiny mohli ptelozit jako ptikaz nebo natfizeni. Budu pouZzivat
slovo piikaz. S timto pojmem piisli Bob a Mary Gouldingovi a z nich vychazim. Ptikazy
(injunctions) jsou negativni limitujici zpravy, které ziskavame pii vychové. Jsou to tedy
zpravy od rodict a dalSich vyznamnych druhych. Tyto zpravy jsou pfedevsim neverbalni.
Gouldingovi rozliSuji dvanact druht piikazl, kam patii: nebud’ (neexistuj), nebud’ to ty,
nebud’ dité, nebud’ uspé$ny, nedospivej, ned€lej to, nedelej (nic), nebud’ dillezity, nepatfi,
nebud’ daveérny, nebud’ dobry (zdravy), nemysli. Tyto zpravy mohou byt dorucovany kvuli
riznym zalezitostem.

Ptikaz nebud’ (neexistuj) mohou dorucovat rodice, ktefi sami v détstvi byli deprivovani nebo
rodiCe, ktefi si dit€ neptali, ale okolnosti k tomu vedli. Tento ptikaz v silné mife vede
Kk suicidnim sklonim, v niz$i mife ale muze podporovat pracovni vykonnost (ve smyslu
pracovat tvrd¢). Do jist¢ miry mizeme identifikovat tento injunctions a dokonce o ném
muzeme fici, ze je ¢astecné 1 zadany. Od manazera o¢ekdvame vyssi vykonnost.

Ptikaz nebud’ to ty je zprostredkovan ditéti, které ma jiné pohlavi, nez si jeho rodice prali. To
se muze napiiklad projevit je jméné, které rodice ditéti daji, piipadné jméné, jakym dité
nechaji pokitit. V dospélosti takovy clovék potom mulze mit chovéani typické pro druhé
pohlavi. Mohl bych se pustit na tenky led a zacit diskutovat o kvotach, které jsou debatovany
v Evropském parlamentu tykajici se procentudlniho zastoupeni Zen v managementu
spolecnosti, ale neudélam to, protoZe rozsah tohoto textu je limitovan.
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Piikaz nebud’ ditéti davaji rodice, jejichz Dité fekne, Ze zde je misto pouze pro jedno Dité a to
jsem ja. Typické jsou véty: ,,Jsi dostateCné stary na...*“ nebo ,,Velci kluci neplacou!* Dité si
Z toho mtize odnést, Ze se nemé chovat détsky a navic, Ze takové jedndni ma odsuzovat. Toto
muzeme vidét u nékterych velmi nekompromisnich manazeru, kteti potlacuji i velmi malé
emocionalni vylevy.

Ptikaz nedospivej tikaji rodice, ktefi chtéji byt oznaceni za vybornou matku nebo otce a tim,
Ze dité dospéje, prestavaji mit narok na toto ocenéni. Tento ptikaz ale mize byt interpretovan
1 jako ,,Zustain mym kamaradem na pisecku!*, ktery fikaji rodie ze svého egostavu Ditéte,
nebo ho mohou fikat Pecujici Rodice (pifedevsim matky). Ve své praxi se setkdvam s tim, Ze
fada manaZzert pfistupuje s timto injunctions ke svym podiizenym. Moznym vysvétlenim ale
muze byt 1 to, Ze maji strach o své pracovni postaveni a v pfipad¢, ze nejsou vlastniky
podniku, tak i riziko sesazeni z pozice.

Ptikaz nedeélej to mohou vysilat rodice, ktefi naptiklad z finan¢nich diivodi nemohli jit
studovat na univerzitu. Cely zivot se snazili, aby dokézali zajistit celou rodinu a déti posilali
do dobrych skol. Potom se détem naskytne moznost jit studovat na univerzitu. Rodice (spise
pouze jeden z nich) vysilaji ptikaz (pfedevsim neverbaln¢), aby to nedélali. Rodi¢e mohou
mit mimo jiné vlastni obavy, ze by déti mohly byt lepsi, nez jsou oni sami. Takové déti, kdyz
se dostanou na univerzitu (ale klidn€ i na uréitou pracovni pozici), tak jsou velmi snaZivi
a pracoviti.

Ptikaz nedélej (nedélej nic) vysilaji rodice, ktefi méli strach o své déti, aby si neublizily
a proto jim zakazovali se hnout od rodicovské ochrany. Setkavam se s tim i ve firmach, kdy
manazer prehnané kontroluje praci svych podfizenych a nedava jim prostor pro vlastni
aktivitu. Ba dokonce vlastni aktivita je podceniovana a navrhy ,,ziistavaji v Supliku®.

Piikaz nebud’ dulezity je vysilan z ego-stavu Ditéte rodice, které tika ,,Muzes tady byt s nami,
ale to, co tikas, neni dulezité!*, takovy ¢lovek, kdyz je potom osloven, aby ptisobil na n¢jaké
fidici pozici, tak ptisobi velmi panickym dojmem, takovy ¢lovék mé navic problém hovofit
pied publikem.

Ptikaz nepatri mohou rodice vysilat ditéti, které se odliSuje od ostatnich nebo si pieji, aby byl
vyznaénéj$i (nad skupinou). Lidé stimto injunctions potom nepatii nikam a jsou velmi
vyrazné osobnosti, coZ na druhou stranu manazefi jsou.

Ptikaz nebud’ duvérny mize byt ptredavan v rodinach, kde se malo fyzicky dotykali jak rodice
vzajemné, tak i rodice ditéte, pfipadné v rodinach, kde si nikdy nevyjadfovali své emoce.
Takovy ¢lovek potom muze byt emocionalné chladny.

Nebud’ dobry (zdravy) mize byt piikaz od rodici, ktefi jsou pracovné velmi vytizeni. Kdyz
jejich dité onemocni, tak se mu za¢nou velmi vénovat. Dité si potom muze vytvorit navyky,
Ze kdyz jsou néjaké problémy (vztahové nebo v praci), tak je dobré ,,onemocnét™.

Prikaz nemysli vysilaji rodi¢e ze svého ego-stavu Ditéte, kdy se citi byt ohrozeni. Typicka je
véta: ,,Opravdu si myslis, ze jsi tak chytry?* Takovy clovek se potom mlze podcenovat a plné
nevyuzivat sviij potencial.

Tak jak jsou piikazy formulovany negativné, tedy to, co dit¢ nesmi, tak ovladace (drivers)
jsou formulovany pozitivn¢. Takové zpravy potom manaZer vysila i smérem ke svym
podiizenym.

Problematika ovladacu (drivers) byla rozpracovana klinickym psychologem Taibi Kahlerem
v 70. letech 20. stoleti. U svych pacientli zaznamenaval slova, tony, gestiku, posturiku
a mimiku. Na zéklad¢é pozorovéni a analyz detekoval pét ovladact (drivers). Témi jsou bud’
perfektni, t&§ (ostatni), snaz se, bud’ silny a pospé&s si. Dle Smithe témito vzkazy matka a otec
davaji ditéti najevo, jaké si preji, aby bylo. Novobilskd ovladace vidi jako negativni jev
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Vv piipadé, Ze nejsou zpracovany v ramci ego-stavu Dospélého, protoze clovék muze
usilovngji pracovat nikoli kvili vykonu, ale kvtli ovlada¢tm.

Ovlada¢ bud’ perfektni je dan vétou: ,,Budes jediné OK, kdyz vSechno ud¢las spravne!*
Takovyto driver mizeme velmi Casto vidét u manazeril, ktefi si zakladaji na tom, Ze jsou
precizni, ze vSechno délaji ,,na jednicku®. Stejn¢ tak to pozaduji i po ostatnich. Rizikem
ovSem muze byt (a setkdvadm se s tim napftiklad u programétorti v IT firmach), ze dany ¢lovek
se zam¢ti na detailni zpracovani ukolu, pfemysli nad vS§emi moznymi alternativy. Nezaméti se
na odvedeni prace na ,,100%", ale na vic. Takovy ¢lovék potom odevzdava velmi kvalitni
praci, ale malokdy ji udéla v terminu.

Typicka véta pro ovlada¢ vsechny pros je: ,,Budes jedin¢ OK, kdyz vSechny lidi budes hezky
prosit.” Jak jsem jiz zminil, manaZer s timto vyraznym driver se mize orientovat na kvalitu
poskytovanych sluzeb zdkazniklim. Pracovnik na pozici obchodniho zastupce by ovSem moc
neuspel.

Ovlada¢ snaz se je typicky vétou: ,,Jsi OK pouze tehdy, kdyz se bude$ snazit délat véci
usilovné.* Nékteti pracovnici ale skonci pouze u toho snazeni se.

Ovladac bud’ silny ptredstavuje véta: ,,Budes jediné OK, kdyz skryje$ své pocity a budes to
chtit i po ostatnich.” Takovy ¢loveék pak neni pfili§ otevieny a nedava své city najevo.

Ovlada¢ pospes si je typicky vétou: ,,Budes jediné OK, kdyz vSechno udéla§ okamzité.*
Trendem v podnikovych kulturach je to, aby lidi odpovidali okamzité na mail, kazdy zadany
ukol okamzité splnili. Tento driver pro praci manazera mize byt velmi zadouci.

Mohlo by se zdat, Ze jednotlivé driver jsou pro praci manazera velmi zadouci. MiiZze ovSem
byt riziko, Ze manazer, ktery s jednotlivymi driver nedokdZze pracovat na racionalni drovni,
praci svou a svych podfizenych negativné ovlivni. Naptiklad ,,bud’ perfektni® mize zptsobit
to, ze se manazer zaméti pouze na to, aby to bylo ,,vySperkované®, ale nesleduje poZzadovanou
kvalitu a hlavné skute¢ny piinos. Driver ,,pospé$ si“ mize zplsobit to, ze reakce a odvedend
prace bude sice okamzité, ale bez logického uvazeni a s vysokou chybovosti.

2.3 Vlastni vyzkum a pozorovani

Od zafi 2011 realizuji vyzkum v podnicich zaméfenych na vyrobu a na poskytovani sluzeb.
Soucasné piisobim jako lektor mékkych dovednosti a pfi realizaci kurzl pozoruji (piedevsim
pii piestavkach), jak manazefi mezi sebou komunikuji, jak feSi nastalé¢ problémy ¢i jaké
strategie feSeni navrhuji. Vyuzivam testovani pomoci tak zvaného egogramu, ktery jediny je
v Ceské republice dostupny. Na pienosu standardizovanych a validnich testli osobnosti ze
zahraniéi se pracuje. Z vlastniho dosavadniho pozorovani a vyzkumu mohu fict, ze v Ceské
republice maji manazefi na pozici top managementu vyrazného Rodice. S niZ8i Urovni
managementu vyraznost Rodi¢e klesd. U manazert jsou vyrazné driver bud’ perfektni, coz se
projevuje vlastni odvedenou, ale i vyZadovanou, praci. S jednotlivymi injunction se setkavam

v

spiSe v omezené mife, ale taktéz se vyskytuji. Vyrazngjsi jsou skute¢né jednotlivé drivers.

3. ZAVER

Podnikové fizeni je vyznamné ovliviiovano ekonomickou situaci, vyrobnimi prostiedky,
situaci na trhu a podobné. Nem¢li bychom ale zapominat, Ze podnikové fizeni je ovliviiovano
i osobnosti manazera. Rada manazerti se mi svéfila s tim, Ze jim nékdy az vadi, jak je vSichni
zamé&stnanci pozoruji a pozorné sleduji jejich chovani. Sami pak fekli, Ze je to ziejmé z toho
diavodu, ze chtéji védeét, jaké chovani ve firmé je ¢i neni zZadouci. S ndzorem, Ze manazefi
vytvaieji firemni kulturu, miZzete souhlasit. P¥ipadné se muzete ptiklonit k nazoru, Ze firemni
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kultura si zije svlj vlastni piibéh nezavisle na lidech ve firm¢. Manazeti ovSem vytvareji
strategické plany, tedy plany, jak dosahnout zisku (v pfipadé vefejné spravy to samoziejmé
funguje trochu jinak). Na zaklad¢ této strategie jsou pak zpracovany dil¢i strategie, které jsou
vV ramci planovani pracovniho vykonu soucésti ukoll jednotlivych pracovnikii. Osobnost
manazera tedy vyznamné ovliviiuje cely chod podniku.

Pouzita literatura

1. ALDAG, R. J., STEARNS, T. M. Management. 1. vyd. Cincinnati : South-Western
Publishing Co., 1987. ISBN 0-538-07702-6.
2. BALLING, R. Diagnosis of Organizational Cultures. Transactional Analysis Journal.
2005, 35, 4. s. 313-320. ISSN 0362-1537.

3. BEDRNOVA, E., NOVY, I. Psychologie a sociologie v #izeni. 1. vyd. Praha :

Spektrum, 1994. ISBN 80-7175-010-7.

BERNE, E. Jak si lidé hraji. 1. vyd. Praha : Svoboda, 1970. ISBN 66-602-22-8.6.

CEJTHAMR, V., DEDINA, J. Management a organizacni chovani. 2. vyd. Praha :

Grada, 2010. ISBN 978-80-247-3348-7.

6. HARRIS, T. A. Ja jsem OK, ty jsi OK. 1. vyd. Praha : Pragma, 1997. ISBN 80-7205-
508-9.

7. MULLINS, L. J. Management and organisational behavior. 3. vyd. London : Pitman
Publishing, 1993. ISBN 0 273 60039 7.

8. ROBBINS, S. P.,, COULTER, M. Management. 1. vyd. Praha : Newton College,
2004. ISBN 80-247-0495-1.

9. SMITH, J. Transactional Analysis. 1. vyd. Western Australia : Edugraphics, 2001.
ISBN 0-9579087-0-9.

10. STEERS, R. M. Introduction to Organizational Behavior. 2. vyd. Oregon : Scott,
Foresman and Company, 1984. ISBN 0-673-16630-9.

11. STEWART, 1., JOINES, V. TA Today. A New Introduction to Transactional Analysis.
1. vyd. Nottingham : Lifespace Publishing, 1987. ISBN 1-870244-00-1.

ok~

Kontaktni tdaje

Mgr. David Krystof

Univerzita Palackého v Olomouci, Filozoficka fakulta, Katedra sociologie a andragogiky
Tt. Svobody 26, 779 00 Olomouc

Tel: +420 777 112 962

email: david.krystof@upol.cz

-06 -



PODPORA VZDELAVANIA AKO SUCAST CSR
EDUCATION LIKE A PART OF CSR

Zuzana Danechova, Alena Kusa

Abstrakt

Autorka sa v prispevku zaobera podporou vzdelavania v ramci spoloc¢ensky zodpovedného
podnikania, nakolko prave vzdelavanie tvori jednu z najcastejSich oblasti pre aktivity
spolo¢ensky zodpovedného podnikania. V ramci CSR sa najmé v poslednych rokoch
v mnohych spoloc¢nostiach uskuto¢nuju rdzne typy projektov, ktorych poslanim je zvysit
vzdelanost’ vybranej cielovej skupiny, ¢i uz so zamerom vyuzit edukaciu v prospech
spolo¢nosti, alebo neziStne podporit’ vybranu cielova skupinu. Na tieto projekty putujua velké
finanéné prispevky, nakolko vzdelana spolo¢nost’ je v zaujme mnohych firiem. Autorka
v prdcu poukazuje na prilezitosti pre Studentsky sektor, nakolko prave ten je jednym
znajviac  podporovanych sektorov vramci projektov CSR. Mnohé spolo¢nosti na
slovenskom trhu vyuZzivaju CSR okrem iného na budovanie znacky, ¢i posilnenie d’alSich
marketingovych aktivit, autorka sa zamerala aj na dovody preco je studentsky sektor
atraktivny pre firmy. Autorka poskytuje prierez projektmi, ktoré su urcené prave Studentom
a zaobera sa vyhodami, ktoré dokaze priniest’ rozSirenie a posilnenie vzdelanosti, ¢i podpora
vzdelavacich projektov obom zucastnenym stranam.

KPucové slovd: Projekty CSR, Spolocensky zodpovedné podnikanie, Studentsky sektor,
Studenti, vzdelavanie,

Abstract

The author in this paper describes the support of education in the context of corporate social
responsibility, especially since education is one of the most popular areas of corporate social
responsibility activities. During last years in many companies there were a lot of different
types of projects whose mission is to enhance the education of selected target groups with the
goal to use education in favor of company or unselfishly support the selected target group.
For these projects there is a huge financial contributions in companies, just because an
educated society is in the interests of many companies. The author refers to the work
opportunities for student sector, especially since it is one of the most supported sectors in
CSR projects. Many companies on the Slovak market including using CSR to brand building,
strengthening the other marketing activities, the author focused on the reasons why is the
student sector attractive for companies. The author provides a cross-section projects that are
designed just for students and discusses the benefits that can bring expansion and support of
education and educational projects for both sides involved.

Key words: Projects CSR, Corporate social responsibility, education, students sector,
students

UVOD DO PROBLEMATIKY SPOLOCENSKY ZODPOVEDNEHO PODNIKANIA

Spolocensky zodpovedné podnikanie (corporate social responsibility — d’alej len CSR) sa
Coraz vo vicSe] miere stava sucastou podnikatel'skych stratégii. Koncept spolocensky
zodpovedného podnikania vznikol uz v patdesiatych rokoch minulého storocia. Jedna
z historicky prvych definicii CSR, ktoru vyslovil v roku 1953 Howard R. Bowen, hovori:
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., Spolocenskd zodpovednost predstavuje zdvizok podnikatelov usilovat’ sa 0 takeé stratégie,
robit také rozhodnutia alebo vykonavat také aktivity, ktoré su Ziaduce z pohladu cielov
a hodnot nasej spolocnosti. «l Europska komisia definuje spolocensky zodpovedné
podnikanie ako koncept, pomocou ktorého firmy na dobrovol'nom zéklade integruji socialne
a ekologicke oblasti do beznych firemnych operacii a interakcii s beznymi zainteresovanymi
subjektmi — stakeholerami.” Dalsia z definicii usmeriiuje ciele, ktoré su podstatné pri
spolocensky zodpovednom podnikani:
., Spolocenska zodpovednost je pojem, ktory pojedndva o zmene pristupu k organizécii, ktoré
zacne citlivejsie vnimat a reagovat na potreby spolocnosti a okrem vlastnej ziskovosti sleduje
vysSie spolocenské ciele. V jazyku sukromného sektora to znamend, Ze firmy sa svojim
zodpovednym pristupom venuju spolocensky prospesnym aktivitam nad rdamec svojich
povinnost.«®
Koncept spoloCensky zodpovedného podnikania si mnohi asociuji len s pefaznym
darcovstvom ¢i firemnym dobrovolnictvom.
Ak sa spolocnosti rozhodnu aplikovat principy spolocenskej zodpovednosti, tie sa musia stat
sucastou firemnej stratégie s konkrétnymi dlhodobymi cielmi a vysledkami.*
Norma ISO 26000 stanovuje sedem principov spolocenskej zodpovednosti:
1. Zodpovednost’ organizacie za svoje dopady na spolo¢nost’ a Zivotné prostredie
2. Transparentnost’ organizacie v jej rozhodnutiach a aktivitach, ktoré maju dopad na
ostatnych
3. Princip etického spravania, ktory stanovuje, Ze by sa organizacie mali vzdy aza
kazdych okolnosti spravat’ eticky
4. Princip stakeholderov stanovuje, Ze by organizacia mala reSpektovat’ a brat” do uvahy
zaujmy vSetkych zGcastnenych stran, ktorych sa aktivity arozhodnutia organizécie
dotykaju
5. Pravidlo zékonnosti hovori, Zze by mala organizacia vzdy reSpektovat’ platnd
legislativu
6. Princip medzindrodnych Standardov stanovuje, zZe by organizdcia mala reSpektovat
relevantné medzinarodneé Standardy tam, kde su tieto Standardy priaznivejSie
Z pohl'adu udrzatel'ného rozvoja a blaha spolo¢nosti
7. Princip Tludskych prav urCuje, ze by mala organizacia uznavat dolezitost’
a univerzalnost’ 'udskych préw5
Spravne implementovanie spolocensky zodpovedného podnikania do stratégii podniku
zabezpe€i okrem priameho ¢i nepriameho prospechu najmi dlhodobo konkurenénti vyhodu
v porovnani s podnikmi, ktoré spoloéenskitl zodpovednost’ ignoruju. Spolo¢ensky zodpovedné
podnikanie je charakterizované Siestimi zakladnymi aspektmi: si univerzalne, zdoraziuju
dobrovolnost, zameriavaju sa na aktivnu spoluprdcu so zainteresovanymi subjektmi,
vyjadruju zavazok prispievat’ k rozvoju kvality zivota, zdoraziiuju rozvoj - nie iba rast,
pomendvaju tri oblasti, v ktorych sa zodpovedné podnikanie prejavuje.® Prave tri oblasti, na

! KABAT, L. - PERNSTEINER, H. - WAGNER, E.: Podnikanie v novych ekonomickych a socialnych
podmienkach. Bratislava: EUROKODEX, s.r.o., 2011, str. 8

2 ZADRAZILOVA, D. a kol.: Spolecenskd zodpovédnost podnikii: transparentnost a etika podnikani. Praha: C.
H. Beck, 2010, str. 2

¥ Spologenska zodpovednost’. [online], Bratislava: Mediaplanet, 2011. [citované 4.11.2012] Dostupné na:
http://doc.mediaplanet.com/all_projects/7395.pdf

* KABAT, L. - PERNSTEINER, H. - WAGNER, E.: Podnikanie vnovych ekonomickych a socialnych
podmienkach. Bratislava: EUROKODEX, s.r.0., 2011, str. 9

> ZADRAZILOVA, D. a kol.: Spolecenskd zodpovédnost podnikii: transparentnost a etika podnikdni. Praha: C.
H. Beck, 2010, str. 9

® BUSSARD, A. - MARCEK, E. - MARKUS, M. - BUNCAK, M. - MAZURKIEVICZ, P.: Spolocensky
zodpovedné podnikanie. Bratislava: Nadacia Integra, 2004, str. 6
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ktor¢ je spoloCensky zodpovedné podnikanie zamerané — 3P — people (socialna oblast), planet
(environmentalna oblast’), profit (ekonomickd oblast), charakterizuje spolocensky
zodpovedné podnikanie a odliSuje ho.

VZDELAVANIE AKO SUCAST SPOLOCENSKY ZODPOVEDNEHO PODNIKANIA

Na Slovensku sa znového trendu spolofensky zodpovedného podnikania stava bezna
a nevyhnutna stcast’ firemnej stratégie Coraz vacsieho poctu podnikov.

,Spolocenska zodpovednost je zakladnym prvkom stratégie nasej spolocnosti. Ak koname ako
spolocnost zodpovedne, znamend to, Ze sa k nasim zamestnancom, k Zivotnému prostrediu, k
zaujmom spolocnosti a ku kapitalu, ktory nam bol zvereny, spravame s respektom a takym
sposobom, ktory je udrzatelny. Jedine tak mozeme byt uspesni dlhodobo. “l

Prave vzdelavanie ako vel'mi vyznamna cCast’ spolocensky zodpovedného podnikania, do
ktorej putuje velké mnozstvo finanénych prostriedkov, sa stala aj predmetom prispevku.
Cielom je ozrejmit’ oblast’ vzdelavania ako stcasti CSR a poukazat na moznosti, ktoré st
ponukané sektoru Studentov vd’aka spolocensky zodpovednému podnikaniu.

Vzdelavanie arozvoj ludskych zdrojov zarad'ujeme do socidlnej oblasti spolocensky
zodpovedného podnikania. Okrem vzdelavania do tejto oblasti patria napriklad:

Zdravie a bezpe¢nost’ zamestnancov

Komunikacia

Firemna filantropia

Ochrana Specialnych skupin zamestnancov

Vyvazenost’ pracovného a osobného Zivota zamestnancov (work-life balance)
Rovnost’ prileZitosti a zakaz diskriminécie

LCudské prava

Pomoc prepustenym zamestnancom a podobne®

Mnohé spolocnosti na slovenskom trhu vidia vyhody v zacieleni svojich CSR projektov na
oblast vzdelavania ,,Siemens v ramci svojho programu spolocenskej zodpovednosti
podporuje, zastresuje alebo organizuje mnozstvo zaujimavych projektov. Najviac financnych
prostriedkov kaZdorocne putuje na podporu vzdelavacich projektov. «“?

»,Nasa stratégia pre socidlne zodpovedné podnikanie stoji na troch pilieroch: vzdelanie,
pretoze

vzdelana spolo¢nost’ sa da t'azsie zaviest’ do slepej ulicky, podnikavost’, pretoze je zdrojom
bohatstva narodov (Venture Fund), projektové partnerstvo, pretoZe si vazime prostredie, v
ktorom podnikame.“*°

V ramci CSR mdzeme vzdelavanie rozdelit’ na interné a externé. Interné vzdelavanie je
orientovane na vlastnych zamestnancov a ich skvalitnenie, obohatenie, rozsirenie obzorov,
pricom nejde o nevyhnutnost’ potrebnu pre prinaSanie okamzitych ekonomickych vysledkov.
Neustalym vzdeldvanim, obohacovanim pracovného procesu o ¢ast’ venovani rozvoju
Iudskych zdrojov, poskytovanim jazykovych kurzov, organizovanim vzdeldvacich eventov,
zabezpeCenim Skoleni na rdzne témy, nové technoldgie, ¢i motiva¢né stretnutia upriamené na

" http://www.dhl.sk/sk/o_nas/spolocenska_zodpovednost.html, [cit. 3.11.2012]

® KABAT, L. - PERNSTEINER, H. - WAGNER, E.: Podnikanie vnovych ekonomickych a socialnych
podmienkach. Bratislava: EUROKODEX, s.r.0., 2011, str. 11
“https://www.cee.siemens.com/web/slovakia/sk/corporate/portal/nas/spolocenska/syga/Pages/young_generation
award.aspx, [cit. 4.11.2012]

19 http://www.pentainvestments.com/sk/o-nas/profil/spolocenska-zodpovednost, [cit. 4.11.2012]
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lepSie spoznanie vlastného potencialu, ktory dokadzu jednotlivci v pracovnom procese
investovat’ a zhodnotit, sa zvysuje celkova hodnota firmy ulozena v zamestnancoch.
Vzdelavaniu sa vSak spolo¢nosti moZzu venovat aj externe. Externa forma podpory
vzdelanosti moéze byt zabezpecena poskytnutim finanéného prispevku na vzdeldvanie
jednotlivca alebo vybranej cielovej skupiny, pripravou projektov na rozvoj vzdelanosti.
Samotni pracovnici firiem sa mézu podielat’ na rozvoji vzdelanosti prostrednictvom kontaktu
s vybranou cielovou skupinou, zabezpefenim prednasok, tréningov, prezentacii v oblasti,
v ktorych vynikaju a dokazu tak priniest’ danej ciel'ovej skupine nové poznatky vo vybranej
oblasti.

V Uzkom spojeni s oblast'ou vzdelavania — ako aktivite CSR - je vzdelavanie o spolo¢ensky
zodpovednom podnikani. V sucasnosti sa tejto problematike na Slovensku venuju najma
nadacie a neziskové organizacie, ktorych cielom je priblizit problematiku spolocensky
zodpovedného podnikania vSetkym cielovym skupinam, ktoré svojim konanim dokézu Sirit,
ucit’, komunikovat’, konat’ spolocensky zodpovedné podnikanie. Nadacia Pontis pomaha $irit’
vzdelanie o CSR medzi firemnym sektorom a ponuka sluzby, vd’aka ktorym je pre firmy
I'ahsie zaviest' $tandardy spologensky zodpovedného podnikania do vlastnych procesov.™
Neziskova organizacia Junior Achievement Slovensko vytvorila prirucku ,,Ako ucit
0 spolocensky zodpovednom podnikani,* ktorej cielom je zabezpecit', aby ucitelia pochopili
podstatu spoloéensky zodpovedného podnikania, osvojili si ju a dokazali ju sprostredkovat
svojim $tudentom.?

Podl'a prieskumu realizovaného spolo¢nostou GfK Slovakia vedia l'udia na Slovensku
spolocensky zodpovedné podnikanie anajmd oblast vzdelavania ocenit. Prieskumu
realizovanom v roku 2010 sa zacastnilo 1010 respondentov vo veku od 15 do 60 rokov, ktori
sa mali vyjadrit’ na tému spoloCensky zodpovedného podnikania a spomenit’ si na aktivity
CSR, ktore najviac reflektuju a oceruj.

»Ludia na Slovensku si v§imaju verejné aktivity a cinnost firiem, ¢i uz v pozitivnom alebo v
negativnom smere. Vicsina Slovikov sa v prieskume vyjadrila, Ze by obmedzili nakup a
vyuzivanie produktov a sluZieb danej spolocnosti, ak by sa dozvedeli, zZe sa firma napriklad
nesprava transparentne k svojim zakaznikom alebo zamestnancom, vyrazne znecistuje Zivotné
prostredie, pdcha trestnii ¢innost alebo vyuZiva nekalé podnikatelské praktiky. “*

Podla statistickych tdajov spoloc¢nosti GfK Slovakia je oblast’ vzdeldvania verejnostou
hodnotena ako najviac ocefiovana oblast’ aktivit spolo¢ensky zodpovedného podnikania firiem
na Slovensku. Podla casopisu Trend tvoria prave vzdelavacie projekty vyznamna Cast
vV rozpoctoch slovenskych firiem urcenych na spoloCenski zodpovednost. Firmy sa citia
spoluzodpovedné za stav Skolstva na Slovensku a programami na podporu vzdelanosti
prispievaju k jeho skvalitneniu.**

Y http://www.nadaciapontis.sk/zodpovednost_firiem, [cit. 3.11.2012]

12 http://csr.etrend.sk/magazin-aktivity-firiem/ako-ucit-o-spolocensky-zodpovednom-podnikani.html, [cit.
4.11.2012]

13 http://www.nadaciapontis.sk/15695, [cit. 3.11.2012]

¥ http://www.noveskolstvo.sk/article.php?590, [cit. 3.11.2012]
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Rebricek darcovskych aktivit firiem, ktoré ludia najviac ocenuju.
Celkom (%)  Muzi (%) Zeny (%)
45,8 47,2 44,6
427 40 45,2
39,9 35 44,4
36,5 31,9 40,8
28,8 284 29,2
28,2 23,8 32,3
24,4 234 25,2
231 30,6 16,1
21,2 21,5 20,9
20,6 19,5 21,6
20,4 23 18
17,6 222 13,5
15,4 16,6 14,4
11,7 14 12
3.1 21 4

Tabul’ka 1 Rebritek darcovskych aktivit, ktoré Pudia najviac ocefiuju
Zdroj: GfK Slovakia - Statistické Udaje. [cit. 4.11.2012] Dostupné na:
http://doc.mediaplanet.com/all_projects/7395.pdf

STUDENTSKY SEKTOR AKO CIEELOVA SKUPINA SPOLOCENSKY
ZODPOVEDNEHO PODNIKANIA

Prave vzdelavanie ako sucast’ spoloCensky zodpovedného podnikania ponuka najvacsi
priestor na prepojenie firemného a Studentského sektora. Mnohé spoloc¢nosti  preferuji
investicie do mladych I'udi, Studentov strednych ¢i vysokych §kol. Projekty, ktoré st v rdmci
CSR realizované sa zameriavaju na:

e podporu zahrani¢nych studijnych pobytov

e podporu ucasti na vzdelavacich konferenciach, workshopoch, seminaroch

e sut'aze na rozvoj talentovanych Studentov

e prispevky na rozbehnutie vlastného Studentského projektu a iné

Pre Studentsky sektor je moznost’ ziskania finan¢nej podpory v ramci spoloCenskej
zodpovednosti podniku jeden z najjednoduchSich spbsobov pre vlastné rozvijanie. Pre
Studentov akéhokol'vek zamerania a S$tudijného smeru je na trhu mnozstvo projektov.
Dovodov, preco sa Studenti obracaju na firemny sektor je hned’ niekol’ko:

e su vychovani na technologickych novinkach a casto nemaju prilezitost na
akademickej pdde prist’ do styku s najnovsimi technolégiami, materialne vybavenie
univerzit je neporovnatel'né s technikou realne vyuzivanou v praxi,

e majl zaujem o Stadium v zahranici, ktoré je vel'akrat vel'mi finan¢ne naro¢né,

e maju svoj podnikatel'sky ndpad, ktory by chceli zrealizovat, no nemaji dostatok
finan¢nych prostriedkov,

e majl zaujem o praktické skusenosti v Studovanom odbore, ktoré im neponuka Stadium
a pod.
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Prave preto korporatny sektor prispdsobuje svoje aktivity Vv oblasti spolocensky
zodpovedného podnikania Studentskému sektoru. VVyhodou spojenia tychto dvoch oblasti je,
7e Studenti poskytuji nevycCerpatelny zdroj novych napadov, svieze a nové myslenie a iny
pohl'ad na rieSenie problémov. Na druhej strane korporatny sektor ponuka sktsenosti,
prostriedky a technické vybavenie. Pri pocte azamerani firiem na slovenskom (ale
I zahrani¢nom) trhu a pri pocte a zamerani Studentov je mozné tieto projekty prisposobovat’
a modifikovat’ na konkrétnu cielovi skupinu a docielit’ tak spokojnost’ oboch zapojenych
stran.
DOvody, preco vidia spolo¢nosti vyhody v spolupraci so Studentskym sektorom su
nasledovné:
e podpora vzdelavania/ Studentov je prirodzenou sucastou filozofie spolocenskej
zodpovednosti danej firmy
e Studenti st zdrojom népadov a inovacii
e prostrednictvom CSR si spolocnost’ ,,vychovava® svojich buducich zamestnancov
e spolocnost’ prostrednictvom tychto aktivit podporuje svoje vlastné marketingové
aktivity a buduje znacky medzi Studentskym sektorom

Vybrané slovenské spolo¢nosti sa o cieloch projektov zameranych pre Studentov vyjadrili
nasledovne: ,, Cielom ndsho projektu je podpora nadanych Studentov, ktori spliiajii podmienky
a maju zaujem 0 ndstup do trainee programu po ukonceni Studia. Podstatou programu je
nielen financné zabezpecenie Studentov, ale aj ich rozvoj a odbornd prax. Rozvojové aktivity
st smerované na odborné a osobnostné zrucnosti a jazykové znalosti. “*

..V ramci grantového programu Nadéacia Tatra banky poskytne financné granty na pokrytie
casti ndkladov spojenych so zahranicnymi Studijnymi pobytmi, letnymi Skolami, staZzami a
vyskumnymi pobytmi na niektorej z renomovanych univerzit v zahranici. «16

Nie vsetky firmy pomahaji neziStne. Existujui aj také, ktorych cielom je najmé zviditeI'nenie
sa na trhu. Nie je tajomstvom, Ze spolo¢ensky zodpovedné podnikanie je o budovani dobrého
mena a kvalitnej znacky. Vzdy je to hodnotnejsi spdsob reklamy. Ak je firma dlhodobo
zodpovedne ¢innd a ma preukazateI'né pozitivne referencie v tejto oblasti, marketingovy
uspech na seba nenechad dlho ¢akat. Dlhodobé spolo¢ensky zodpovedné spravanie prinasa
kazdej firme aj benefity v podobe posilnenia znacky, zlepSenia imidzu ¢i upevnenia pozicie
na trhu. Nedokaze vSak priniest’ priame a najmi okamzité financné benefity ako reklama
alebo marketing.’” Ak vsak chceme zistit, & firma spolodensky zodpovedne podnika len
z dévodu posilnenia svojich marketingovych aktivit, alebo ide o nezistni pomoc pre dobro
cielovej skupiny, je potrebné preskimat’ hodnoty a filozofiu spolo¢nosti, na zéklade ktorych
je vel'mi 'ahké skutocny zamer spoloc¢ensky zodpovedného podnikania definovat’.

,, CSR v Ziadnom pripade nechapeme ako cisto marketingovy nastroj. Je prirodzenou sucastou
dlhodobého rozvoja naSich aktivit. Na Slovensku najvyraznejSie komunikujeme naSe
sponzoringové aktivity, charitu len v miere, ktord je nevyhnutna na informovanie ludi o
moznosti ziskat podporu od nasej spolocnosti,” vysvetluje hovorkyna ING Bank Jana
Burdova.«!®

,MozZeme akurat dufat, Ze raz si niektory zo Studentov pri hladani prace spomenie na tu
znacku z ucebne, ““ dodava hovorkyna Siemensu Tatiana Makova.*®

Pre ziskanie prehl'adu ohl'adom projektov, ktoré si momentalne pre Studentov na trhu
dostupne, vyberame z kazdej kategorie jeden.

5 \www.vse.sk, [cit. 5.11.2012]

18 http://csr.etrend.sk/magazin-aktivity-firiem/najlepsi-studenti-poletia-do-sveta.html, [cit. 4.11.2012]
7 http://www.nadaciapontis.sk/15695, [cit. 4.11.2012]

18 http://www.partnerstva.sk/buxus/generate_page.php?page_id=534, [cit. 4.11.2012]

19 http://www.partnerstva.sk/buxus/generate_page.php?page_id=534, [cit. 4.11.2012]
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Podpora zahrani¢nych Studijnych pobytov:

Grantovy program Studenti do sveta od Nadacie Tatra banky podporuje najlepsich studentov,
aby Studovali na zahraniénych Skolach a ziskavali skusenosti, ktoré uplatnia na Slovensku.
Medzi Studentov sa v predchadzajucom ro¢niku prerozdelilo takmer 60 000 eur (maximalne
5000 eur na jedného zaujemcu). Medzi vybranymi projektmi previladali tie z oblasti
manaZzmentu, ekonomie, prdva alT. Vdaka Stipendidm od Nadacie Tatra banky sa 16
slovenskych Studentov zc¢astnilo pobytu v europskych krajinach, 8 v USA, jeden v Kanade
a jeden v Japonsku.?

Podpora prostrednictvom vzdelavacich konferencii, workshopov, tréningov:

VSE Fellows- projekt vychodoslovenskej energetiky, ktory podporuje nadanych Studentov,
ktori spiiiajti podmienky a maji zaujem o nastup do Trainee programu po ukonéeni $tudia.
Podstatou programu je nielen finanéné zabezpeéenie Studentov, ale aj ich rozvoj a odborna
prax. Rozvojové aktivity st smerované na odborné a osobnostné zrucnosti a jazykové
znalosti.?!

Stut’aZe na rozvoj talentovanych Studentov:

Stredogkolaci zo Zilinského a Trendianskeho kraja mohli sutazit so svojimi nipadmi a
inovaciami v oblasti bezpe¢nosti alebo zlepSenia Zivotného prostredia v automobilovom
priemysle. Spolo¢nost’ Kia Motors Slovakia v spolupraci s Nadaciou Pontis zorganizovala uz
treti rocnik sutaze Kia Innovation Award, ktorej vitaz ziskal pre Skolu az 4000,- eur.?
Prispevky na rozbehnutie vlastného Studentského projektu:

V tejto oblasti podporuju zaujimavé, ekologické, prinosné, technologicky vynimocné projekty
takmer vSetky nadacie pdsobiace na Slovensku.

Struktira projektu, zadanie pre uchadzacov a kritéria vyberu su stanovené podnikom
a odvijaju sa od celkovej stratégie CSR.

ZAVER:

Spoloc¢ensky zodpovedné podnikanie sa na Slovensku postupne stava prirodzenou sucastou
stratégii podnikov vSetkych vel'kosti a zamerania. Napriek tomu, Ze tento svetovy trend sa ku
nam dostal s omeSkanim desiatok rokov, podniky rychlo pochopili, Ze podnikanie nie je len
0 vykazovani ¢o najvacSieho zisku. Aj verejnost’ sama zacala vo zvySenej miere preferovat’
spolo¢ensky zodpovedné podniky s iniciativami zameranymi na socialnu ¢i environmentalnu
sféru. V stvislosti so CSR rozliSujeme rézne cielové skupiny, priCom jednu z nich tvori
prave sektor Studentov. Studentsky sektor prinasa velky priestor pre aktivity spoloéensky
zodpovedného podnikania, nakolko je mozné tieto projekty modifikovat’ podla potreby
a zamerania podniku. Na strane ponuky existuje na slovenskom trhu mnozstvo projektov, do
ktorych sa moézu Studenti zapojit'. Vel'akrat ani nemusime hovorit’ o projektoch, ale o podpore
Studentského sektora prostrednictvom finanéného prispevku. V stGcasnosti je pre podniky
atraktivne uvadzat’, ze su spolocensky zodpovedné, pricom nemaju jasne stanovenu stratégiu
a sposob plnenia spolo¢enskej zodpovednosti. Laicky povedané — podporia toho, kto ich o to
poziada, len aby si mohli spolo¢ensky zodpovedné podnikanie preukazat’. V tychto pripadoch
by malo byt na proaktivite Studentov zaujimat sa o moZznosti, prostrednictvom ktorych
dokazu zrealizovat svoje projekty, i pracovat’ na sebe.

2 http://csr.etrend.sk/magazin-aktivity-firiem/najlepsi-studenti-poletia-do-sveta.html, [cit. 4.11.2012]
2! http://www.vse.sk/, [cit. 5.11.2012]
22 http://www.aad.sk/article.php?sid=4650, [cit. 4.11.2012]
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PMO IMPLEMENTATION IN PUBLIC ADMINISTRATION SECTOR

Jan Juricek

Abstract

Implementation of the project management office (PMO) is a challenging activity, which has
its own principles and regularities. This thesis is describing processes for the smooth PMO
implementation finding best-practices in actual methodologies. Based on both scientific and
practical expertise, there will be given the recommendation for the future consultancy
practices in PMO implementation in the public administration sector mainly of the IT/ICT
projects.

Key words: PMO, Project Management, Public Administration

1 INTRODUCTION

Within the closer activity research of the particular organization, there are findings that
organizational activities (issues, problems, requirements) are solved by project driven
activities — whether the project scope is small or big. At the same time, it also abandons the
classical and rigid organizational structures, such as functional, and moves to the matrix
structures, which in connection with projects offer a powerful tool to respond to today's
bustling time. The ability, to flexibly respond to changes, has become a factor that ensures
success and prosperity, especially in the field of information technology (IT/ICT). At this age,
there is no question to drive organization both functional and project-oriented way.

During the past decade, several firms actively gathering data on project management trends.
In that time, we have seen a steady climb in the influence of the project managers and project
management. The upward trend is unmistakable. Also, we can see an uptrend of
implementing Project Management Offices into the organizations as a factual and functional
part of its management.

By PM Solution [9] 2000 research on The Value of Project Management, only 47% of
companies had a project office. In 2006 showed that 77% of companies had PMOs; in 2010
research shows that 84% of companies have PMOs or will implement in upcoming year 2012.

What cause this significant trend? What is a cause of the importance in migration of
management activities from the level of individual projects in the portfolio? Conclusions are
following:

- uniform organizational platform, sharing its resources (human resources, capital
resources — uniform capital and financial approval based on uniform business case
within the company)

- there are a priorities for improving resource planning and forecasting processes

- implementation of standardized reporting, analyses and dashboard tools

- enhance performance measurement processes

2 DEFINING AND SETTING THE OBJECTIVES

Project Management Office in every organization must act as “de-terminator” (phase of
intention), planner (schedule), controller (tasks) and "enforcer” (reporting) of all projects of

- 105 -



the organization. Projects can be not only external — customer orientated, but also internal —
these are actually pointing inside to the organization. And internal projects are the main
engine of the project office in government, unlike the business entities.

PMO is the organizationally dedicated department, which defines and maintains standards for
project management. [3] The main role of the PMO in an environment of public
administration is:
- Providing project management executive
- Main responsibility is management and development of project management processes
within an organization of public administration
- Ensuring a sufficient number of human resources for project execution , managing
structures and sufficient delivery
- The proposer of project managers and project administrators on individual projects for
approval to the project management committees
- To inform senior management department of the public administration on the status of
implementation of IT projects
- To ensure regular evaluation of IT projects
- To ensure the training of managers and project managers and project team members
- Monitoring compliance with methodological rules and practices of project
management with emphasis on project documentation

In this work we will focus on IT / ICT projects which are going into the PMO. These projects
are typically: supply of HW and changing the IT infrastructure, enterprise ERP linked to
organizational and functional units cross-resorted processes (i.e. projects, which by their
nature changing to a certain degree experienced processes, create a re-engineering
(introduction of radical organizational changes and changes in the company, a major
stimulator of business process improvement, ways of thinking and behavior of workers) the
functioning of public administration agendas), safety improvements or development of
business intelligence software to support business agendas.

This paper aims to expertly describe the subject area of implementing the project management
office in the public administration sector (actually, there are a real foundation PMO practices
used in this article) in a medium large organizational section — which counts 500 — 1000
employees, the system users). It must be seen to employees of state agencies (state and local
authorities) as system users — these soft elements of the organization determinate the overall
function of the PMO and influence its performance.

It aims to confront these areas with the latest principles and frameworks of the IT
Governance, especially in the relation to the following points:

- Astrategic view of the IT Governance

- Resource management

- Definition of the value added

- Performance measurement

- Risk management

Based on a comparison (auditing - Audit is in this paper understood from a scientific and
practical aspects - a comprehensive, formalized independent verification checks (existence,
implementation, effectiveness) due to existing standards [4]) with defined standards and
procedures, there will be essential points of instructions written and key findings for use in
other consulting practice, while not everything went according to plan, and the author wants
to scientifically look at areas that were problematic.
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2.1 Project Management Office Methodology in practice

It is surprising, that there is series lack of scientific information for the PMO implementation
approach and procedure. PMO and its mature levels are described in MSP. MSP is briefly the
second level of Prince2 certification program, director and owned by the Office of
Government Commerce (OGC) and supported by a range of accredited qualifications.

MSP, Managing Successful Programmes, is an OGC best-practice methodology for managing
multiple programmes. MSP complements the methodologies laid out in Prince2. MSP assists
organizations in coordinating and planning projects, so that they support each other and are
allocated the required resources [10].

PMO is certainly connected with the whole organizational IT governance. IT Governance
recognizes that Information and Information Technology is at the heart of the modern
economy - and at the heart of the modern organization [10]. This is defined in ITIL. ITIL® is
a publicly available framework that describes the best practices in IT service management. It
provides a framework for managing IT in an organization, deals comprehensively about the
services and focuses on continuous measurement and improvement of the quality of delivered
IT services, both in terms of business, so from a customer perspective. This focus is the main
cause of global success of ITIL ® and contributed to the widespread use and the key benefits
gained by those organizations that have applied these techniques and processes in their
structures [11].

As we think in terms of PMO as a component of IT governance in the particular company —
organization, we have to mentioned another source of standardize procedures. COBIT
(Control Objectives for Information and related Technology) was developed as a generally
accepted standard for good practice management, control and audit of information technology
[2]. According to COBIT are these systems mutually conditioned: corporate governance as a
system which is managed and controlled organization (Enterprise Governance) and the
management and administration of enterprise informatics (where IT is managed and
controlled.

For the second world spread methodology driven by Project Management Institute (PMI),
PMO is not a primal object of the interest. In this standards, PMO Implementation process or
approach is not defined, but (for the signed users only) several serious thesis are published
[1]. Theses thesis’s describes, in a very straightforward way, the four main concentration
areas needed to maximize the chances of success for a newly established project management
office. Scalability and fit to purpose, clear scope, reasonable requirements geared toward
project managers, and marketing and communication will be discussed as the most important
aspects to consider in these types of efforts [1].

3 DEFINING AND SETTING THE OBJECTIVES

Implementation of PMO in public administration sector is primarily about these three
elements:
- Personal staffing, role definitions and all personal changes in organizational structure
or people management style
- The process (processes), resulting in the introduction of the project management style
(new-other) in which operate de-facto two parallel organizational dimension — linear
functional and project
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- Delivery of a specially adapted templates (i.e. project management documentation) for
the proper managing of IT/ICT projects of the public sector and introduction of these
template into the routine practice (business as usual)

As described above, there are two dimensions of people management perspective: the
functional (the classic liner one) with a clear model of manager — subordinate, usually clearly
defined by contract of employment; and the project related — which describes the authority
and accountability of project boards, project managers and members of the projects. These
labor-related tasks are not defined in the contract, but we can fully recommend implementing
the principles of Statement of Work at the level of individual projects.

Blending process, project and functional (line) management style must be distinguished on
the three levels of management:

- At the level of the enterprise (business processes, line management structure, portfolio
management of projects)

- At the level of PMO (PMO processes - processes common to all projects (eg Prince2,
together with the regulations for the IS / IT in public administration), line management
structure of the PMO, managing programs / projects)

- Atthe level of individual projects (project specific processes (such as ASAP for SAP),
line structure of a specific project management activities of the process)

First, it is necessary to define the framework (methods and methodology) by which the
projects will follow. This is necessary to publish (i.e. written down, let the comment, discuss
concerns and then incorporate the official release) directive for project management,
according to the will of IT / ICT projects within the project office to manage and guide,
according which project manager will proceed.

Directive, mentioned above, is an absolutely crucial first step. The purpose of the directive is
the unification of optimization of the IT project management within the frame scope of the
state organizations. It is covering and ensuring the fulfillment of the basic parameters of
IT/ICT projects, such as: fulfillment of the project objectives, compliance with the project
schedule and passing the project deadlines without issue, to be in the approved project budget
and compliance with the stated quality).

The above parameters can be met not only by defining project frames, but also by the
processes, by which government organizations manage and also by roles (and responsibilities)
for the implementation of individual tasks within these projects.

The directive has processes and human correlation. The human part is about the personal and
organizational changes, while the new responsibilities and accountabilities take in place.
There is a definition of a new personal rules (project members) and the projects tasks related
with each role (member of the project board, member of the team, team leaders etc.). The
directive must be composed by summarizing the rules, responsibilities and powers of persons
involved in the projects and the rules of the PMO.

To properly implement a project office and brought it to life, we have secure the
organizational and procedural aspect of initialization of the projects. Projects will initialize
the petitioner in communication with the newly appointed head of the project office ("Head of
PMOQ™"). These procedures must be communicated and identified users must be trained.
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Initialization of the project should be described for example in this way:

ID of the | Name of the process Who is responsible Inputs and outputs
process
1.1 Project purpose creation Project proposer IN: need (product, service requirement,
legal change, etc.)
OUT: Project Charter / Project purpose
document
1.2 Project Charter approval Project proposer IN: Project Charter to be approved
OUT: Approved Project Charter
1.3 Preparation and realization | Project proposer, IN: Approved Project Charter
of the project selection department of the OUT: Business Contract
public procurement
14 Cast of the project Project proposer IN: Request for appointment of members
management structures: of the governing structures of the project
Project Board and Project OUT: occupied project management
Manager structure

After the approval of the directive, there must be appointed a strong leader for managing the
new unit. Project office manager (also known as “Head of PMQO?”) is responsible for running
the project office, appointing (end ensuring) the appropriate competent project managers and
project administrators, for providing the necessary compliance, management and development
project processes, project evaluation, evaluating of the project related work of project
managers on ongoing projects, training of the project members and administrative staff. Only
at this time, regular manual for the project management activities can be discuss in detail.

Project Manual defines a project methodology. Usually it is based on international standards
Prince2 and PMI [1]. Prince2 is widely recommended and suitable for the usage in the public
administration sector [5]. It is also needed to inform, that in fact that this process must be
aligned with the public administration procedures, another standards and norms must be
accompanied with the manuals as well as with the directive.

Project Manual further defines all the templates for the support in managing individual
projects, for example:

- Project plan

- Project status report

- Meeting minutes, management committees minutes

- Risk log, change log

- Acceptance protocol

- Project task manager, etc.

The handbook, as the project manual can be also called, must be based on following
principles:

1. Rationally designed structure of a project management

2. Rationally designed decision-making processes

3. Promoting direct responsibility

Ad 1) Organizational structure of the project involves only requires governing bodies, which
structure is minimized in a way that members can properly and effectively discharge their
assigned control functions. Board structure is designed hierarchically.
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Ad 2) Decision processes are designed in such a way as to minimize the number of necessary
steps leading to the final decision, while maintaining the quality of decision making. There
are principles of the individual responsibility applied on the decision process.

Ad 3) Project is uniquely determined by the responsibilities of individual participants.
Individual tasks are passed to address those project participants who have the prerequisites
and necessary resources for their execution. Implementation of activities (tasks, including the
quality of performance) is consistently observed.

After delivery of manuals and project management, organizational changes occurred. There
was a managing director regulation was chosen as a form of formal direction of the change.
Head of PMO was established and first project manager, as well as project coordinators and
first members of the project board were allocated after that.

4 KEY FINDINGS AND SOLUTION PROPOSITION

It soon became clear that without fundamental links to the strategic management (direction)
of IT in the enterprise a separate project office can not to be properly managed. The
manifestation of the uncontrolled states and threats to the functioning of the project office
was:

- Individuals or teams outside of IT/ICT group (data management unit, ICT network
unit, security, application development department) had no information of the
operation of the PMO, had no information about processes and functional principles of
the operations

- Directorate of the state organization did not understand or did not have IT
administration for the added value area and did not understand the logic of IT support
for the agendas for the rest of the administration

- There was no clear ling term perspective of the organizational units and long/term
strategic direction of profiling of the IT department (strategic management of IT)

- Projects have immediately gone outside the timetable, because the administrative
processes needed for the public contract (in case that project scope must be delivered
externally - outside the company - a tender, who is governed by the law and has its
fixed rules) were unpredictably delayed.

How to deal with this? It is most appropriate to establish a special organization of the group -
the "IT Management Board" - a steering group of managers, who will decide on strategic
issues in the IT organization of the state (government). This working group (in the project we
have called for the Commission's IT strategy) was formed from the five executives:

- Economic Director (the person responsible for financial management of government
authority, understands the agenda of its employees and can formulate ideas and
thoughts in clear terms of reference for IT)

- Director of IT (a worker, who can transform requirements and entering its
requirements into the technical language, and has the widest knowledge of the overall
architecture of the IT / ICT in the organization of state administration)

- Assistant Director of Public Administration (a person that can communicate directly
with the managing director for the entire organization and who can interpret the
strategic guidance into this committee. A persons highly educated in agenda in the
common workplace of the organization. Also, this person task was to handle the
appointment proposal of the project board members to the director)
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- Head of section state orders, Head of procurement (a worker, who is able to transform
the requirements for "delivery" - choose the method of implementation of the contract
etc.)

- Head of PMO (worker, manager - which stacks the all plans together, assign them
priority and allocate performance on individual projects (Portfolio [7]). This person
takes responsibility for the portfolio realization

Strategic IT committee has had following basic objectives:
- To ensure the functioning of IT to bring to the workplace clear added value
- To ensure IT functions as a "business” requirements (the requirements of individual
departments) and avoid all duplication
- To manage the IT risks (from the perspective of management of science)
- To Improve inter-departmental culture in IT requirements - clarity and uniqueness
- To provide measurable outputs (IT department)

After the establishment (and after several regular meetings had taken place) of the Steering
Committee there were improvement of overall acknowledgment of the organization. And
most importantly — external projects which went through the coordination of the procurement
phase were implemented on time and without administrative obstacles.

When introducing IT Management Board, the author was inspired held IT Governance
Framework, COBIT 1.4 [1, 6].

Another finding was the fact that projects avoid the initialization phase (formal project charter
document did not be done on time or never been finished), which was caused by inadequate
training of potential project proposers and the lack of working time for the project proposers.

Therefore, head of PMO has allocated resources for writing (formal writing) of these project
charters in cooperation with the mental proposer. These resources had to been allocated by
external company (vendor management) and resources were directly appointed to the
positions of project coordinators or administrators.

In that case, project plans went directly to the IT Management Board [6] and all of them were
approved or discussed on time. This issue and its methodology solvation was also inspired by
best-practices [1,6] as described in Board Briefing on IT Governance.

5 CONCLUSION

Intuitive PMO implementation in terms and introduction steps and fragments described above
(HR roles, process changes, traceable and measurable documentation) brings in the later
stages of the PMO implementation more effort and could lead to several failures. In rare
cases, if the organization is not mature in the project management for example, has led this
decision of designing and implementing the PMO to a reassessment. This reassessment can be
flourished at executive levels as well as in top-management in the government.

There’s a direct correlation between the maturity of a company’s PMO and the value it
provides [9] and the value it’s been observed by senior management.

Using internationally accepted standards in identified areas, in which the standards or
components can be planted, becomes the PMO the core-engine of the organization. This core
engine integrates all IT/ICT projects (project portfolio) into the environment of public
administration. Public administration sector is specific for the implementation.
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Areas of the COBIT framework [2], which were clearly highlighted in the introduction of the
PMO and during the implementation and which was recommended to apply is the relevant
process PO10 Manage Projects and document the Val IT.

During the implementation, consultants are highly recommended to follow the Board Briefing
in IT Governance.
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ROZVOJ NASTROJU A METOD K PODPORE RiZEN{
CELOZIVOTNIHO CYKLU VYROBKU

DEVELOPMENT OF TECHNICS AND METHODS FOR SUPPORTING
PRODUCT LIFECYCLE MANAGEMENT

George Cristian Gruia, David Michéalek, Miroslav Zilka, Jan Vog|

Abstrakt

Pouze Uplnd integrace vSech procest a dat tykajicich se zivotniho cyklu vyrobku, pocinaje
navrhem a konce poprodejnim servisem, udrzbou a likvidaci, dovoli vyrobcim splnit naroky
dne$niho a budouciho trhu za plného uspokojeni uZivateld produkti a naplnéni
environmentalnich pozadavkii. Management zivotniho cyklu vyrobku ptinasi efekty v podobé
transparentnich a efektivnich procesi, zrychleni vyvoje produktd, sniZzeni podnikatelského
rizika, snizeni nakladovosti vyroby. Strojirensky prumysl je jednim z globalné
Zivotniho cyklu vyrobku bude mozné zefektivnit vyvoj noveho vyrobku, snizit naklady,
racionalizovat vyuziti zdroju a poskytnout zakaznikiim poZzadovanou kvalitu produktd. Cilem
tohoto ¢lanku je popis vystupt 3 letého projektu Studentské Grantové Soutéze.

Kli¢ova slova: naklady, udrzba, IT, Zivotni cyklus.

Abstract

Only the full integration of all processes and data related to product life cycle, from design to
disposal with the after sales service, maintenance and disposal, allows manufacturers to meet
the demands of today and tomorrow's market for full satisfaction of users of products and
meeting environmental requirements. Product lifecycle management offers benefits in terms
of transparent and efficient processes, accelerated product development, reduced business risk
and reduction of cost of production. Engineering industry is one of the globally most
competitive and capital-intensive sectors. As a result of a deeper understanding of the product
life cycle will be possible to shorten development time for new product, reduce costs,
rationalize the use of resources and provide customers the required quality. Purpose of the
article is to show the results of 3 year project Student Grant Competition.

Key words: costs, service, IT, lifecycle

1 UvOD

Management zivotniho cyklu vyrobku mé za ukol fidit vSechny partikularni oblasti, které
vstupuji do nekteré z etap zivotniho cyklu napf. udrzba, jakost, informacni systémy a naklady
- vyzkumu, vyvoje, vyroby atd. Do soucasné doby bylo vytvoieno mnoho nastrojli, metod a
technik pro management Zivotniho cyklu, ale tyto néstroje jsou omezeny pouze na hodnoceni
urcitych vybranych specifickych uloh.

Potfeba zajisténi udrzitelného rozvoje vede k nutnosti zkoumdni vztahti a vazeb
spolecenskych potieb a celozivotniho cyklu vyrobkl a investic. Jedna se zejména o dopady
(vlivy) produkce na parametry Zivotniho cyklu vyrobku (néklady, Zivotnost, servis, opravy,
rekonstrukce, modernizace). K feSeni téchto problémt a pro hledani vychodisek z nich je
nutné sestavit pro vyrobce a uzivatele uceleny pfistup a metodiku vytvofenou z pohledu
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navzajem souvisejicich potfeb technickych, ekonomickych, environmentalnich a
spolecenskych. Aktualnost tématu je akcentovdna soucasnym projevem ekonomické krize,
kdy se jeste zvysSuji pozadavky spolecnosti na uUsporu zdroji pii soucasném zachovani
uzitnych vlastnosti vyrobki a udrzitelného rozvoje.

SoucCasny stav feSené¢ho problému je, Ze existuji pouze omezené pristupy k Tfizeni
celozivotniho cyklu produktu, G€inkli vyroby a uziti produktl na Zivotni prostfedi, na
zdrojovou naro¢nost a s nimi spojena rizika a piileZitosti spojenych s technickym rozvojem
(nové materidly, postupy, celospoleCenské potieby). Zejména konecna likvidace téchto
produktl neni vyfeSena plosné, technologicky ani ekonomicky.

2 VYZKUMNY PROJEKT

Reakci na vySe zminéné vyzvy bylo sestaveni vyzkumného projektu mladych védeckych
pracovnikti (doktorandti) s ndzvem ,,Rozvoj nastroji a metod pro fizeni Zivotniho cyklu
vyrobki“, feSen¢ho v ramci Studentské grantové soutéze na Ustavu fizeni a ekonomiky
podniku Fakulty strojni CVUT v Praze.

Prvni fazi bylo provedeni rozsahlého Setfeni s cilem zachytit soucasny stav v dané oblasti.
Toto Setifeni probihalo ve dvou fazich. Prvni faze zahrnovala reSerSi tuzemske i zahrani¢ni
literatury, odbornych c¢lankd a dal$ich informacnich zdroji tematicky zamétenych na
management Zivotniho cyklu, naklady Zivotniho cyklu, udrzbu, spolehlivost a vyuZziti
informa¢nich systémut pifi managementu zivotniho cyklu. Ziskané informace byly vyuZzity
jednak pfi tvorbé jednotlivych vystupt projektu a jednak se staly vychodiskem pro sestaveni
strukturovaného dotazniku, ktery byl klicovym nastrojem druhé faze Setfeni.

Ve druhé fazi byly prostiednictvim téchto dotaznikti a strukturovanych rozhovora ziskavany
informace od zastupcti vybranych podnikd s cilem zmapovat zkuSenosti, pohledy a pfistupy
tuzemskeé podnikové praxe k otazkam tykajicich se fizeni zivotniho cyklu produkti.
Relevantni data ziskand pomoci dotazniku byla dale statisticky zpracovana a vyhodnocena.
Vysledky obou fazi byly nasledné¢ vyuzity pro formulovani zavéri, doporuceni a metodik
v ramci jednotlivych oblasti projektu.

Vyzkumny projekt se bliZze zamétoval na feSeni Ctyf dil¢ich oblasti problematiky zivotniho
cyklu:

1) Analyza nakladi Zivotniho cyklu vyrobku

2) Analyza systéemu managementu jakosti (kvality) v Zivotnim cyklu vyrobku a sestaveni
uceleného pristupu a metodiky k zvySeni jeji ekonomického potencialu

3) Rizeni a planovani Gidrzby v ramci provozni fize Zivotniho cyklu vyrobku
4) Role programové podpory pii fizeni zivotniho cyklu vyrobku
2.1 Analyza nakladi Zivotniho cyklu vyrobku

SoucCasné konkuren¢ni prostiedi zpusobuje ekonomicky tlak, ktery vede vykonny
management vSech podnikd k nutnosti posuzovat a analyzovat problematiku hospodateni
Sruznymi druhy vyrobkli nejenom z kratkodobého casového horizontu, ale také z
dlouhodobého hlediska. Posuzuji se naklady spojené s jeho provozem, Gdrzbou i likvidaci.
Analyzovat a sledovat Zivotni cyklus produktu, jeho jednotlive etapy a naklady je v dnesni
dob¢ nutnosti. Provedeni vérohodné analyzy naklada zivotniho cyklu vSak zavisi na dostatku
znalosti, zkuSenosti, ovéfenych dat a informaci. Analyza naklada zivotniho cyklu poskytuje
také moznost otestovani soucasnych nakladti a stanoveni feSeni, jak tyto néaklady snizit
pomoci objektivnéjsiho planovani do budoucna. Pouziva se pro porovnani riznych scénaru
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vlivu nakladt na podnikani v dlouhodobém horizontu. V oblasti vyroby je kladen duraz na
prognozovani celkovych vlastnickych nakladi zejména sohledem na spolehlivost,
poruchovost, bezpecnost a celkové néklady na provoz a udrzbu. Dle technické normy
~Management spolehlivosti - Cast 3-3. CSN EN 60300-3-3" existuje 6 hlavnich etap
Zivotniho cyklu produktu™:

a) etapa koncepce a stanoveni pozadavkd,
b) etapa navrhu a vyvoje,

C) etapa vyroby,

d) etapa instalace,

e) etapa provozu a Udrzby,

f) etapa vypotadani (likvidace).

Uplatiiovani tohoto pfistupu vede k ekonomickym tuspordm a dokonalému piehledu
nakladové struktury v etapach, které nejsou vzajemné izolovany, ale piedstavuji logicky
navazujici oblasti. Analyza nakladt Zivotniho cyklu poskytuje vyrobei dulezité vstupni udaje
pii procesu rozhodovani v etapach navrhu a vyvoje, v etapé provozu zafizeni a na konec pfi
jeho likvidaci. Dodavatelé a vyrobci mohou zlepSovat své navrhy vyhodnocenim alternativ a
provedenim optimalizace nakladi a ziski. Mohou vyhodnotit rizné strategie provozu, udrzby
a oprav (z hlediska pfijatelnosti pro uzivatele) za ucelem optimalizace ndkladl Zivotniho
cyklu. Pro uzivatele vyrobku vede analyza nakladi zivotniho cyklu k poznani celkovych
nakladl vlastnictvi tohoto vyrobku, které¢ vynalozi po dobu pouzivani a provozu tohoto
zafizeni. Tyto néklady napf. u kolejového vozidla, které se provozuje az 30 let, presahuji
pofizovaci hodnotu. Obrazek ¢. 1 ukazuje jednotlivé etapy Zivotniho cyklu spole¢né
s hlavnimi tématy, na kter¢ je tfeba se zaméfit pti studiu této problematiky.

Obr. 1. Etapy Zivotniho cyklu
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1 CSN EN 60300-3-3: Management spolehlivosti — ¢ast 3-3: Pokyny pouZiti- Analyza nakladi Zivotniho cyklu.
Praha: Cesky normaliza¢ni institut, 2004.
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Pouziti analyzy nakladi Zivotniho cyklu ma informovat odpovédné pracovniky
o budoucich vydajich, o tom jak fidit stavajici rozpocet a jakéd rozhodnuti by se méla udinit,
aby bylo dosazeno co nejnizsich nakladi zivotniho cyklu. Zaroven by tato analyza méla byt
doplnéna o analyzu rizik, ktera kompenzuje odhady a nejistoty. Rizeni rizika je staly proces
probihajici v ramci vSech fazi Zivotniho cyklu produktu.

Pro vykonny management ma rozhodujici vyznam kalkulace sestavena pted zahajenim
samotného vyrobniho procesu. V ptedvyrobni fazi je mozné ucinit zdsadni opatieni vzhledem
k budoucimu vyvoji ndkladl, vynost a zisku, pfipadné rozhodnout, zda vyrobek vibec
zafazovat do vyrobniho programu.

2.2 Jakost v Zivotnim cyklu vyrobku

Jakost je v dneS$ni ekonomice soucasti dlouhodobé strategie podnikd a znamena soulad
s normami. Soucasn¢ plati, ze standardy se neustale méni (zlepSuji) v souladu s poZadavky
trhu a tim dochazi k neustalému zvySovani arovné kvality.

Rizeni Zivotniho cyklu vyrobku je zaméfeno na jednotlivé oblasti, které maji piimy vliv na
nékterou z fazi Zivotniho cyklu, jako je udrzba, kvalita, informac¢ni systémy, naklady, vyzkum
a rozvoj, fizeni vyroby, atd. V fizeni Zivotniho cyklu se setkavame s rlznymi metodami,
technikami a s riznymi pfistupy, pokud jde o potiebné vstupni tidaje a pochopitelné i o
vystupy. Spoleénym prvkem je ziskavani dulezitych informaci pro top management, které
pomahaji spravné rozhodnout a zvolit optimalni technickoekonomické fteSeni daného
problému.

Analyza systému managementu jakosti byla provedena v nasledujicich krocich:
a) Setieni sou¢asného systému jakosti v podniku v ramci Zivotniho cyklu vyrobku

b) Navrh postupti a metodiky ke zvySeni kvality vyrobku k fizeni jednotlivych fazi
zivotniho cyklu, aby splnili souc¢asné pozadavky zdkaznika na kvalitu vyrobku.

Setfeni sou¢asného systému jakosti bylo provedeno pomoci dotaznikového Setieni a
strukturovanych rozhovorti, ve vybranych podnicich. Névratnost plnéného dotaznikii byla
piiblizné 10%, z kterych byly vybrané 10 podniky, které mély implementovano normy ISO
9000, a které se zabyvali problematikou fizeni zivotniho cyklu vyrobku. Hlavni vystupy byly
publikovany ve védeckém casopisu Grant Journal [1], z kterych mizeme pfipomenout, ze
pouze 50% ze spolecnosti povazuje jakost a fizeni jakosti jako jeden ze strategickych cil
podniku a 50% mize jesté zlepSit svilj systém fizeni jakosti z vySe uvedenych hledisek, tj.
naklady, udrzba, IT.

Druhy krok, tj. navrh postupt a metodiky ke zvySeni kvality vyrobku pomoci fizeni
jednotlivych féazi zivotniho cyklu, aby splnili soucasné pozadavky zéakaznika na kvalitu
vyrobku, byl také splnén a vysledky byly publikované ve védeckém ¢asopisu Manager [2], na
mezinarodni konference v Rumunsku. Bylo ukazano, Ze existuje spojeni mezi systémem
fizeni jakosti (SRJ) spole¢nosti a Zivotnim cyklem vyrobku a jak pii fizeni jednotlivych fazi
zivotniho cyklu produktu muzeme ovlivnit pozadavky zdkaznikli pro kvalitu konec¢ného
produktu. Pfi¢emz bereme v tivahu, ze ISO 9000 a ISO 9001 certifikace jsou Siroce rozsitfené
kvalitni modely, a Ze malé a stfedni podniky jsou dulezitou soucasti zpracovatelského
prumyslu, vyzkum se zaméfil na vztahu v malych a stfednich podnicich mezi ISO 9000
standardy a Zivotnim cyklu vyrobku ze tii hledisek: IT, provozuschopnost a naklady.

Normy uznavaji osm zdsad managementu jakosti, které mohou pomoci top managementu
zamg¢fit organizaci smeérem k lepSimu vykonu:

e Zaméfeni se na zdkaznika
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e Vedeni
e Zapojeni lidi
e Procesni pfistup
e Systémovy piistup k managementu
e Neustélé zlepSovani
e Veécny piistup k rozhodovani
e Vzijemn¢ prospésné dodavatelské vztahy
Podle vysledku této studie, pro budouci vylepSené verze norem Ize doporucit:

e Ceclozivotni pfistup, kde se podle jednotlivych fazi a délky kazde faze Zivotniho cyklu
vyrobku, musi normy neustalé zlepSovat a zdokonalit, aby odpovidaly poZadovanych
vlastnosti vyrobki.

e Motivacni piistup K zaméstnancum - v dasledku zkraceni doby na vyzkum a navrh
(design) vyrobu, stejné jako u recyklacni faze, by mél byt vyrobek dobie a kvalitné
vyroben a zaméstnanci by méli byt pfimo zodpovédni za kvalitu své prace. Z tohoto
divodu je tieba vénovat vice Usili motivaci zaméstnanctu ze strany vedeni a
personalniho oddé€leni tak, aby byli zaméstnani ti spravni lidé, kteti maji radi svou
praci, protoze timto zpusobem je dosahovano pozadované trovné kvality.

NavrZzena metodika neni namifena proti metodice 1SO 9000, ale na jeji podporu. Zamétuje se
na to, aby se zabranilo moznym problémidm, s nimiZ se vyrobni manazefi mohou setkavat,
tim, Ze predpovida pozadavky na kvalitu produktu v ptistim desetileti. Tato metodika byla
navrzena ze tii hledisek tykajicich se Zivotniho cyklu produktu: udrzba, IT / IS a naklady,
ovlivnit kvalitu vysledného produktu. Zavérem je tieba fici, ze kvalita bude vzdy dtlezitou
vlastnosti vyrobku a sluzeb. Normy jsou v procesu neustalého zlepSovani v souladu s neustale
se ménicimi podminkami a pozadavky zakaznikd na trhu. V ramci této Casti vyzkumného
projektu jsme se snaZili vytvofit metodiku pro implementaci SRJ na empirické piipadové
studii 50 ¢eskych firem, ale vzhledem k malému poctu malych a stiednich ¢eskych podnikd,
Které se zUcastnili této studie, ve srovnani s celosvétovym poctem malych a stfednich
podnikt, kde geografické, kulturni a ekonomické aspekty mohou ovlivnit vysledky, budouci
vyzkumy musi jesté probihat.

2.3 Rizeni a planovani Gdrzby v ramci provozni faze Zivotniho cyklu vyrobku

Provozni faze ptedstavuje vyznamny ¢lanek v Zivotnim cyklu produktd. Tato ¢ast projektu se
detailn¢ orientuje na problematiku fizeni a plénovani Udrzby V pribéhu provozni faze
vyrobnich stroji a zafizeni, u nichZ ptedstavuje tato etapa klicovou ¢ast zivotniho cyklu.

Udrzba strojii a zafizeni je nedilnou souéasti kazdého vyrobniho systému, hraje
nezastupitelnou roli pii zajistovani provozuschopnosti vyrobnich podnikt a zasadnim
zpusobem ovliviuje jejich produktivitu. Vhodné zvolena strategie udrzby vyznamné ptispiva
k tomu, aby zakaznici dostavali své produkty v pozadovany ¢as a v pozadované kvalité, ¢imz
se vyznamné podili na udrzovani konkurenceschopnosti podniku. Je tedy zfejmé, ze uroven
managementu Udrzby mize zasadnim zpisobem ovlivnit uspésnost podniku.

Z téchto divodii byla v ramci projektu provedena hloubkovéa reSerSe predevSim zahrani¢nich
informa¢nich zdroji s cilem charakterizovat zakladni pfistupy a strategie pii fizeni a
planovani Gdrzby a provést jejich vzajemné srovnani. Dale pak vystupy reSerSe pomohli
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identifikovat slaba mista v oblasti fizeni a planovani udrzby a staly se podkladem pro
vytvofeni dotaznikového pruzkumu, jehoz hlavnim cilem byla charakteristika Urovné
managementu udrzby v ¢eskych primyslovych podnicich.

Aby bylo tohoto vytyceného cile dosazeno, byl dotaznik roz¢lenén do ¢asti charakterizujicich
klic¢ové oblasti managementu udrzby:

A. Definice role a postaveni udrzby v podniku
Respondent definuje rozsah Udrzby a charakterizuje vnimani dalezitosti role udrzby pro
zajistovani provozuschopnosti podniku.

B. Strategie udrzby
Respondent definuje, jaké piistupy a strategie jsou aplikovan pfi fizeni a planovani udrzby
v podniku.

C. Priciny poruch
Respondent charakterizuje typické piiciny poruch (pokud jsou v podniku sledovany a
stanovovany).

D. Vyuziti IT nastroji p¥i Fizeni a planovani adrzby
Pokud je v podniku vyuzivana IT podpora fizeni Gdrzby (systémy CMMS), respondent
charakterizuje, jakym zptisobem jsou v podniku vyuzivéany, jaké jsou nejcastéji vyuzivané
funkce, jaké jsou hlavni pfinosy a nedostatky implementovaneho systému.

E. Naklady spojené s udrzbou
Respondent charakterizuje vysi nakladt na adrZzbu a popisuje, jaké nakladové druhy jsou
V podniku sledovany a do jaké Grovné jsou alokovany. Piestoze je hlavni cilovou osobou
této casti dotaznik manazer udrzby, jsou casto tyto otazky vypliovany na zaklade
konzultaci s pracovniky controllingu.

Prostiednictvim tohoto rozsahlého a komplexniho dotazniku byla zisk&na data od dvanacti
piedstavitelt ¢eského primyslu. Detailni vysledky byly publikovany v ¢lanku Survey of the
maintenance management level in industrial enterprises in Czech Republic [7]. V ramci
tohoto ¢lanku jsou uvedeny pouze souhrnné vysledky.

Pii mapovani urovné vyuziti IT nastrojii bylo zjiSténo, ze pouze 25 procent respondentl
pouziva specializované systémy CMMS ¢i jiné nastroje usnadiiujici fizeni a planovéni udrzby.
V Sirsi aplikaci téchto modernich néstrojii 1ze spatfovat velky potencial rozvoje urovné fizeni
udrzby v ¢eskych podnicich.

Pti zkoumani problematiky nakladi na udrzbu bylo zjiSténo, ze drtiva vétSina podniki sleduje
piimé naklady na udrzbu. Niz§i procento respondentii pak sleduje naklady neptimé. Hlavni
problém mezi respondenty je vSak tUroven alokace téchto nakladi, kdy tyto naklady nejsou
piitazovany k mistu jejich vzniku a neni tedy mozné piesn¢ kalkulovat ani néklady na
provadéni udrzby ani jeji ptinosy. DalSim dualezitym zjisténim pak je, Ze pouze jedna tfetina
respondentt provadi analyzu nakladt spojenych s udrzbou.

Celkové nelze oznacit, iroven managementu udrzby ve zkoumanych podnicich jako nizkou,
ale manazerum udrzby vSak Casto chybi dostatek informaci pro volbu vhodné strategie Gdrzby
a Casto se musi spoléhat pouze na své zkuSenosti a intuici.

Vystupy reSerSe informacénich zdroju a zavéry prizkumu jsou nyni vyuzivany k formulaci
metodiky pro volbu vhodné strategie Udrzby pro vymezeny systém stroji umoZziujici

efektivni vyuZivani omezenych zdroju alokovanych na udrzbu. Soucasné je vyvijen model
poskytujici manazeriim drzby potiebné informace pro rozhodnuti o vhodné strategii udrzby.
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2.4 Role programové podpory pfri Fizeni Zivotniho cyklu vyrobku

Stejn¢ jako v mnoha jinych oblastech, maji i v fizeni zivotniho cyklu vyrobkl svoje misto
nastroje pro pocitacovou podporu procesii. V piipadé procest fizeni zivotniho cyklu vyrobki
je trochu obtizné vymezit piesnou mnozinu téch nastrojii softwarové podpory, které jsou s
Zivotnim cyklem "spjaté" a téch, které nikoliv, v krajnim piipadé bychom mohli fict, Ze téméft
jakykoliv softwarovy nastroj, pouzivany naptiklad ve vyrobnim podniku, ma pozitivni vliv na
chod firmy a tim padem pfiznivé podporuje 1 procesy fizeni Zivotniho cyklu vyrobku. Z
pohledu provadéného vyzkumu byla nicméné vybrana uz§i mnozina typickych nastroju, které
jsou obvykle s programovou podporou fizeni zivotniho cyklu vyrobku spojovany.

2.1.1 Nastroje programové podpory pri Fizeni Zivotniho cyklu vyrobku
Systemy typu Workflow management

Programové néstroje oznacované jako Workflow management zajistuji, stru¢né feceno,
spravné provadeéni dil¢ich ukold, které vedou ke konecnému vysledku (vystupu). Za kazdy
dil¢i ukol v procesu je zodpovédny urcity jednotlivec nebo skupina. Po dokonceni dil¢iho
ukolu software zajisti, aby o tomto byli informovani ti, ktefi maji na starosti ukol nasledujici,
a dostali data potiebnd pro svou cast prace v pozadované podobé - obsahové i formalni.
Systémy pro Workflow management umoziuji dosdhnout vyss$i efektivity zejména u
komplexnéjSich procest tim, Ze eliminuji nezadouci "prostoje" vzniklé naptiklad nevhodnym
predavanim informaci mezi jednotlivymi pracovnimi skupinami, zodpovédnymi za rtzné
ukoly v rdmci celého procesu.

Nastroje pro rizeni znalosti (Knowledge management)

Tyto néstroje maji za cil umoznit snadné a efektivni sdileni znalosti napfi¢ podnikem. To
muze byt pomérné€ vyrazny problém uz pro podniky o velikosti nékolika desitek zaméstnancta
- vysoce kvalifikovani zaméstnanci si svoje znalosti nosi v hlavé a nijak je nesdileji - ¢asto
nikoliv z duvodu, Ze by je sdilet nechtéli. Ale neexistuje pro to vhodny nastroj - takZe se
znalosti pfedavaji pouze ustné, coz neni pfili§ efektivni ani pro toho, kdo danou znalost
potiebuje (musi "trefit" toho spravného "radce"), ani pro toho, kdo tyto znalosti predava
(pokud naptiklad uz potteti vysvétluje totéz). Systémy pro Knowledge management by mély
zasadnim zpusobem zefektiviiovat a usnadnovat sdileni znalosti napii¢ podnikem - tedy v
idedlnim piipad€é znalosti shromazd’ovat na jednom misté, kde k nim budou mit pfistup
vSichni ti, kdo je potiebuyji.

Systémy PDM (Product Data Management)

Nastroje typu PDM slouzi ke spravé dat o produktech. V podstaté se jedna o systémy, které
zajist'uji, ze pro kazdy produkt bude na jednom misté k dispozici vSe, co s danym produktem
souvisi - vykresova a vyrobni dokumentace, kusovniky, historic zmén provedenych v
produktu, modely atd. Takto centraln¢ ulozend data o produktech zefektiviiuji procesy a
¢innosti zejména v predvyrobni fazi a jsou tedy vyuZivana zejména konstruktéry a designery.
Vyuzitim kompletni historie pfedchoziho produktu lze napiiklad zvysit efektivitu zavadéni
produktu nové generace.

Néstroje CAD

Nastroje typu CAD usnadiuji navrh a konstrukci vyrobkd - zrychleni tvorby vykresové
dokumentace, rychlé provadéni konstrukénich zmén a tprav, dale pak kuptikladu i moznost
provadéni simulaci ¢i zkousek.

Néstroje CAM
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Nastroje CAM jsou schopné nasledné na zakladé vykresové dokumentace napiiklad
vygenerovat fidici kody pro CNC obrabéct stroje ¢i jinak pomahat pfi automatizovaném fizeni
vyroby. Efektivnim vyuzitim téchto nastrojii se da docilit zna¢na uspora ¢asu kvalifikovanych
pracovnik (konstruktérii, vyrobnich inzenyri, CNC programatorti).

Simulacni ndstroje, vypoctové ndastroje a nastroje pro provadeni nedestruktivnich zkousek

Tyto nastroje umoziuji zefektivnit proces navrhu a vyvoje vyrobku, kdy je mozné pfi
simulacich odhalit pfipadné budouci problémy a vyhnout se jim, coz vede k uspoie Casu a
dale velmi casto i k vyznamnym usporam nédklad, nebot c¢ast zkousSek lze provadét
nedestruktivné, pouze prostfednictvim simulaci. Simula¢ni a vypoctové nastroje byvaji k
dispozici bud’ jako samostatné produkty, nebo mohou byt soucasti vétSich "baliki" a
propojeny napfiiklad s nastroji typu CAD.

2.1.2 Podoba prizkumu

Vlastni prizkum tykajici se programové podpory byl realizovan jako soucast dotazniku,
pokryvajiciho dalsi oblasti, uvedené v tomto ¢lanku, tedy naklady Zivotniho cyklu a udrzbu.
Dotaznik zabyvajici se programovou podporou ma otazky zamétujici se na tii okruhy - prvni
sada otdzek zjiStuje obecné podminky a troven IS/IT v podniku, druhd sada otdzek se
zam¢fuje jiz na konkrétni nastroje pro podporu fizeni zivotniho cyklu vyrobka a tieti,
posledni sada otazek, se nasledné zaméfuje na ptistup daného podniku k rozvoji portfolia
programovych nastroju.

2.1.3 Vysledky prizkumu

Jak bylo feCeno vyse, mél dotaznik tii okruhy otdzek. Prvni okruh se zabyval zmapovanim
obecné Grovné a pristupu k IS/IT v daném podniku. V této oblasti byla vétSina respondentii ve
shodé. Vsichni respondenti uvedli, ze v jejich podniku existuje jednotnd koncepce rozvoje
IS/IT, stejné¢ tak je u vSech uplatiiovana politika centralné fizeného nédkupu softwaru. Pokud
jde o jednotnou datovou zakladnu, tak ta je alespon v ¢astecné podobé (klicova data jsou
integrovana formou centralni databaze) pouzita u vSech respondentt. Dalsi ¢ast dotazniku se
zabyvala jiz konkrétnéji nastroji na softwarovou podporu procesii fizeni zivotniho cyklu
vyrobki. Z hlediska preference néstrojii (samostatné specializované feSeni vs. doplnéni
stavajiciho softwaru o odpovidajici funkcionalitu) se vétSina respondentii vyslovila pro
samostatna specializovana feSeni. Pokud jde o konkrétni nastroje, tak se vSichni respondenti
shodli na vyuziti CAD a CAM naéstrojii a vyuZziti systému pro pldnovani vyroby. Dalsi typy
nastroju uz byly vyuzivany fid¢eji a bez zajimavosti neni to, Ze zadny z respondentli neuvedl
vyuziti nastrojit pro Workflow management.

Vétsi shoda panuje v tom, jaké oekavani maji respondenti od nastroji SW podpory procesi
fizeni Zivotniho cyklu vyrobkti. VSichni respondenti ocekéavaji podporu ve formé jednotné
datové zakladny, vétSina respondentl oCekava integraci riznych oblasti, podporu spoluprace
uzivatell a zefektivnéni klicovych procest. Posledni ¢ast dotazniku se zabyvala piistupem
podnikt k budoucimu rozsifovani portfolia SW néstrojii. Zadny z respondenttl neuvedl, e by
Vv blizké budoucnosti planoval néjaké vyraznéjsi rozsiteni portfolia SW ndastroji pro podporu
procesu fizeni zivotniho cyklu vyrobku. Pokud jde o kritéria, ktera jsou z pohledu vybéru
dalsiho ptirdstku do portfolia SW nastrojii v podniku klicova, nepatii k nim (mozné trochu
piekvapiveé) u vétSiny respondenti cena, naopak diiraz je kladen na kvalitni podporu
dodavatele, skalovatelnost nastroji a snadnost integrace do stavajici infrastruktury IS/IT.

2.1.4 Zhodnoceni

Z prazkumu vyplynulo, Ze vétSina oCekavani uzivateld néastrojii softwarové podpory procest
fizeni zivotniho cyklu vyrobka je spojena s integraci rGznych oblasti a entit, podporou
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spoluprace uzivateld a také datovou integraci — tedy podporou jednotné datové zakladny.
VétSina bézné pouzivanych néstroji pro softwarovou podporu se zaméfuje na predvyrobni
fazi, coz je ve shod¢ i sjednou ze zékladnich tezi metody Target Costing, vychazejici
z myslenky, ze nakladovost vyrobki je z vétSiny ovlivnéna jiz ve fazi vyvoje a piredvyrobni
fazi. Stejné tak 1 u uzitnych vlastnosti. Proto je logické, ze se vétSina nastrojii zabyva prave
témito fAzemi zivotniho cyklu vyrobk.

Pokud jde o dal§i sméfovani softwarovych néstroji, je klicové, aby spolu bezproblémove
spolupracovaly, podporovaly v maximalni mozné mife integraci nejen jednotlivych
podnikovych oblasti, ale také klicovy aspekt — integraci technické a ekonomické stranky
vyrobkli.  Pokud mozno co nejpfimocaiejsi zobrazeni ekonomickych dopadli zmén
technického feSeni (a naopak) se do budoucna ukazuje jako klicova funkcionalita, ptispivajici
vyraznou mérou k udrzeni konkurenceschopnosti podniki a jejich vyrobkd.

3 ZAVER

Aplikace systémového modelu LCC by méla pomoci zlepSeni investicni i amortizacni politiky
strojirenskych podniki, za Gcelem posileni jejich inovacniho rozvoje, tim Ze pfesn¢ stanovi
naklady jednotlivych etap strojirenskych vyrobki a zjisti moznosti ptipadnych zlepSeni (napf.
béhem etapy navrhu a vyvoje). Aplikaci modelu LCC se vytvoii podminky vhodné pro
aktivizaci inova¢niho potencidlu, tedy efektivnéjSimu vyuzivani vnitini zdroji podniku, dale
pak pro obnoveni a modernizaci zastaralych strojirenskych vyrobkd.

Provozni faze hraje vyznamnou uUlohu vramci zivotniho cyklu pifedev§im u takovych
produktt, jako jsou vyrobni technologie, stroje a zafizeni. Zasadni postaveni v této fazi ma
udrZba, kterd hraje nezastupitelnou roli pii zajistovani provozuschopnosti vyrobnich podniki
a zéasadnim zplsobem ovliviiuje jejich produktivitu. Z provedeného prizkumu vyplyva, Ze
manazerim udrzby Casto chybi dostatek informaci pro volbu vhodné strategie udrzby a Casto
se musi spoléhat pouze na své zkuSenosti a intuici. To vede k tomu, Ze zdroje na udrzbu
alokované jsou vyuzivany neefektivné.

Pokud jde o oblast IT podpory, je jeji ptinos zietelny zejména v predvyrobni fazi zivotniho
cyklu vyrobku. Zaméfeni se na predvyrobni fazi je v souladu naptiklad s pfistupem Target
predvyrobni. Nejinak tomu je i u jinych vlastnosti vyrobku (uzitné vlastnosti, technologické
parametry), takZe zaméteni IT podpory zejména na predvyrobni fazi je zcela na misté.

Vzhledem k malému procentu navratnosti dotazniki nebyly hlavni cile dostate¢né
prozkouméany, a proto piedpokladame, Ze budouci vyzkum bude zaméfen na zpiesnéni a
zlepSeni nastroji a metod, které byly vyvinuty v rdmci tohoto projektu SGS z hlediska IT,
udrzby, tizeni nakladt s vyraznym dirazem na poZadovanou troven jakosti a jeji fizeni.
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DISCRIMINATION OF WORKERS AGED 55+ IN COMPANIES IN
POLAND

Anita Richert-KaZmierska, Katarzyna Stankiewicz

Abstract

The problem of discrimination on the grounds of age in the workplace is particularly topical
not only in Poland but also in Europe as a whole. The paper presents the essence of the
discrimination and its most common manifestations. The results of own research on the young
Poles’ perception of the discrimination on grounds of age in the workplace, intergenerational
competition in the labour market and some of the factors shaping these situations are also
presented. Young Poles notice the problem of discrimination on grounds of age in the
workplace and are willing to admit that it applies to people aged over 55. They indicate the
weaknesses of the elderly and assess themselves as more attractive in the labour market. But
at the same time they are aware that the elderly have some unique competencies, which may
explain the youth’s views on the intergenerational competition in the labour market.

Key words: discrimination on grounds of age, workers aged 55+, multigenerational teams

1. INTRODUCTION

The deepening process of aging of the Polish population and the ongoing public debate over
extending the period of compulsory vocational activity inspired the author of this article to
analyze the problem of discrimination of older people in the workplace.

On the one hand, extended working life of the elderly is sought after — there are
interventions aimed at making the people who prematurely decided to deactivate become
active again or at preventing their withdrawal. At the same time, the society rejects the old
age and frailty. Gerontophobia® and ageism? are born. As B. Synak suggests, ‘it is quite
possible that the world has never been so allied against the older generation as it is now; also,
never has the social position of the old been so low’[15].

According to the Act on employment promotion and labour market institutions [18], persons
aged 50 years and over belong to the group ‘being in the special situation in the labour
market’, and even though the employers declare their knowledge of the strengths of
employees being above 50 years of age, they are more willing to hire younger workers [3].

In this paper, the authors presented the essence of discrimination on grounds of age, and its
most common manifestations. The main goal, however, was an attempt to find answers to the
question whether the Polish society — especially the younger age groups — is aware of
discrimination against older people in the workplace.

2. THE DIMENSIONS OF DISCRIMINATION

Discrimination is understood as unequal treatment of people having no objective justification
or excuse, ‘based solely on the hostile attitudes and prejudices, because of some real or
presumed characteristics of these people’ [11].

! A psychological phenomenon manifesting itself in negative perceptions of old age, combined with a fear of old
age and being an older person.

2'In Poland, the term ‘ageism’ is most often used in relation to discrimination on grounds of age in the labour
market.
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According to the Dictionary of foreign words discrimination is ‘deprivation of equality of
rights, disablement or harassment of any particular individual or group of people’ [6].
Discrimination can result from behavioural choices of individuals — it often exists due to the
impact of the society’s normative system [9]. Discrimination is most frequently expressed in
one of three types of behaviour: overt hostility towards members of a group, unfounded
assumptions about the superiority of some people over others or ignoring (by marginalization
or exclusion) a specific group of people in one’s own environment [12].

While analysing the areas of life in which discrimination exists, Lotocki [7] mentions, among
others, social, institutional, professional, economic, political, legal and symbolic
discrimination.

According to the Handbook of European anti-discrimination law [14], the discrimination can
be direct or indirect. The essence of direct discrimination is unfavourable treatment of a
person or group of persons because of a particular property of that person or group of people,
compared to how other people are treated (or would be treated) in a similar situation. Indirect
discrimination occurs, on the other hand, when people being in different situations are treated
in the same way, and when seemingly neutral rules, criteria and practices influence a specific
person or group of people negatively because of their specific characteristics. Currently, the
most often causes of discriminatory behaviour in the European Union are the ethnic origin,
disability and sexual orientation [1]. The Charter of Fundamental Rights, on the other hand,
distinguishes sex, race, skin colour, ethnic or social origin, genetic traits, language, religion or
belief, political or any other views, membership of a national minority, wealth, birth,
disability, age and sexual orientation as features particularly vulnerable to discrimination [5].

3. THE DISCRIMINATION OF THE ELDERLY IN THE WORKPLACE

The problem of discrimination on grounds of age usually refers to the elderly — it is
associated with the refusal to meet some specific needs of this group just because of the age
criterion [16].

This does not mean, however, that discrimination on grounds of age affects only people who
are over 50 years old. Also the young can be affected by it [2].

The primary causes of discriminatory behaviour towards the elderly are the stereotypes and
prejudices present in the society. Jezowska [4] mentions i.a. low levels of education, poor
health and problems with adapting to new conditions as characteristics most often associated
with older people.

Stargga-Piasek[19] describes, on the other hand, six quite common beliefs related to older
people and their surroundings: old people are the poorest social category; the elderly are a
burden to society and the public finances; the government does not pursue a policy towards
the elderly; achieving the formal retirement age implies the existence of an obligation to
retire; the elderly are vulnerable to social and economic exclusion, and most of them
experience such exclusion; the old age is the most difficult and least enjoyable period in
human life.

In the workplace, all employees, regardless of their age, should be treated equally at the
recruitment, employment and dismissal stages [17].

As shown by the research results, in the ‘old” EU member states the violations of the older
people’s rights in the workplace appear to be related mostly to the organization of the
recruitment process, access to training, career development and career advancement, appraisal
of the professional achievements, remuneration and unfavourable workplace organization[10].

-124-



In Poland the basic manifestations of discriminating the older people in the workplace are
related to [8], [20]:

e forcing the elderly to retire due to reaching the formal retirement age or obtaining access
to early retirement benefits;

difficulties in the recruitment process;

providing employment for low wages or in the form of temporary work;

restricting access to trainings, which are offered primarily to younger workers,

bad atmosphere at work, including the unpleasant jokes, neglect and indifference — both
from management and from co-workers.

Nearly 50% of Polish employers surveyed within the framework of the ASPA project do not
agree that in case a limitation of activity is necessary, the younger employees should be
retained in the first place. However, 23% of these employers accept such a view. The
employers who already employ the elderly are more likely to retain them in the company at
the expense of younger workers [13].

4. OWN RESEARCH

4.1. The methods of research

The aim of the study was to determine whether young Poles notice the phenomenon of
discrimination on grounds of age in the workplace. 121 respondents aged from 20 to 35 years
took part in a survey conducted among the students of the Faculty of Management and
Economics of the Gdansk University of Technology — the average age was 23.9 years. The
majority of respondents (68%) were women. 85% of respondents had professional experience,
including the 32% whose the experience was less than 1 year, 33% who determined their
experience as being in the range of 1 to 5 years and 20% of the respondents who had more
than five years of work experience.

The respondents were asked to fill in a survey questionnaire and respond to questions about
the phenomenon of discrimination on grounds of age in the workplace. The first question
concerned the prevalence of discrimination on grounds of age in the workplace in Poland,
without reference to specific age groups. Only in the next two questions the respondents were
asked to comment on the situation of younger and older workers. The fourth question checked
if, according to the younger workers, there is a phenomenon of generational competition in
the Polish labour market. The replies were marked on the five-point scale, where 1 meant
‘yes’, 2 ‘rather yes’, 3 ‘hard to say’, 4 ‘probably not’ and 5 ‘no’. In addition, the survey
included questions about the factors that, according to the respondents, are the most important
causes of low or high attractiveness of people aged over 55 years in the Polish labour market.
The results of the research are presented below.

4.2. The results of the research

The first statement the respondents were asked to react to, was: ‘Discrimination on grounds of
age in the workplace exists in Poland’. The replies obtained are presented in figure 1.
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Fig. 1. Reactions to the statement ‘Discrimination on grounds of age in the workplace exists in
Poland’

The vast majority of respondents (73% of all the “yes’ and ‘rather yes’ answers) agrees with
such a statement. Only 9% of respondents (aggregate results for ‘probably not’” and ‘no’
answers) believe that such discrimination does not exist in Poland. It can therefore be
assumed that the surveyed young Poles notice the discrimination on grounds of age in the
workplace. At the same time it should be stressed that only 2% of respondents strongly deny
this. Moreover, 18% of the respondents chose the ‘hard to say’ answer .

But does the issue affect mainly the elderly in Poland? The answers to this question were
presented in Figure 2.

40%
35%
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20% -
15% -
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I I =

ratheryes hard to say rather not

Fig. 2. The reactions to the statement ‘Discrimination on the grounds of age in the workplace affects
primarily the elderly’.

58% of respondents agreed with this statement (the aggregate score for ‘yes’ and ‘rather yes’),
while 18% answered ‘probably not” and 5% chose ‘no’ (the aggregate result is 23%). More
than half of the respondents believe, therefore, that discrimination on grounds of age affects
primarily older workers. It is worth noting, however, that the majority of respondents agree
that in Poland there is a phenomenon of discrimination on grounds of age in the workplace
(73%), but only 58% believe that this problem affects mostly older workers. In view of the
fact that the respondents were inclined to believe that the discrimination on grounds of age
affecting people over 55 years of age is present in Poland, they were asked to identify the
factors that, in their opinion, affect the low attractiveness of older workers market most. The
results are summarized in Table 1.
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Table 1. The results of multiple-choice answers to the question ‘Which of the following
factors affect the low attractiveness of people aged over 55 in the labour market most
strongly?’

Number of Percentage of
Answer respondents indicating a

respondents .

given factor

Lack of ability to use modern tools and technologies 85 70.83
Inability to speak foreign languages 63 52.50
Poor health 52 43.33
Knowledge unsuited to the needs of the modern 46 3833
market
Re_lu_ctance to participate in development and 37 30.83
training
Low professional mobility 21 17.50
Low flexibility 19 15.83
Inability to work in a team 9 7.50
Negative attitude to work 4 3.33

By far the highest percentage (70.83%) of the respondents found ‘lack of ability to use
modern tools and technologies’ to be the factor influencing the low attractiveness of people
aged over 55 in the Polish labour market most strongly. Another factor identified by over half
of the respondents (52.50%) was the ‘lack of knowledge of foreign languages’, and the third
‘poor health” (43.33%). It should be noted that in case of the first four of these factors,
respondents indicated primarily those relating to the skills and knowledge required in today's
globalized and highly technology-oriented labour market. The lowest number of indications
concerned the “attitude to work’ (3.33%) and the ‘inability to work in a team’ (7.5%).

The respondents were also asked to rate the attractiveness of young people in the Polish
labour market, compared with those aged over 55 years. Figure 3 presents the results.

60%
50%
50%
40% 32%
30% -
20% 1 10%
0
0% a T T - T T 1
yes ratheryes  hardtosay  rather not no

Fig. 3. The reactions to the statement “Younger people are seen as more attractive than those aged
over 55 in the labour market’

In case of this statement, the vast majority of respondents (82% — aggregate results for ‘yes’
and ‘rather yes’) agreed that young people are seen as more attractive than those aged over 55
in the labour market. 12% of the respondents disagreed with this statement (aggregated result
for ‘no’ and ‘probably not’), while only 2% indicated the answer ‘no’, being the most
negative response used in the scale. Interestingly, compared to the previous results, this time
only 6% of respondents did not have a clear opinion on this issue. At the same time it is worth
noting that while the young respondents are somewhat less likely to agree with the statement
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related to the discrimination of older people in the workplace, they agree with the statement
concerning the perception of the younger employees as more attractive than the older ones.

Although the assessment of attractiveness alone is not a direct proof of the existence of
discrimination, the attractiveness rating of one group against the other (according to the
wording of the above statement) can be interpreted at least as a risk factor for the formation of
stereotypes and prejudices underlying discrimination.

In the context of the belief in the high attractiveness of young workers the responses
regarding intergenerational competition in the labour market seem interesting.

Figure 4 shows the summary of the responses to the question regarding this issue.

40% 36%

35% SUUO

30%
0,

25% 190

20%

15% - 13%

10% -
5% - 2%
0% - T T T —f—

yes rather yes hardtosay  rather not no

Fig. 4. The reactions to the statement ‘Intergenerational rivalry can be felt in the labour market’.

In case of this statement it is worth noting that the answer *hard to say’ was chosen by most
respondents (36%). It has to be admitted that such a high result of this answer is quite striking
and can be interpreted in different ways. Although the full explanation of this situation
requires further study, it is difficult to resist the impression that it might be a way to refrain
from answer understood as ‘political correctness’ — another clue indicating that this may be a
correct assumption is the fact that the are few answers suggesting that the statement is wrong.
The answer ‘no’ was indicated by only 2% of respondents and ‘rather not’ by 13% of them.
When these results are added up, it appears that only 15% of the respondents do not notice the
intergenerational competition in the Polish labour market. 49% of all respondents (aggregate
results for ‘yes’ and ‘rather yes’) have confirmed the existence of intergenerational
competition in the Polish labour market.

Why do young respondents assessing their attractiveness in the labour market as high and at
the same time pointing to the factors affecting the low attractiveness of older workers sense
intergenerational rivalry nevertheless? After all, competition usually appears when the other
side also has some strengths or assets. To sum up — do employees aged over 55 have, in the
eyes of young Poles, some characteristics that affect their high attractiveness in the labour
market? And does that in turn cause intergenerational competition in this market? The
answers to the question regarding this problem are shown in Table 2.

Table 2. The results of multiple-choice answers to the question ‘Which of the following
factors affect the high attractiveness of people aged over 55 years old in the labour market
most strongly?’

Number of Percentage of respondents
Answer T .
respondents indicating a given factor
Work experience 112 93.3
Expertise 75 62.5
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Market relationships and contacts 36 30.0
Loyalty to employers 29 24.2
No family commitments 26 21.7
A positive attitude to work 20 16.7
Lower requirements for employers 18 15.0
Ability to work in a team 14 11.7
Ease of communication 8 6.7

It turns out that in the opinion of the young respondents, the factors influencing the
attractiveness of people aged over 55 years in the Polish labour market most strongly are
‘work experience’ (93%), ‘know-how’ (62.5%), ‘market relationships and contacts’ (30.0%)
and ‘loyalty to employers’ (24.2%). It is worth noting that the percentage of respondents who
indicated the first two factors is much higher than in the case of factors which, according to
the respondents, cause the low attractiveness of older workers (Table 1). Moreover, these
factors affect the skills whose acquisition is performed over a long period of time and which
can be considered unique.

5. SUMMARY

Summing up the results, it can be concluded that young Poles have been noticing the problem
of discrimination on grounds of age in the workplace and are willing to admit that this
situation applies to a large extent, but not only, to people aged over 55. At the same time, they
point to the weaknesses of the elderly and assess themselves as more attractive at the labour
market. Such an approach can affect the formation of stereotypes and prejudices underlying
discrimination. In addition, the study has also shown that young respondents are aware of the
factors that affect the high attractiveness of people aged over 55 in the labour market. As
these factors point to the unique skills of older workers, this could explain the youth’s
perception of competition between generations in the labour market.
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VPLYV EKONOMICKEJ KRIZY NA VYKONNOST PODNIKU
IMPACT OF ECONOMIC CRISIS ON BUSINESS PERFORMANCE

Emilia Balazova

Abstrakt

Prispevok je zamerany na hodnotenie hospodarenia podnikov v rokoch 2007 az 2010.
Obdobie uvedenych rokov je zvolené z&merne, pretoZe cielom prispevku je poukazat na
vplyv globéalnej ekonomickej krizy na vykonnost' vybranych podnikov v SR. Vykonnost
podniku je hodnotena pomocou ukazovatel'ov: vysledok hospodarenia, pridand hodnota a
ekonomicka pridana hodnota EVA. Na zéklade ekonomickych vysledkov a hodnotenia
vykonnosti podnikov je mozné konstatovat, Ze ckonomicka Kriza vplyvala negativne na
vykonnost’ hodnotenych podnikov predovsetkym v roku 2009. Tento prispevok je stucastou
série publikécii v ramci projektu ¢. 1/1099/12 - VEGA ¢. 13: “Ekonomicka efektivnost’
obchodu s drevom z hl'adiska perspektivy transakénych nékladov.”

Kli¢ova slova: hospodarenie podniku, ekonomicka kriza, vysledok hospodéarenia, pridana
hodnota, ekonomicka pridana hodnota EVA

Abstract

The article aims to evaluate business performance in the period of 2007 and 2010. The period
was selected purposely because the aim of the article is to point out the impact of the global
economic crises on the performance of selected enterprises in the Slovak Republic. Enterprise
performance is evaluated using following indicators: profit, added value and economic value
added EVA. Based on economic results and business performance evaluation we can state
that the economic crisis had a negative effect on the performance of evaluated enterprises
foremost in the year 2009. This paper is part of a series of publications under project No.
1/1099/12 — VEGA No. 13: “The Economic Effectiveness of Timber Trade a Transaction
Cost Perspective.”

Key words: business economy, economic crisis, profit, value added, economic value added
EVA

1 UVOD

Dosledky globalnej krizy sa prejavili vo vSetkych oblastiach realnej ekonomiky najmé
v priebehu v roku 2009. Prepad svetoveého obchodu viedol k poklesu dopytu po vyrobkoch
a sluzbéch a neistota vyvolana krizou na finanénych trhoch ovplyvnila ekonomické procesy
determinujuce ponuku. Tento vyvoj vyustil do celosvetovej recesie a v mnohych krajinach
zapri¢inil viaceré zavazné makroekonomické nevyvazenosti. Medzi tieto nevyvazenosti patri
aj vysoka nezamestnanost. Pokles hospodarskeho rastu v roku 2008 viedol k prudkému
zhorSeniu situacie na trhu prace. Prejavilo sa to prudkym poklesom zamestnanosti a narastom
nezamestnanosti v 2. a 3. stvrtroku 2008. Tento vyvoj pokracoval aj v prvej polovici roku
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2009. Tempo poklesu zamestnanosti zaznamenané v priebehu prvého stvrtroku roku 2009
patri medzi najvyraznejsie v povojnovej histérii v Eurozéne.*

V tabulke 1 je mozné vidiet’, ako sa vyvijali makroekonomické ukazovatele v rokoch 2007 az
2010 v Europskej Unii.

Tabul’ka 1 Vyvoj makroekonomickych ukazovatelov v EU v rokoch 2007 - 2010

2007 2008 2009 2010
HDP
vmid. €| 12 377,10 12511,60| 11802,50| 12 046,10
Ro¢na zména HDP v % 3,2 0,3 -4,3 2
Dovoz v mil. €| 33409,51| 33970,42| 26486,30| 30 887,40
Vyvozv mil. €| 41069,77( 42186,98| 34040,20| 40651,90
Saldovmil. €| 7660,26] 821656 155390 9467,50
Miera inflacie v % 2,3 3,7 1 2,1
Miera nezamestnanosti v % 7,2 7 8,9 10

Zdroj: viastné spracovanie podla SU

Slovenska ekonomika bola ovplyvnena globalnou krizou najmé prostrednictvom prudkého
znizovania zahrani¢ného dopytu. Hlavnym doésledkom prudkého znizenia dopytu po
slovenskom exporte, bol hlboky prepad hospodarskeho rastu. Kym v rokoch 2007 az 2008
slovenska ekonomika patrila medzi najrychlejsie rastice krajiny EU a OECD, tak ju v roku
2010 prepad hospodarskeho rastu zaradil medzi krajiny s najvaésim poklesom v dynamike
vyvoja redlneho HDP. Je to dbésledok otvorenosti ekonomiky Slovenska a jej zavislosti na
exporte. Uvedené skutocnosti patria k faktorom, ktoré zhladiska vyvoja narodného
hospodarstva ovplyviiuji hospodarsky rast a citlivost’” ekonomiky na konjunkturalne vykyvy
svetoveho hospodarstva. Prepad hospodarskeho rastu bol spojeny so zniZzenim ekonomickych
aktivit na trhu tovarov asluzieb, ¢o viedlo k prebytku zamestnancov a nasledne k poklesu
zamestnanosti v narodnom hospodarstve. Pokles zamestnanosti v narodnom hospodarstve
vyvolal zvySenie ponuky na trhu prace, ktord pri znizenom dopyte po préaci viedla Kk rastu
nezamestnanosti. Casovanie a intenzita tohto rastu boli determinované spoloéensko —
hospodarskymi transmisnymi mechanizmami prendSajacimi impulzy z trhov tovarov na trh
prace a atributmi, ktoré v podmienkach danej legislativy urCuje samotné fungovanie trhu
préce.
Tabul’ka 2 Vyvoj makroekonomickych ukazovatePov v SR v rokoch 2007 — 2010

Ukazovatel’ 2007 | 2008 | 2009 | 2010
HDP v mld. € (b.c.) 645 67,2 63,3| 659
Ro¢na zmena HDP v % 10,4 6,4 4.7 4.0
HDP v mld. € (s.c. 1995) 60,9| 653 641 65,6
Dovoz v mil. € 48 075 |50 280|38 775 |47 493
Vyvoz v mil. € 47 3514952239721 |48 272
Saldo ZO mil. € -725| -758 946 779

! Kabat, L., Sipko, J.Ekonomicka kriza — nové podnety pre ekonomicku teériu a prax,. 2010, 328 s.
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Miera inflacie* v % 2,8 4,6 1,6 1,0
Miera nezamestnanosti v%o | 11,0 96| 12,1| 144

Zdroj: SU SR, NBS, Ministerstvo financii
*Poznémka: Inflacia merané CPI (priemer v %)

V tabulke 2 s zhrnuté tdaje o vyvoji makroekonomickych ukazovatel'ov SR v rokoch 2007
az 2010. Vyvoj ukazovatel'ov (zmena HDP, miera nezamestnanosti) je nepriaznivy hlavne
vroku 2009, kedy sa v SR zacala prejavovat globalna ekonomicka kriza. Uvedené
makroekonomické zmeny negativne ovplyviiovali aj vykonnost’ slovenskych podnikov.

V sucasnom vysoko konkurenénom prostredi je nevyhnutné, aby podnik disponoval siborom
krucovych indikatorov odrazajucich hodnoverne jeho vykonnost. Moderné koncepty merania
podnikovej vykonnosti zdbraziuju potrebu nielen finanénych, ale aj nefinan¢nych
ukazovatel'ov, ktoré umoznuju vytvorit’ dynamicky obraz o konkurené¢nom postaveni podniku
na trhu a napomahaju tak prepojit kratkodobu vykonnost’ s dlhodobou strategickou viziou
podniku. Dlhodoba uspesnost’ podniku v su¢asnom globalnom prostredi znamena nespoliehat’
sa na momentalnu vykonnost, ale vyhladat’ sposoby jej trvalého zvySovania. ,,Meranie
vykonnosti vystupuje ako proces podporujici rozvoj podniku, ktory pomocou vyhodnotenia a
analyzy ukazovatelov vykonnosti sa snazi systematicky prepracovat k zmendm v zdujme
udrzania dlhodobej konkurencieschopnosti“®. Meranie vykonnosti podniku nie je iba nastroj
vyjadrujuci podnikova vykonnost’, ale sucasne predstavuje nastroj, ktorého vyuzitim je mozne
pOsobit’ na spravanie a konanie oséb ovplyviiujacich skimanu ¢innost’.

Ciel'om prispevku je zhodnotit’ vplyv a dopady ekonomickej krizy na vykonnost” konkrétnych
podnikov v SR na zéklade vybranych ukazovatelov vykonnosti. Udaje potrebné pre
spracovanie hodnotiacej cCasti prispevku, boli ziskané z internych uctovnych dokladov a
vykazov podnikov v rokoch 2007 aZz 2010, zo SU SR. Pri spracovani Gdajov boli vyuZité
zdkladné metody - zber dostatoéného mnozstva tdajov a informdcii, ich hodnotenie,
porovnavanie, analyza. Hodnoty hlavnych ukazovatel'ov s prepocitané na euro od roku 2007
napriek tomu, Ze SR prijala euro ako oficidlne platidlo v roku 2009. Dévodom prepoctu je
prehl'adnost’ a zretelnost’ finan¢nych vykyvov azmien v hodnotenom ¢asovom obdobi od
roku 2007 — 2010.

2 HODNOTENIE VYKONNOSTI PODNIKOV

V prispevku je hodnotena vykonnost’ dvoch podnikov, ktorych ¢innosti sa odliSuju a podniky
podnikaju v rozdielnych odvetviach v SR.

V tabul’ke 3 sU zhrnuté Gdaje o hospodareni prvého podniku. Hodnoteny podnik v roku 2007
zamestnaval 171 zamestnancov, no vroku 2010 uz len 150 zamestnancov. Hodnoty
o vysledku hospodarenia (VH) po zdaneni v obdobi rokov 2007 az 2010 hovoria o klesajlcej
tendencii. Zapornu hodnotu VH dosiahol podnik v roku 2009, ¢o predstavuje stratu — 2 519
552 €. Udaje za rok 2009 boli v znameni velkych strat v obrate, trzbach a vysledku
hospodarenia. Pad cien odbytu tovaru a vyrobkov, znamenal zniZenie trzieb o viac ako 50 %.
Dopad krizy sa prejavil aj vo vyvoji exportu, ktory v hodnotenom podniku v roku 2009
prudko klesol na troven 1 864 tis. EUR, s podielom 16,8 % na celkovych trzbach. Vykonnost’
podniku hodnotena vysledkom hospodéarenie (VH) dosiahla v roku 2010 kladna hodnotu. VH
predstavoval hodnotu pred zdanenim 552 497 EUR a hovori o tom, Ze vykony v podniku ¢i uz
vo vyrobnej, nevyrobnej alebo finan¢nej sfére boli uskutocované v sulade s referencnym
sposobom vykonania tychto Cinnosti. Z Udajov v tabulke 3 vidime, ze vroku 2009 bola

2VARCHOLOVA, T. Manazérska analyza. Bratislava. 2001. s. 49
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zaporna pridana hodnota (PH) pripadajica na jedného zamestnanca - 37 €, ktora bola

aw v

Tabulka 3 Ekonomické udaje 1. podnik

Ukazovatel’ 2007 2008 2009 2010
VH V€ po
zdaneni 469 663 312 514 | -2519552 447 523

Vynosyv€ | 20533659| 26793460 1044459817 233 282
Néklady v€ | 19953 827| 26407 640| 13555156 16 681 785

PH/zam. v € 22 340 19 863 -37 20 225
Zamestnanci 171 178 169 150
EVAvVE 6 572 -1 086 -298 516 91 095

Zdroj: Uctovné vykazy podniku, viastné spracovanie

Modernym ukazovatel'om vykonnosti podniku je ukazovatel' ekonomicka pridana hodnota
EVA. V hodnotenom podniku dosahoval ukazovatel EVA, okrem roku 2007, zapornu
hodnotu.

Naklady a vynosy 1. podnik
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naklady, vynosy v €

5000000 -

0 i
1 2 3 4
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Obrazok 1 Naklady a vynosy 1. podnik
Zdroj: Uctovné vykazy podniku, viastné spracovanie

Z obrazku 1 vidime vyvoj nakladov a vynosov v prvom podniku. Rok 2009 bol v sledovanom
obdobi pre podnik najkritickejSi. Okrem toho, Ze klesli vynosy o 61 % v porovnani s rokom
2008, v roku 2009 boli naklady vysSie ako vynosy. Ekonomicka situécia sa zlepSila v roku
2010, kedy podnik dosiahol zisk 447 523 €.
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Zdroj: Uctovné vykazy podniku, viastné spracovanie

Obrazok 2 zvyraziuje vyrazny prepad VH v roku 2009, kedy v prvom podniku vznikla strata
2,52 mil. € Na zaklade hodnotenia ukazovatelov vykonnosti prvého podniku moézeme
konstatovat’, Ze globalna ekonomicka kriza negativne ovplyvnila hospodarenie hodnoteného
podniku najmé v roku 2009.

Globalna kriza najviac zasiahla odvetvia s nizkou pridanou hodnotou. Medzi takéto odvetvia
patri aj druhy hodnoteny podnik. Hodnoteny podnik zamestnaval vroku 2007 535
zamestnancov, no v roku 2010 pracovalo v podniku uZ len 349 zamestnancov. NajkritickejSie
obdobie v hospodareni podniku bolo v roku 2008 — 2009, ¢o sa prejavilo aj v ekonomickych
vysledkoch. V roku 2008 vynosy dosiahli hodnotu 5206 367 €. Oproti roku 2007 nastal
pokles 0 13,6 %. V roku 2009 podnik dosiahol vynosy vo vyske 3 893 469 €, teda oproti roku
2008 klesli 025 %. V roku 2010 vynosy klesli v porovnani s rokom 2008 0 6,7 %. Ako je
moézné vidiet’ na tdajoch v tabulke 4 a obrdzku 3, vynosy klesali kazdy rok. Najvyraznejsi
zaznamenany Vv roku 2010 s hodnotou 6,7 %. V ¢asovom horizonte od roku 2006 aZz 2010,
vynosy Klesli celkom o 48,4 %.

-135-



Naklady a wnosy 2. podnik
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V roku 2007 sa naklady oproti roku 2006 zniZili 0 13,2 %. V roku 2008 oproti roku 2007
nastal znova pokles 0 11,4 %. V roku 2009 néklady klesli 0 2 6%. V roku 2010 nastal oproti
roku 2009 znova pokles 05,5 %. Ako je mozné vidiet na zaklade tdajov ztabulky 4 a
obrézku 3, naklady rovnako ako vynosy zaznamenali kazdoro¢ne pokles. Najvyssi pokles

v v

v roku 2010 a to 0 5,5 % oproti roku 2009. Od roku 2006 néklady klesli celkom o0 46,5 %.
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V roku 2007 vysledok hospodarenia predstavoval sumu vo vySke 127 166 €. Oproti roku
2006 nastal pokles 0 43 %.V roku 2008 podnik dosiahol zisk vo vySke 4 249 €. Oproti roku
2007 to znamena pokles 0 96 %. V roku 2009 spolo¢nost’ dosiahla zisk vo vysSke 6 196 €.
Oproti roku 2008 bol narast zisku 0 45 %. V roku 2010 doslo znovu k narastu zisku 0 5 %. Na
zéklade udajov z tabulky 4 mozeme vidiet, Ze vysledok hospodarenia postupne klesal, okrem
rokov 2009 a 2010, kedy doSlo k miernemu narastu. Najnizsi zisk spolo¢nost’ dosiahla v roku
2008, kedy bol zaznamenany pokles az 043 % v porovani srokom 2007. V ¢asovom
horizonte od roku 2007 az 2010 vysledok hospodarenia klesol celkom o 95 %.

Tabulka 4 Ekonomické udaje 2. podnik

Ukazovatel’ 2007 2008 2009 2010
VH V€ po
zdaneni 127 166 4249 6 196 6 493
\Vynosy v € 6026 423 | 5206367 3893469| 3630354
Naklady v € 5861847 5191031| 3822670| 3611196
PH/zam. v € 6174,53| 6017,65 5085,14| 5184,63
Zamestnanci 535 519 423 349
EVAvV € 4949| -110323 -84 490 -96 028

Zdroj: Uctovné vykazy podniku, viastné spracovanie

V roku 2006 bolo vpodniku vyrobenych 158229 kusov vyrobkov pre zahranicie,
v nasledujlcich rokoch vyvoz klesal az na 118 202 kusov v roku 2010. Dévodom poklesu
vyroby v rokoch 2007 — 2009 bol znizeny dopyt zo strany zahrani¢nych odberatel’ov.

Ako je mozZné vidiet z tabulky 4, pridand hodnota (PH) sa v sledovanom obdobi 2007 — 2010
nizSia az 0 49 %. V roku 2007 je ekonomicka pridana hodnota (EVA) kladna, ¢o pre podnik
znamena uspesnost’ a taktieZ, Ze k hodnote dlhodobého investovaného kapitalu je reélne
pridavana nova hodnota. V rokoch 2008 — 2010 je hodnota EVA zéaporna, ¢o vzbudzuje
znepokojenie nad budicnost'ou firmy. Pozitivne hodnotenie podnikovej vykonnosti je len
v pripade, ak EVA > 0. To je pripad, ked’ vynos z kapitalu je vacsi, ako jeho cena a vtedy
podnik svojim vlastnikom tvori (zvy3uje) hodnotu.®

3 ZAVER

V prispevku sme porovnévali vybrané ukazovatele vykonnosti dvoch podnikov, ktoré posobia
na Uzemi SR. Ekonomickeé ukazovatele boli analyzované v obdobi rokov 2007 az 2010 hlavne
preto, aby sme zhodnotili vplyv globalnej ekonomickej krizy na vykonnost’ porovnavanych
podnikov. Na zaklade porovndvania a hodnotenia ekonomickych vysledkov obidvoch
podnikov mdzeme konstatovat’, ze v rokoch 2008, 2009 a v druhom podniku aj v roku 2010
dosahovali ukazovatele vysledok hospodarenia, pridana hodnota a ekonomicka pridana
hodnota EVA kritické hodnoty. V prvom podniku boli vysledky v roku 2009 podstatne horSie,
ako ekonomické vysledky v druhom podniku. Predpokladame, Ze na ekonomickd situéciu
v prvom podniku vplyval hlavne zniZzeny export produkcie, nasledne to boli zniZzené trzby a
zaporny vysledok hospodarenia. Na ekonomické vysledky druhého podniku vplyvala zmena
v odbyte vyroby (orientacia na domaéci trh), resp. operativne rieSenie ekonomickej situacie zo

¥ MARIKOVA, P., MARIK, M. Moderni metody hodnoceni vykonnosti a oceriovéini podniku. Praha . 2001. 70 s.
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strany manazmentu podniku najma v roku 2008 a 2009, a tym sa prepad ekonomickych
ukazovatel'ov v podniku spomalil.
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ZARZADZANIE ROZNORODNOSCIA A PROBLEM KULTURY
DOMINUJACEJ

MANAGING THE DIVERSITY BUT THE PROBLEM OF THE
DOMINANT CULTURE

Dariusz Stankiewicz

Abstract

Kultura organizacji obejmuje kultury réznych podgrup, powstajace wokot glownych
wymiarow: narodowos$¢, ple¢, sprawnos¢ fizyczna i orientacja seksualna. Kultura cato$ci
moze wywiera¢ nacisk na kultury mniejszosciowe, dazac do ich podporzadkowania lub
wyeliminowania. W czgéci polskich  organizacji  istnieje kultura /grupa dominujaca
majaca nastgpujace, wyrdzniajace cechy: polskie pochodzenie etniczne, wyznanie rzymsko-
katolickie, begdaca mezczyznami  zdrowymi(sprawnymi umystowo 1  fizycznie),
ekstrawertykami, majacymi nastawienie heteroseksualne. Grupa zachgca/zmusza do tego aby
przedstawiciele zbiorowo$ci mniejszosciowych  zachowywaty si¢ zgodnie z regutami
ustanowionymi przez grupe. Istnieje ryzyko, ze kultura dominujaca zaweza perspektywe
zmian w organizacji i ogranicza rolg grup mniejszo$ciowych w zarzadzaniu.

Kluczowe pojecia: kultura, kultura organizacyjna, kultura dominujgca, kultura zdominowana,
zarzgdzanie roznorodnosciq, zarzqdzanie kulturqg pici (ZKP)

Abstract

The culture of the organization includes cultures of all sorts subgroups, coming into existence
around main dimensions: the nationality, the sex, the physical fitness and the sexual
orientation. The culture of the whole can exert pressure on minority cultures, aspiring to
subordinating them or eliminating. In part of Polish organizations a culture exists / dominating
group having features following, singling out: Polish ethnic origin, Roman-Catholic faith,
being healthy men (efficient mentally and in terms of physics), with extroverts, having a
heterosexual attitude. The group is encourage/forcing to it in order to representatives of
minority communities behaved according to rules established by the group. A risk exists, that
the dominant culture is narrowing the prospect of changes in the organization and is limiting
the role of minority groups in managing.

Key words: culture, organizational culture, dominant culture, dominated culture, managing
the diversity, managing the culture of the sex

Jeste$my jedni dla drugich pielgrzymami, ktdrzy roznymi drogami zdazaja w trudzie na
wspalne spotkanie.

Antoine de Saint - Exupery
1. Wprowadzenie

Kultura danej zbiorowosci organizacyjnej obejmuje mniej lub bardziej z nig zbiezne kultury
réznych podgrup, powstajace wokdt wymiardw: narodowo$é, pleé, sprawnos$¢ fizyczna,
orientacja seksualna 1 innych. Kultura cato$ci moze wywiera¢é nacisk na kultury
mniejszosciowe, dazac do ich podporzadkowania lub wchionigcia, badz przeciwnie do ich
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izolacji czy nawet eliminacji.

Pelne czlonkostwo w danej organizacji, czyli prawdopodobienstwo korzystania z jej
materialnych 1 niematerialnych zasobow, mozliwe jest tylko wtedy, gdy czlonkowie danej
grupy majg szanse uczestniczenia w jego kulturze dominujgcej a zarazem funkcjonowania w
ramach swoich subkultur, zachowania tozsamosci kulturowej przy réwnoczesnym wptywaniu
na zmiany profilu kultury organizacji w pozadanym kierunku. Taka sytuacja przynosi korzysci
zarowno przedstawicielom grup mniejszo$ciowych jak i samej organizacji. Stwarza szanse na
zbudowanie kultury wspotpracy.

Jednak w czesci polskich organizacji istnieje kultura /grupa dominujaca majgca nastepujace,
wyrdzniajace cechy: polskie pochodzenie etniczne, wyznanie rzymsko-katolickie, bedaca
mezezyznami  zdrowymi(sprawnymi umystowo 1 fizycznie), ekstrawertykami, majgcymi
nastawienie heteroseksualne, Grupa zach¢ca/zmusza do tego aby przedstawiciele zbiorowosci
mniejszosciowych:  osoby innej narodowosci, kobiety, osoby niepetnosprawne czy o
odmiennej orientacji seksualnej zachowywaly si¢ zgodnie z regutami ustanowionymi przez
grupe.

Istnieje ryzyko, ze kultura dominujgca zaweza perspektywe zmian w organizacji i ogranicza
role grup mniejszosciowych w zarzadzaniu. Tradycyjne wartosci charakterystyczne dla grupy
dominujacej (etnocentryzm, stereotypizacja, dyskryminacja), wystepuja w sprzecznosSci z
kluczowymi wartosciami lezagcymi u podstaw koncepcji zarzadzaniu réoznorodnoscig, jakimi
sg: geocentryzm, brak uprzedzen 1 dyskryminacji, pluralizm. Co istotne grupy
mniejszosciowe w tych warunkach nie majg mozliwosci, reprezentujgc odmienne od grupy
dominujacej, systemy zasad i1 przekonan i wynikajace z nich r6zne sposoby pracy, wiaczyc¢ si¢
do procesu ksztaltowania fancucha warto$ci w organizacji.

Wystepowanie kultury dominujacej] w czegsci polskich organizacji utrudnia wprowadzanie
zasad zarzadzania rdéznorodnoscia w Polsce. Trudno$ci dotycza tu zaréwno samego
przeciwdziatania dyskryminacji, jak 1 przeksztatcania istniejacych pomiedzy pracownikami
roznic w wyzszg wydajno$¢ pracy i skuteczno$¢ pracy. Dodatkowo dominujgca kultura
biatych mezczyzn zasade rownych szans postrzega jako ukryta forme odwrocone]
dyskryminacji. W konsekwencji programy rownych szans sg w organizacjach wycofywane.
Istota zarzadzania r6znorodnoscig kulturowa sprowadza si¢ zatem nie tylko do ksztattowania
polityki réwnosciowej oraz czerpania korzysci biznesowych z réznorodnosci ale przede
wszystkim do przezwyci¢zenia ograniczen bedacych wynikiem oddziatywania kultury
dominujace;.

Celem artykulu jest ukazanie problemu dominacji kulturowej w organizacji. od strony:
charakterystyki, relacji z grupami mniejszosciowymi oraz konsekwencji dla zarzadzania
roznorodnoscia.

2. Cele zarzadzanie r6znorodnoscia

Réznorodno$¢ w miejscu pracy jest pojeciem niejednoznacznym i wymaga wyjasnienia.
Oznacza ,,rozmaito$¢”, ktora wynika z widocznych i niewidocznych cech demograficzno-
spotecznych wystepujacych wsrod pracownikdéw. Wezesniejsze badania koncentrowaty sie na
roznicach zwigzanych z narodowoscig rasg cz ptcig. Wspotczesnie do tych cech zaliczamy:
ras¢, ple¢/gender, wiek, niepetnosprawnosé(cechy  widoczne), narodowos¢,
religie,przynalezno$¢ do mniejszosci seksualnych(LGBT - lesbijki, geje, osoby bi i
transseksualne) czy tzw. czarne owce czyli osoby pietnowane w srodowisku ze wzgledu na
naruszenie prawa czy problemy alkoholowe(cechy niewidoczne) (por. Durska, s. 8). Przy
czym warto zauwazy¢, ze do istniejacych juz cech, dotaczane sg kolejne.

Wsrod nich warto dostrzec problem osob introwertycznych. Introwertycy wsrdd spoteczenstw
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europejskich stanowig mniejszo$¢, wiekszo$¢ to ekstrawertycy, nie cieszg si¢ takim
powazaniem 1 szacunkiem, jakim sg obdarzani w Chinach, Wietnamie czy Japonii. Pracuja
odmiennie od ekstrawertykow, czgsto w samotno$ci, co nie oznacza, ze sg mato Kreatywni
lub nieskuteczni. Najczesciej jednak bywajg zdominowani przez kulture ekstrawertykow.
Kazda z cech demograficzno- spotecznych stanowi zawsze szans¢ dla organizacji na
tworzenie wartosci dodanej ale rowniez duze wyzwanie dla zarzadzajacych. Roznorodnosé
wystepuje w opozycji do jednorodnosci, unifikacji 1 uprzywilejowanej pozycji.

Sposrod wystepujacych definicji zarzadzania réznorodno$cia za reprezentatywne mozna
uzna¢ nastepujace:

*  zarzadzanie rdéznorodnos$cig to wszystkie dziatania organizacji, ktére zmierzaja do
uwzgledniania 1 optymalnego wykorzystania réznorodno$ci w miejscu pracy (Zarzadzanie
roznorodnoscia, s. 8),

* zarzadzanie réznorodnoscig jest podejsciem, w ktoérym rdznorodno$¢ jest postrzegana
przede wszystkim jako zrodto konkurencyjnej przewagi, ale tez jako stluszna sprawa do
zrealizowania (Waszczak, s. 81)

* zarzadzanie roznorodnoscig jest procesem kierowania 1 komunikacji polegajacym na
aktywnym 1 $wiadomym, skierowanym w przyszto$¢, rozwijaniu organizacji opartej na
wartosciach, wychodzacej od zaakceptowania istniejacych réznic, traktujacej je jako potencjat
rozwojowy, procesem ktory tworzy warto$§¢ dodang dla firmy, nie moze jednak istnie¢ poza
kontekstem prawnym i moralnym:”Etyka i prawo dotyczace przeciwdziataniu dyskryminacji
nie s3 tylko cz¢$cig srodowiska firmy- tozsamos$¢ firmy musi odzwierciedlaé tradycje praw
cztowieka”(Keil, Amershi, Holms, na podst. Jamka, s. 7).

Analiza definicji wskazuje, ze funkcja zarzadzania ro6znorodnoscig jest zapobieganie
dyskryminacji, zgodnie z zatozeniami ‘“polityki réwnych szans” oraz zarzadzanie
rozmaitoscig, jako modelem biznesowym zarzadzania przedsigbiorstwem. Przy czym
,polityka rownych szans” jest wstepem do opracowania 1 stosowania rozwigzan
doceniajacych wartosci, jakie powstaja w wyniku tgczenia przeciwienstw. Dodatkowo aspekt
etyczny, wyprzedzajac podejscie biznesowe, tworzy fundament dla projakosciowej kultury
organizacyjnej. Przy zachowaniu takiej kolejnosci postepowania, zarzadzanie
roznorodno$cig staje si¢ jednym z zasadniczych elementdéw strategii zarzadzania zasobami
ludzkimi w przedsigbiorstwie a zroznicowane wartosci kulturowe, szansg na stworzenie
efektu organizacyjnej synergii.

Zdaniem autora  zarzadzanie roznorodnoscig oznacza, ze: kultura danej organizacji
charakteryzuje si¢ dostosowaniem do rdéznorodnosci, co pozwala na ciggle przezwyciezanie
ograniczen spolecznych 1 organizacyjnych, bedacych wynikiem oddziatywania kultury
dominujacej. Tak pojmowana kultura przestaje by¢ zbiorem przypadkowych wartosci, nie
zawsze stuzacych dziatalnosci organizacji a staje si¢ kulturg jakosci. Przy czym pojecie
jakosci dotyczy tu gtownie stosunkoéw miedzyludzkich. Gtownym czynnikiem bezposrednio
wpltywajacym na jako$¢ stosunkéw miedzyludzkich w organizacji stawiajgcej na
roznorodno$¢ sg zarowno roznice kulturowe, jak 1 sposob kierowania ludzmi oraz stosunek
do roéznorodnosci. One beda determinowaly strategie organizacji dotyczaca roznorodnosci,
prowadzaca do ksztattowania modelu kultury dominacji lub wspotpracy.

3. Kultura, kultura dominacji a kultura zdominowana
Istnieje wiele propozycji definiowania kultury zbiorowosci. Jedng z czg$ciej cytowanych jest

definicja E. Taylora: ,kultura czyli cywilizacja to ztozona calo$¢, ktora obejmuje wiedze,
wierzenia, sztuke, moralno$¢, prawa, obyczaje i inne zdolnos$ci i nawyki nabyte przez ludzi
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jako cztonkéw spoteczenstwa” ( za: Winch , Winch , 2005, s. 161).
Definicja ma charakter opisowo - wyliczajacy. Autor uzywa zamiennie poje¢ kultura i
cywilizacja(zgodnie ze stanowiskiem innych autorow, uzasadnionym opinig Braudela, iz
»rzecza zwodniczg jest ... probowaé oddziela¢ kulture od jej bazy, jaka jest cywilizacja)(za:
Huntington, 2004, s. 48),” wylicza elementy sktadowe $wiadczace o istocie zjawiska oraz
zwraca uwage na znaczenie socjalizacji w procesie ksztattowania kultury.
Z punktu widzenia nauk o zarzadzaniu kultura bywa definiowana jako: ,,niepisane,
postrzegane czesto zasady, ktére wypetniajg luke miedzy tym co formalnie obowigzujace, a
tym co si¢ faktycznie dzieje”(za: Sikorski Cz., 2002, s.3).
Autorzy, Deshapande i1 Parasurman podkreslajg roznice pomigdzy formalng strong
funkcjonowania organizacji (warto$ci deklarowane) a jej nieformalnym charakterem (wartosci
przestrzegane) (na podst. Zbiegien-Maciag, s. 15). Dostrzezenie tej réznicy stanowi istotny
przyczynek do dyskusji na temat inicjowania procesu planowej, ewolucyjnej zmiany kultury w
organizacji, rowniez w zakresie jej dostosowania do roznorodnosci, pozwala na uchwycenie
luki kulturowej. Luka kulturowa w tym wypadku dotyczy¢ bedzie ewentualnych roznic
pomigdzy oficjalnymi deklaracjami a praktyczng strong funkcjonowania organizacji. Oficjalne
deklaracje beda zwykle podkreslaly potrzebe wspotpracy i tolerancje. Przestrzegane z kolei
moga oznacza¢ obojetnos¢ lub dyskryminacje.

Dla celéw niniejszego artykulu najbardziej przydatna wydaje si¢ by¢ definicja
Trompenaarsa
i Hampden-Turnera. Kultura to: ,,schemat za pomocg ktorego grupa nawykowo dokonuje
mediacji w wypadku ro6znic migdzy wartoSciami - na przyktad pomiedzy regutami a
wyjatkami, technologia a ludZzmi, konfliktem czy konsensusem. Kultury moga uczy¢ si¢
uzgadniania takich warto$ci na coraz wyzszych poziomach, totez poznanie licznych wyjatkow
prowadzi do formutowania lepszych regul”(Trompenaars, Hampden-Turner, 2005, s. 24).
Brak woli mediacji pomiedzy grupami wystepujacymi w organizacjach, powoduje pojawienie
si¢ uktadu: kultura silniejsza i stabsza, dominujaca i zdominowana.
Jak zauwaza Sikorski: ,kultura dominacji jest kultura homogeniczna, w ktorej dysonans
kulturowy nie jest tolerowany”( s. 51). Przy czym, autor mianem dysonansu kulturowego
okresla sytuacje, w ktorej ludzie uswiadamiajg sobie odmiennos¢ wilasnych reake;ji
kulturowych w danej sprawie(s. 23). Brak harmonii kulturowej, rozdzwigk w sferze
wystepujacych  wartosci  wymaga reakcji na dysonans kulturowy. Podstawowym,
najtatwiejszym od strony organizacyjnej sposobem reagowania jest dominacja kulturowa.
Przez grupe dominujacag kulturowo rozumiemy taka zbiorowo$¢, ktora jest w stanie narzuci¢
innym funkcjonujagcym w niej grupom swoje wzory zachowan, praktyki kulturowe i swoj
system normatywny oraz wiarygodnie przedstawi¢ go jako konstytuujacy cate spoteczenstwo (
Kapralski, Mucha, s. 433).
W czeéci polskich organizacji istnieje kultura (grupa) dominujgca majgca nastepujace cechy:
polskie pochodzenie etniczne, wyznanie rzymsko- katolickie, bg¢daca mezczyznami
zdrowymi(sprawnymi umystowo 1 fizycznie), ekstrawertykami, majacymi nastawienie
heteroseksualne. Grupa zacheca/zmusza do tego aby ,inni” wywodzacy si¢ z grup
mniejszosciowych, zachowywali si¢ zgodnie z regutami ustanowionymi przez grupg. ( popatrz
Gryszko 2010,s. 34).
W Polsce stale poglebia si¢ zroéznicowanie rasowe 1 narodowosciowe, ale czesto jeszcze
brakuje akceptacji 1 uznania dla osob ,,innych”. Przyktadem takich zachowan jest chociazby
rasizm czy antysemityzm.
Z kolei w odniesieniu do kwestii religii, jak wskazujg badania opinii publicznej, osoby innego
wyznania s3 w Polsce stygmatyzowane i wykluczane.
Organizacje w Polsce postrzegane sg jako zasadniczo jako megska sprawa. Meskos¢
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przyjmowana jest jako pewnik 1 niepoddawana §wiadomej refleksji, wszelkie odstepstwa od
tego standardu traktowane sg jako przejaw stabosci( Kostera, s.96).
Aktywnos$¢ zawodowa osob niepetnosprawnych w Polsce to jeden z najgorszych wskaznikow
w Unii Europejskiej.
W Polsce w dalszym ciaggu niski jest odsetek osob deklarujacych si¢ jako przynalezace do
mniejszosci seksualnych (por. Durska 2009, s. 10).
Warto wobec powyzszych przyktadow postawi¢ pytanie: kogo uznajemy za grupe
mniejszosciowy , jak uktadajg si¢ relacje pomiedzy grupg mniejszosciowg a grupa dominujaca
1 jakie formy moga przybiera¢ zachowania grup mniejszosciowych wobec dominacji
kulturowej?
Za mniejszos¢ uznajemy zbiorowos¢ ludzi: ,,ktorzy ze wzgledu na swoje cechy fizyczne lub
kulturowe odrozniani sg od innych ludzi zyjacych w danym spoteczenstwie po to, aby ich
odmiennie 1 nieréwnouprawnienie traktowa¢ i ktérzy z tego powodu uznawani sg za
przedmiot zbiorowej dyskryminacji ( Wirth , s. 347)
Przy czym cechy kulturowe mniejszosci s3 tu rozumiane jako wazne dla niej praktyki
kulturowe, odrézniajace ja od otoczenia i traktowane przez nie jako niewlasciwe, gorsze. Do
cech tych moga naleze¢, jezyk, religia czy widoczne spolecznie przywigzanie do wlasnych
specyficznych warto$ci zauwazane chociazby u kobiet czy o0so6b zroznicowanych pod
wzgledem wieku.
Relacje pomiedzy kulturg dominujaca a grupami mniejszosciowymi uktadajg si¢ zazwyczaj
wedtug nastepujacego schematu:
— otoczenie spoteczne wybiera z calego mozliwego zestawu psycho - fizycznych
charakterystyk cztonkow danego spoleczenstwa te cechy np. kolor skory, wiek, ptec,
ktore w danej sytuacji historycznej i kulturowej uwazane s3 za wazne wyrdzniki
grupowe, pozwalajgce opisywaé wartoSciujgco, lepsi, gorsi, my - oni; obecnie za takie
gléwne wyrozniki zdaniem autora, uwaza si¢ narodowos¢, pte¢ 1 wiek 1 sprawnosé
fizyczna,
— status grup mniejszosciowych jest wspolnotowy a nie indywidualny, a przy tym
przypisany danemu zbiorowi z zewnatrz 1 jednostkom don nalezgcym trudno si¢ go
pozby¢, podtrzymywany jest negatywnym stereotypami,
— specyficzny status mniejszosciowy zbiorowosci wynika z stad, ze w danym
kontekscie kulturowym nie ma ona wystarczajagcych argumentow, ktére bronityby ja
przed wyrdzniajacym i dyskryminujgcym traktowaniem.
Z Kolei zachowania grup mniejszosciowych wobec dominacji kulturowej moga przybieraé
rozne formy. Najczestsze reakcje to:
— synkretyzm kulturowy, a wigc réwnoczesne, na ogot pozorne uczestnictwo w
niektorych praktykach grupy dominujgcej i tajne uczestnictwo w praktykach
mniejszosciowych, tworzenie swoistej fikcji organizacyjne;,
— préby awansu spotecznego w ramach grupy dominujacej, oznaczajace indywidualne
asymilowanie si¢ do do grupy dominujacej, udawanie jej cztonka; np. w przypadku
kobiet poprzedzone opanowaniem elementéw meskiego stylu komunikowania si¢ czy
zarzadzania,
— publiczne tworzenie kultury alternatywnej, polaczone z probami nadawania jej
prawomocnosci, prowadzace do $cierania si¢ wartosci organizacyjnych,
— tworzenie kontrkulturowych ideologii i proby zdobycia dla nich zwolennikow;

— ukryta dla cztonkéw grupy dominujgcej, a jawna dla wtasnej, krytyka grupy i kultury
dominujacej oraz praktykowanie $wiata odwrdéconego(na podst. Mucha, s.440)
Opisane tu konteksty, w ramach ktoérych dochodzi do kontaktow pomiedzy grupa dominujaca
a grupami mniejszo$ciowymi, trzeba uzna¢ za konfliktowe. Ze strony kultury dominujacej
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mamy do czynienia z przymusem i naciskiem, w przypadku kultury zdominowanej z oporem,
unikiem, ktore sg wyrazem bezsilno$ci grup mniejszoSciowych wobec dominacji kulturowe;j.
Ta sytuacja prowadzi do wielu spoteczno- organizacyjnych zaniedban.

4. Kultura dominujaca — skutki dla zarzadzania

Kultura dominacji, jako kultura organizacyjna oznacza brak umiejetnosci organizacyjnego
uczenia si¢ na bazie roéznic kulturowych, pozwalajagcego czerpa¢ korzysci biznesowe z
roznych wartosci 1 wzoréw kulturowych. Powoduje zaréwno konsekwencje spoteczne jak i
organizacyjne. Skutki spoteczne to: uprzedzenia, dyskryminacje czy wykluczenie. Prowadza
do dramatow osobistych i porazek organizacyjnych. Wywotluja okreslone konsekwencje w
miejscu pracy.
Gtowne konsekwencje organizacyjne kultury dominacji to:
— trudno$ci zwigzane z pozyskaniem i utrzymaniem wykwalifikowanych, tworczych i
réznorodnych pracownikow - grupy jednorodne sg mniej innowacyjne, bardziej
zachowawcze, skierowane na utrzymanie ,status quo”, dodatkowo dystansujace si¢
wobec odmiennych pogladow,
— ostabienie wizerunku i reputacji firmy i jej zewngtrznej rozpoznawalno$ci — firmy
stosujace zte praktyki w dziedzinie réznorodnosci dotyczace np. rekrutacji,
motywowania czy oceny pracownikéw, ostabiajg swoja pozycje spoteczna, ograniczajg
mozliwos¢ wspolpracy z innymi firmami czy instytucjami akademickimi czy
badawczymi, funkcjonuja jako ,,zamknigte” na otoczenie, nie borg udzialu w
przedsiewzieciach sprzyjajacych wymianie pogladow,
— zmniejszanie mozliwosci rynku - firmy nie zaangazowane w polityke wdrazania
roznorodnosci nie s3 w stanie dostrzec szeregu mozliwosci w zakresie rozwoju
produktu lub ustugi, zorientowane sg na stale segmenty rynku i tradycyjne grupy
odbiorcow.
Sikorski (s. 65-66), méwiac o skutkach organizacyjnych akceptacji kultury dominacji, zwraca
uwage na trzy kwestie: standaryzacje, specjalizacj¢ 1 centralizacjg.
Przedmiotem standaryzacji, traktowanej jako walka z relatywizmem i nieprzewidywalno$cia,
jest zarowno rezultat jak 1 sam sposob dziatania. Produkt nie powinien mie¢ indywidualnych
cech, poniewaz taka sytuacja traktowana jest jako brak. Niska tolerancja niepewnosci,
systematycznos$¢ 1 regularno$¢ to gtoéwne kryteria sprawnos$ci organizacyjne;j.
Ze standaryzacja laczy si¢ waska specjalizacja. Powoduje daleko posuniety podziat pracy,
umozliwiajacy tworzenie zespotow funkcjonalnych, zajmujacych si¢ wykonywaniem jednego
scisle okreslonego zadania.
Centralizacja to z kolei skupienie uprawnien decyzyjnych na szczycie struktury organizacyjnej
firmy, brak delegowania uprawnien.
Wskazane tu skutki spoteczno- organizacyjne kultury dominacji dowodza, ze organizacje
powinny cechowac si¢ wigksza wrazliwoscig na rdéznice pomie¢dzy poszczegdlnymi grupami
w miejscu pracy. Przelozeni, gtdownie mezczyzni beda musieli zerwac z filozofig nierownego
traktowania ludzi, dostrzega¢ indywidualne roéznice oraz swoim dziataniem i zachowaniem
odpowiada¢ na nie w sposob zapewniajacy pozyskanie 1 utrzymanie roznorodnych
pracownikow. Powinni z jednej strony unika¢ wszelkich dziatan i1 praktyk, ktére mogg zosta¢
uznane za niestosowne wzgledem mniejszosci, z drugiej, uwzgledniajac odmienne systemy
wartosci, taczy¢ przeciwienstwa.

- 144 -



5. Koncepcja zarzadzania Kkultura plci(ZKP) jako sposob na
przezwyci¢zenie dominacji kulturowej

Problem nieréwnosci pici na rynku pracy jest wyrazistym przyktadem oddzialywania kultury
dominacji. Wiele organizacji do chwili obecnej nie tylko nie uporato si¢ z tym problemem,
ale przede wszystkim wcale go nie dostrzega. Trudno je uzna¢ za organizacje wielokulturowe,
otwarte na roznorodno$¢ wzgledem pici.

Wydaje si¢, ze duza szansg na przeciwdzialanie nieréwnosci pici jest podjecie dziatan
zwigzanych z zarzadzaniem kulturg ptci. Mozna uznad, ze jest to dziatanie nie tylko mozliwe
a nawet konieczne.

Wymaga uruchomienia procesu, w ramach ktérego mozna wyodrgbnié, zdaniem autora,
nastepujace etapy:

1.0dkrycie (identyfikacja)w organizacji gtownych przejawow kultury pici.

2.0pisanie dominujgcych wartosci zwigzanych z plcia z poziomu organizacji, jednostki
organizacyjnej i pracownika.

3. Redefiniowanie wartos$ci zwigzanych z pftcig, rozumiane jako konieczno$¢ uzupehienia
zbioru wartosci charakterystycznych dla me¢zczyzn, wartosciami charakteryzujgcymi kobiety.
4. Akulturacja, w ramach ktorej nastepuje przyjmowanie przez pracownikdéw nowego

zbioru wartosci.

5. Kontrola 1 monitorowanie zintegrowanych wartosci, aby wyeliminowa¢ zjawisko
spotecznej dyskryminacji kobiet i utrzymaé¢ w dlugiej perspektywie czasowej réwnowage
pomigdzy orientacja kobiecg 1 mgska.

Przyjrzyjmy si¢ blizej poszczegdlnym etapom.

Diagnoza wartos$ci zwigzanych z picig powinna mie¢ charakter jako$ciowo - ilo$ciowy.
Obserwacja, analiza dokumentdw i innych artefaktow(jezykowych, behawioralnych czy
fizycznych) pozwoli pozna¢ widoczne, u§wiadamiane przejawy takie jak: symbole, sposoby
komunikowania si¢ czy rytuaty.

Dotarcie do norm i warto$ci wigze si¢ ze stosowaniem kwestionariuszy ankiet i wywiadow.
Ponizej zaprezentowano przykladowa liste zagadnien, ktore nalezatoby wzig¢ pod uwage
tytutem identyfikacji:

_jaki jest stosunek kadry kierowniczej i pracownikow do problemu dyskryminacji?

—jakie warto$ci dominujg w organizacji: rywalizacja, walka, wspotzawodnictwo czy
wspotpraca, podmiotowos¢, refleksyjnosc?

—czy wystepuja stereotypy dotyczace pici?

— czy w procesie rekrutacji nie pojawiajg si¢ dziatania dyskryminujgce kobiety?

— czy wystepuja réznice ptacowe pomigdzy mezczyznami a kobietami?

— czy wystepuje syndrom szklanego putapu?

— jaki styl zarzadzania dominuje w organizacji?

— czy pojawia si¢ molestowanie seksualne?

— jak najczegsciej rozwigzywane sg konflikty?

Po etapie identyfikacji warto$ci zwigzanych z picig, pojawia si¢ faza ich rozwoju. Nalezy
opisa¢ zdiagnozowane warto$ci z trzech poziomdéw: poziomu organizacji, konkretnej
jednostki organizacyjnej i poziomu pracownika. Warto wskaza¢ mocne i stabe strony dane;j
wartosci z punktu widzenia okre§lonego problemu organizacyjnego. Etap ten taczy si¢ z
kolejnym, jakim jest redefiniowanie dotychczasowych wartosci.

Redefiniowanie warto$ci zwigzanych z plcig polega na wprowadzeniu w zycie opracowanego
wcezesniej projektu. Kluczowa na tym etapie jest dyskusja i wspotpraca. Utatwia akceptacje
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zmiany i pozwala ograniczy¢ niepewnos$¢ jej towarzyszgcg. Zasadniczym celem jest
uswiadomienie ludziom, ze mozna dziata¢ w oparciu o inne wartosci nich dotychczas.

Kluczowym etapem z punktu widzenia powodzenia procesu zarzadzania kulturg ptci, wydaje
si¢ by¢ etap akulturacji. Akulturacja to proces zmiany kulturowej zachodzacej w wyniku
cigglej 1 bezposredniej interakcji pomiedzy dwoma kulturami (Encyklopedia Socjologii 1998,
5.22).

Jedna to kultura meska, silna, lepsza, ta ktéra dominuje we wspotczesnych organizacjach.
Druga to kultura kobieca, kultura stabsza, gorsza, zdominowana. Akulturacja ma doprowadzi¢
do zbudowania ,.trzeciej kultury”, bedacej synteza obu wskazanych. Oznacza to taki rozwoj
relacji pomiedzy kobietami i m¢zczyznami, w ktorym obie picie wnosza do tych relacji oraz
praktyk organizacyjnych najlepsze rozwigzania.

Janne ws$rdd mechanizmow akulturacji wyr6znia np.: jezyk, edukacje, propagande, mode czy
wzorce kulturowe(na podst. Brilmann , 2002, s. 78).

Skupmy si¢ na jezyku i edukacji.

Jezeli chcemy zarzadzac¢ kulturg ptci nalezy zmienia¢ jezyk. Chodzi tu m. in. o kierowanie
rozmowg. Zwraca uwag¢ na ten problem Edelsky, wyodrebniajac dwa typy dyskus;ji.
Pierwszy typ, nastawiony na rywalizacj¢, w ktérym: ,, glos si¢ zdobywa lub traci”i drugi,
relacyjny, charakteryzujgcy si¢ glownie wspotpracg. Pierwszy typ dyskusji dominuje w
grupach meskich, drugi w grupach kobiecych. Fishman zauwaza, ze zaré6wno kobiety jak i
mezezyzni, mogliby skorzysta¢ wiedzac, ze mozna dos$wiadczaé satysfakcjonujgcych
interakcji, w ktorych wtadza jest zrownowazona(na podst. Steward , 2003, s. 301).

Proces akulturacji wymaga cigglych i intensywnych szkolen catego personelu. Odkrycie i
zrozumienie warto$ci, zarowno kultury meskiej jak 1 kultury kobiecej zazwyczaj stwarza
wiele probleméw. Pomocne mogg tu by¢ treningi komunikacji mi¢dzykulturowe;.

Ostatni etap to kontrola i monitoring nowej kultury. Dziatanie na tym etapie sprowadza si¢

do oceny skutecznosci catego procesu. Wazne jest aby z kolei nie stworzy¢ sytuacji odwrotne;j
od dotychczasowej, oznaczajacej z kolei dominacje wartosci kultury kobiecej nad meska.
Przechodzenie z jednej skrajnosci w druga jest chyba polska przywarg narodowa.
Oznaczatoby to klasyczne ,,wylanie dziecka z kapielg” 1 obrocenie dotychczasowego systemu
wartosci o 180 stopni. A przeciez mizoandria jako odpowiedz na mizogini¢ jest réwnie
niesprawiedliwa 1 dyskryminujaca, a zarazem nie pozadana z organizacyjnego punktu
widzenia.
Nalezy pamigtaé¢ przy tym, aby z kontrolg efektow zarzadzania kulturg pici odczekaé do
mozliwie pelnego przyjecia si¢ nowych wartosci. Zbyt wczesna kontrola moglaby daé
nieprawdziwe informacje 1 sugerowa¢ podjecie kolejnych dzialan (wigcej na ten temat
Stankiewicz, 2011,s. 107-120)

6. Zakonczenie

Wspotczesne wyzwania pojawiajace si¢  przed — organizacjami dotyczg skutecznego
wykorzystania zasobow ludzkich, ktore ze wzgledu na: narodowos¢, pte¢ czy wiek réznig si¢
od wigkszosci cztonkow organizacji. Wiedza, umiejetnosci 1 kompetencje tych pracownikow
zostang wiasciwie wykorzystane, jezeli dominujaca zbiorowo$¢ potrafi dostrzec potrzebe
zrownowazenia wartosci kultury danej organizacji 1 stworzy klimat do akceptowania roznic
kulturowych.

Z kolei mniejszos¢ §wiadoma swoich umiejetnosci 1 talentdéw powinna dazy¢ do przebicia si¢
przez istniejagcy szklany putap.

W tych okolicznosciach proces ksztattowania kultury organizacyjnej, taczacej rézne wartosci,
powinien by¢ $wiadomy 1 realizowany w sposéb metodyczny. Warunkiem godzenia

- 146 -



sprzecznych wartosci wydaje si¢ by¢:

— otwarte, empatyczne i refleksyjne komunikowanie si¢ - potrzeba dzielenia si¢ z
przedstawicielami innych kultur wtasnymi doswiadczeniami, potaczona ze zdolnoscig
do podejmowania dialogu z innymi kulturami i umiejetnoscig dostrzegania sytuacji z
perspektywy innej osoby;,

— tolerowanie niepewnos$ci - umiej¢tnos¢ efektywnej pracy w sytuacji nie do konca
zrozumiatych roéznic postaw, zachowan czy pojawiajacych si¢ rozwigzan,

— traktowanie warto§ci proponowanych przez grupy mniejszosciowe jak zrodia
potencjalnej przewagi konkurencyjnej.

Wspotczesne zarzadzanie polega na cigglym prowadzeniu negocjacji pomigdzy réznymi
grupami funkcjonujacymi w organizacji i poszukiwaniu kompromisu. Rezultatem tych dziatan

bedzie z jednej strony mozliwos¢ realizowania polityki rownosciowej, z drugiej
wypracowanie rozwigzan najlepiej stuzacych potrzebom organizacji.
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THE CONCEPT OF A SUSTAINABLE DEVELOPMENT AS A NEW
PHILOSOPHY OF THE XXIST CENTURY BUSINESS MANAGEMENT

Renata Tomaszewska-Lipiec

Abstract:

This article is devoted to the ‘The concept of a sustainable development as a new philosophy
of the XXIst century business management’. The aim of the article, based on a theoretical
analysis, is to present the idea of sustainable development in the practice of contemporary
business functioning. The core issue of the sustainable development is shaping right
proportions between the three types of capital: economic, social and environmental and at the
same time providing permanent improvement of the quality of life of the contemporary and
next generations. Thus the development means implementing such business strategy which
fulfils the needs of the business and those interested in it as well as securing and strengthening
the owned human and natural resources. The completion of this assumption requires
introduction of a new management paradigm, which will be based on a concept of social
responsibility of business and humanistic values in management.

Keywords: sustainable development, business management, corporate social responsibility,
humanistic management

Sustainable development is a complex concept, which should be analysed both in a
micro and macroeconomic scale. The factors of sustainable development are ascribed to three
categories: economy, society, in which a good quality of life for the present and next
generations is a crucial aim; as well as natural environment. In the cited concept development
is regarded integrally in the ecological sense, cultural and economical as development which
means the necessity to keep balance of both natural and technical environments, as well as
spiritual balance of a human®. Taking this opinion into account the article refers to the
problem of sustainable development as a new philosophy of managing business in the XXIst
century.

THE DIRECTION OF INTEGRATING ECONOMY, SOCIETY AND NATURAL
ENVIRONMENT

The necessity to implement sustainable development was first undertaken by the
United Nations Organization in the Report of the World Commission of Environment and
Development in 19872, and then in the works of the World Earth Summit, which took place in
Rio de Janeiro in 1992 in the shape of such documents as i.e.: Agenda 21 and Declaration
concerning environment and development in which the rules of sustainable development were
formed. The assumptions accepting them include: (1) ‘Human beings are in the centre of
sustainable development. They have the right to healthy and creative life in harmony with
nature’; (2) ‘In order to achieve sustainable development and higher quality of peoples’ life,
countries will reduce or eliminate imbalanced trends of consumption and production and will
promote certain demographic policies’.® It should be highlighted that at the Rio de Janeiro
Conference a Card of Sustainable Business was signed; it was prepared by the International

1'S. Koztowski, Przysziosé¢ ekorozwoju, Wydawnictwo Katolickiego Uniwersytetu Lubelskiego, Lublin 2007,
p. 49.

Z It is referred to as Our Common Future ( Report Brundtland)

3 policies of common rules and rights. Deklaracja z Rio de Janeiro w sprawie srodowiska i ochrony. Preambula,
Konferencja Narodow Zjednoczonych ,,Srodowisko i rozwdj” Rio de Janeiro, 3-14 June 1992 .

- 149 -


http://megaslownik.pl/slownik/angielsko_polski/,business+management

Trade Chamber. The Countries which signed it accepted 25 rules of responsible business
including 16 concerning ecological management as guidelines to run business. The next
detailed rules were the rules of Social Responsibility of Business* and the rules of Global
Compact, which concerned: supporting and following human rights accepted by the
international society, elimination of all the cases of breaking human rights by companies,
respecting freedom to associate, elimination of forced labour, rejecting children’s work,
effective prevention of discrimination in the sphere of employment, preventive attitude to
natural environment, undertaking initiatives aiming at promoting ecological responsibility
attitudes, using and spreading environmentally friendly technologies as well as acting against
corruption including extortion and bribery®.

The next declaration, which was made as a result of World Earth Summit in
Johannesburg in 2002, highlighted: the right of people to dignity; it was also pointed out that
sustainable development consist of three pillars: economic development, social development
and environment protection; the rules of common countries’ responsibility for the faith of the
world in the context of inter-generation responsibility. The main aims and conditions of the
sustainable development were considered: rejection of poverty, change of consumption and
production patterns and the protection and management of natural resources in the socio-
economic development processes®.

It is worth signalling that in June 2012 there was the Earth Summit called Rio 20+. Its
main aim was to set new priorities that are consistent with world challenges’ such as
economic, social and ecological including i.e.: the list of Sustainable Development Aims,
which was based on the Millennium Development Aims — these were to be referred to by
certain indicators reached by the year 2030".

In the widest meaning ‘sustainable development’ should be thus understood as a
philosophy of socio-economic development harmonized with respecting the nature. It is a
‘philosophy’ in a casual meaning of this word, and not a specific philosophical system?, as the
scientist acknowledged with this issue point out that sustainable development consists of many
ontological, anropological, axiological and historical beliefs. These in a different way make
issues necessary to understand it more concrete such as: the attitude to the relationship human
and nature, understanding human’s place in the world, the way human beings and human
societies are understood, the border between the inner and intergeneration honesty, and the
necessity of the permanency of development. Thus philosophy of sustainable development
should be differentiated from: philosophy of sustaining the growth (formerly: a casual
paradigm of ‘protection and shaping the environment); philosophy of social sustainability
(formerly: a concept focused on the care for ‘quality of life’) as well as Eco development
philosophy (formerly: the project of systemic change)®. The analysis undertaken by the author
of this article are included in the social sustainability philosophy and the base of its axiology
there are four assumptions connected with: (1) understanding the world of nature, the place of
people in it as well as societies, relationships and interactions with nature; (2) accepted
understanding of a human and social world created by him; (3) acknowledged by people life
values and aims as well as accepted ideals and social visions; (4) understanding and

* p. Bartkowiak, Idea zréwnowazonego rozwoju jako jeden ze sposobéw zarzqdzania przedsiebiorstwem, [in:]
Wspoiczesne zarzgdzanie organizacjq. Elementy koncepcji zréwnowazonego rozwoju, red. P. Bartkowiak, Z.U.P.
,DANGRAF”, Kalisz 2010, p. 69 and subsequent.

> http://www.globalcompact.org.pl/Global-Compact/10-Zasad-GC, dated 1.11.2012 .

® Johanneshurg Declaration of 4 September 2002.

" http://www.uncsd2012.org, dated 15.11.2012.

8 A. Papuzinski, Filozoficzne aspekty zréwnowazonego rozwoju - wprowadzenie, [in:] Problemy Ekorozwoju
2006, vol. 1 No 2, p. 26.

% Z. Hull, Filozofie zréwnowazonego rozwoju, [in:] Zréwnowazony rozwdj. Od utopii do praw czlowieka, red.
A. Papuzinski, Oficyna Wydawnicza Branta, Bydgoszcz 2005, p. 57-63.
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evaluating technology and its role in shaping the relationship of human (society) with nature
10

The main point for reflection upon the sustainable development in this article is
economical values associated with all the elements and forms of economic activity and
running a business which in a long-term perspective favour the continuity and permanency of
the civilization development according to possibilities, i.e.: productivity, efficiency of
ecosystems and biosphere, allowing regeneration of its resources and moreover creating
conditions for self-fulfilment of humans favouring the shift of their life orientations from
‘have’ to “be” or ‘be even more’ in the spiritual aspect’*.

In the context of the above the first thesis can be formed: working environment is
connected both with economy, society as well as nature, is undoubtedly a very important issue
of fulfilling the concept of sustainable development. Using the synergy of three aspects:
economic, social and ecological it shapes and creates the conditions for existence and
functioning of all the contemporary businesses. In the system of strategic aims as directory
aims not only economic, but also social and ecological should be considered. The
measurement of their realization is the base for evaluation of accepting the assumptions off
sustainable development at a level of certain work?. For the entrepreneurs it means necessity
to act in such a way as to be socially responsible and accepting assumption that they have
moral responsibility to the society, a type of a social role to complete. The acceptance of such
philosophy of thinking is visible in i.e.:

e Considering profits as one of the business’s main aims which should include also the
necessity of the business to survive and offer the continuity of employment to its
employees;

e Undertaking long-term strategic and investment decisions; by balancing more the
economic and social priorities;

e Tightening the cooperation between partners ;i.e.; shareholders, employees, managers,
clients, those providing loans, suppliers and the whole society, as the cooperation
enables reaching aims in an optimal way;

e Environment values seen as a condition for all the entrepreneurship activity*.

For the effective and efficient fulfilment of these goals some standards have to be
made precise; standards concerning economic, social and ecological norms, in which business
run their activities, the examples of such norms are given in the table below.

Figure 1. Norms and their goals in the sustainable development of a company

Norm type The major aim Benefits
Economic The growth of efficiency, having security | Balance in the surrounding
f business, security for environment,
receivers Growth of reputation,
The growth of receivers welfare
Social Receivers gladness, The growth of need for products, the

7. Hull, Filozofia zréwnowazonego rozwoju, [in:] Filozoficzne i spoleczne uwarunkowania zréwnowazonego
rozwoju, red. A. Pawlowski, PAN, Lublin 2003, p. 17 and subsequent.

7. Hull, Wprowadzenie do filozofii zréwnowazonego rozwoju, [in:] Zasady ksztaltowania postaw
sprzyjajgcych wdrazaniu zrownowazonego rozwoju, red. W. Tryburski, Wydawnictwo Naukowe Uniwersytetu
Mikotaja Kopernika, Torun 2011, p. 76-78.

12w Janasz, Innowacje w strategii gospodarczej Unii Europejskiej, [in:] Znnowacje w zréwnowazonym rozwoju,
red. W. Janasz, Difin S.A, Warszawa 2011, p. 35 and subsequent.

18 Penc, Humanistyczne wartosci zarzqdzania. W poszukiwaniu sensu dziatan menedzerskich, Difin SA,
Warszawa 2010, p. 29-32.
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competiveness, assurance of final products supplies
brand strength
Ecological Limiting the issue of dirt, following given | Lower ecological fines, the possibility
ecological restrictions, environmentally | of growth in profits, the rise in the
and inhabitants friendly production company’s values and its reputation

Source: P. Bartkowiak, Idea zréwnowazonego rozwoju jako jeden ze sposobéw zarzqdzania przedsigbiorstwem,

[in:] Wspélczesne zarzqdzanie organizacjq. Elementy koncepcji zréwnowazonego rozwoju, red. P. Bartkowiak,
Z.U.P. ,DANGRAF”, Kalisz 2010, p. 72.

It should be highlighted that these are not only standards concerning economy, social
and ecological norms but first of all resources existing in companies that are the factors of
their success and at the same time the whole economy, thus these are often called
competiveness potential. The potential of competiveness involves also some reassessment of
the importance and meaning of the resources that are the components of contemporary work
places. It is spotted that with the socio-economic development there is a relative decrease of
the meaning of so called ‘hard’ resources (assets) for the benefit of the growth of meaning of
so called ‘soft’ resources (competencies, norms, cultural values, relations, systems and
attitudes).

The latter ones are the result of intellectual activities, creative activities, of the creative human
resources (employees) involved in the businesses*.

Referring the cited category of human capital to the assumptions of the analysed
concept it can be noticed that present civilization conditions generate its sectors in relations to
the three pillars of the sustainable development. This capital is often reduced to the productive
factor only™®, which can be seen in such dynamic processes and phenomena that occur in the
social sphere i.e.:

e Proprietary situation and the position on the job market which are major determiners
of the social status,

e Huge segments of population undergo process of proletarianization and pauperization;
there is a change into workforce of no property, on the other pole the capitalistic
powerful groups of owners get richer due to converting and reinvestment of profits
and these make social inequalities more visible,

e The sphere of work is visibly wider and becomes separated from everyday life,

e The dominating in everyday life focus on buying and consumption takes not only
utilitarian function, but also a symbolic one*®.

The perception of a person-worker only through the economic sphere depreciates its

human nature and downgrades it into the function of resources. A human being,

similarly to nature, is not only a resource allowing the growth of economic capital but
is a capital in itself. That is why the process of development, including sustainable
development should not be restricted to economic capital only and materially
understood welfare. Currently the economic capital seems to be more and more
enlarged at the cost of people and nature by making some forms of exploitation real.
On the other hand economic capital eliminates a person from the process of

W, Janasz, Innowacje w strategii gospodarczej Unii Europejskiej, [w:] Innowacje w zréwnowazonym rozwoju,
red. W. Janasz, Warszawa 2011, p. 35 and subsequent..

> F. Piontek, B. Piontek, Kategoria kapitatu w warunkach zréwnowazonego rozwoju i spoleczeristwa wiedzy,
[in] Zréwnowazony rozwéj. Wybrane problemy teoretyczne i implementacja w $wietle dokumentéw Unii
Europejskiej, tom 1. Studia nad zréwnowazonym rozwojem, red. B. Podskrobko, S. Koztowski, Komitet
,.Cztowiek i Srodowisko” przy Prezydium PAN, Bialystok-Warszawa 2005, p. 69.

16 p. Sztompka, Socjologia zmian spolecznych, Wydawnictwo Znak, Krakéw 2005, p. 83 and subsequent.
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manufacturing making him a ‘waste’ in the form of mass unemployment. Such

solutions seem to be far from, and even in opposition to, the idea of integrating the

main pillars of sustainable development: economic, social and environment protection,
as well as implementing the process of their evolution and progress®’.

The strand of this analysis involves the problem of perceiving the place and role of
employees in the contemporary businesses. Degrading people to manufacturing factor, which
offers its work without a possibility of self-realization and the feeling of partnership in action,
in an inevitable way, will generate discontent and intellectual passiveness, depriving the
business is of innovative benefits resulting from the capital owned by employees®.

In the context of the presented reflections it seems right to form next following thesis:
good practices in the scope of sustainable development should remain directed at employees
mainly, as they create the most important resource of an organization, and in consequence of
this statement: it is necessary for the businesses to adapt a new management paradigm.

TOWARDS NEW MANAGEMENT PARADIGM

In reference to the assumptions formed in the first part of this article it has to be
signalled that the answer of workplaces to the challenges resulting from the sustainable
development is among others: CSR concept i.e. Corporate Social Responsibility meaning
social responsibility of business and in the fullest meaning it is the sustainable development.
Social responsibility is a set of obligations of an organizations referring to security and
strengthening of the social context, in which they function. Organizations may also show
social responsibility towards their: shareholders, or stakeholders ( creditors, clients, local
society, , suppliers, employees, interest groups, trade associations, owners and investors,
courts, schools and universities, governments, local governments); natural environment; as
well as general social welfare™.

The main aim of this idea is searching for a synergy between the three areas of
business functioning: economic, social and environmental. It can be referred to as the rule of
‘3P’i.e: ‘People — Planet — Profit’. Social responsibility also means such actions that the
company undertakes which are not required from the point of view of following legal norms
or are indirectly connected with its present operational activity. There is no such formal
obligation to e.g. taking into account needs of local community or care more about the
clients. The concept however with time becomes a certain custom or even a cultural norm.
Organizations which aspire to be socially responsible should try to manage in a complex
way in the following areas: organizational order, human rights, and relationships with
employees, honest market practices, relations with clients, social involvement and
development. Within these the companies use numerous good practices: announce policies
regarding sustainable development, prepare and implement internal ethical codes, take part
in business initiatives, report actions concerning the mentioned fields or undergo audits
i.e.: independent verification and certification in those fields. Businesses focusing on the
sustainable development proactively manage relationships with all crucial social groups
(stakeholders) which are influenced by the run activity and which may influence the
company. It can be stated that the novelty of this management means that it brings order in
many of the subjects of the mentioned areas and imposes a direct company’s responsibility
for complying with high ethical standards. At the same time more and more often an
opinion can be met that it refers not only to companies, though it is firstly addressed to

"' E. Piontek, B. Piontek, Kategoria kapitatu w warunkach..., op. cit., p. 68 and subsequent.

8 M. Morawski, Zarzqdzanie wiedzq w perspektywie personalnej, [in:] Zarzqdzanie wiedzq w przedsiebiorstwie,
red. K. Perechuda, PWN, Warszawa 2005, p. 192.
Y9 R. W. Griffin, Podstawy zarzqdzania organizacjami, PWN, Warszawa 2007 , p. 117 and subsequent.
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them, but also other subjects (social organizations or public administration units), according
to the assumption that all the organizations are partly responsible for the fulfilment of the
sustainable development rule®.

Expressing view concerning the thesis referring to the need to rely on humanistic
values in management it should be pointed out that it is a concept in which meaningful are
mainly: freedom of acting, autonomy and entrepreneurship, development (changes), auto
creation, assertiveness, altruism, mutuality, care for public matters. The most meaningful is
human at work and out of work so it sensibly joins the criteria of economic effectiveness with
the rules of shaping conditions in which individuals in favourable scope may fulfil and
improve their potential possibilities. Humanity of the management values is evinced mainly in
the fact that managers care about their employees; try to accept different suggestions offered
by them; share information so that everyone knows how the organization is functioning, what
IS its situation on the market; guarantee focus in shared fulfilment of the aims and inspire and
motivglte to search for efficient ways of serving the marker and society in which the company
exists.

It results from these assumptions that employees should be treated as a valuable asset
which can be multiplied and that shared employees’ and employers’ interests are important
for the success of a business. Managers should thus leave the traditional management based
on the *3C’ formula i.e.: commend, control, and correction for the benefit of: requirements,
support and binding activities in a form of a feedback. Accepting such direction of
management means introduction of an integrative management style in which the employee
feels more like a partner than a subordinate and in which giving orders is replaced by
leadership understood as a management process in which manager’s (leader’s) personal traits
lead to accepting his leadership by the members of the team; this leadership results from
manager’s competencies and responsibility. In this style of management the supervisor shares
the power and delegates privileges, creates the atmosphere for discussion, presenting and
considering different ideas, encourages invention and encourages co-workers to introduce
improvements and searches for optimal decisions. A certain attention is paid to effective
motivation, promotion and harmonious cooperation. The managers try to make the employees
closer to him and tie their interest with the interests of the company, awards in a fair way,
informs honestly, and their work and life are provided with value and dignity?.

The mentioned ideas concerning both social responsibility of the business and
humanistic management are involved in the new paradigm of management shaped under the
influence of the developing economy model based on knowledge.This paradigm may be
referred to as ‘7F’; its basic assumptions are given in the figure below.

Figure 2. New “7F’ paradigm in business management

FOCUS Owning by the business a concept of business and managing it in
focus of strength and resources |an efficient way; focusing on aim and company’s functions
fulfilment, due to the use of outstanding abilities (competencies);
focusing on the market demand

FIRST Being first in changes and answers to the challenges of the

being first surrounding world; using simultaneous marketing, fast
introduction of innovations and its verification on the market

FAST Fast use of structures, procedures, people and relationships with

2 T. Gasifiski, G. Piskalski, Zréwnowazony biznes. Podrecznik dla malych i Srednich przedsiebiorstw, na
zlecenie Ministerstwa Gospodarki Warszawa 2007.

2L ). Penc, Przedsiebiorstwo w burzliwym otoczeniu. Procesy adaptacji i wspolpracy, part 1, Oficyna
Wydawnicza Os$rodka Postepu Organizacyjnego, Bydgoszcz 2002, p. 7-19.

2], Penc, Kreatywne kierowanie. Organizacja i kierownik jutra. Rozwigzywanie probleméw kadrowych,
Agencja Wydawnicza ,,Placet”, Warszawa 2000, p. 9-14.
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being fast, clever the environment; fast introduction of changes by using all
sources of innovative ideas; learning fast and investing in
education; popularization of the best practices; searching for
possibilities to anticipate the expectations of clients

FLEXIBILITY Flexible thinking and acting, flexible adjustment of company’s
flexibility to adjust aims to the needs of the changing surroundings; organizing
actions focusing on the strong sides, , outsourcing, adhocracy,
creating flexibility as an organizational value

FRIENDLY Creating an organization which serves the environment, socially
Actions friendly for people and | responsible, treating profits as one if the business aims and not its
environment rationale of existence; caring for the environment and help n

soling problems of the local community; introducing internal
negotiations; privileges; people’s attitude, protection of their work
places; raising the quality of their life at work; acknowledging
that workers should benefit from the company’s success
FAIRNESS Honest, just conduct towards employees, business partners,
honesty and nobility in acting stakeholders and competition; building an image of a company
that is respected and can be trusted, with a huge reputation capital
and authentic identity; aiming at beating competitions by the
advantage of the clients’

FEASIBILITY Building programmes and strategies together with employees and
possibility to perform tasks, |such that are possible to complete, establishing mission and
ability to conduct operations vision; working our shared development concepts; ensuring

employees with taking part in taking decisions; creating
permanent partner relationships and stimulating the involvement
in the undertaken activities; crating a system optimizing the
team’s and organization achievements

Source: J. Penc, Humanistyczne wartosci zarzgdzania. W poszukiwaniu sensu dziatar menedzerskich, Difin SA,
Warszawa 2010, p. 86.

The signalled direction of managing contemporary businesses based on the sustainable
development philosophy has no long history or tradition. Only in the last years together with
the appearance of new problems and economic challenges the interest in the theory and
practice of this management type grew in meaning. It did not however, take the place of the
dominating attitude pointing at the need of maximizing profits and wealth of the company.
This obsessive rush for “profits at all cost’ leads to many extremes including: centralization of
the least important financial decisions, and restricting resources for innovations and investing
in people. Some tendencies to change this attitude are however visible in the management
sphere. It is seen in creating ‘strategic partnership’, implementation of ‘human corporation
management’ and ‘development of social capital’. Main aim of an organization is also
redefined. They are: creating global value, value for the owner, people working for an
organization, business partners, clients, country, society and other stakeholders®,

It also seems that the presented paradigm is explained by the socio-economic
development plan of the European union — Strategy ,,Europe 2020’ which includes three
connected priorities:

e intelligent development: development of economy based on knowledge and
innovations;

e sustainable development: promoting economy effective using resources,
environmentally friendly and more competitive;

2 B. Mikuta, A. Pietruszka-Ortyl, A. Potocki (red)., Podstawy zarzqdzania przedsiebiorstwami w gospodarce
opartej na wiedzy, Difin, sp. z.0.0., Warszawa 2007, p. 28.
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development favouring social inclusion: Promoting economy of a high level of
employment, providing social and territorial integrity**.

The development of a new management philosophy of XXIst century businesses

seems to be crucial and necessary, even more that the tendencies connected with the concept
of sustainable development highlight the necessity to implement in the economic activity
apart form economic dimension, also social and environmental factors in order to fulfil the
needs of the present and future generations.
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THE QFD THE TOOL AS THE METHOD OF IMPROVING THE
QUALITY IN SERVICES

Agnieszka Gaschi

Abstract

The article is describing the QFD application of the method (Quality Function Deployment)
for improving the quality in transport services of cargoes about international character.
Identified needs of customers and technical parameters of the service which are building the
success of the company during the completion of the transport service for their prospects
stayed in the discussed example. Purchasing the ability of transferring market requirements is
a purpose of the article, conditions an enterprise must fulfill which on next in stages of
creating the service in order to attain the definite position on the market.

Keywords: Quality Function Deployment, QFD, transport service

1 ADMINISSION

In conditions of the global competition and the individualization of customer needs,
which are becoming more and more refined, a role of the quality services provided grows.
Therefore enterprises must diversify the services offered; trying to fit the appropriate
solutions to the specific needs of the customer, and what's more, expectations should overtake
them.

Methods of quality management, but especially a QFD method (Quality Function
Deployment) called the "house of quality” also has found an important place in practice. The
QFD diagram is used in the design of quality in industrial enterprises and its purpose for a
long time did not work outside the industry. But in connection with implementing more and
more frequent quality management systems in services, they started applying methods, as well
as tools of quality management in such kind of organizations. The QFD method is of help in
problem solving, associated with the lack of the contact between the enterprise and the
customer. The discussed method found in applications mainly used in:

» the preparation, constructing and starting production,
* preparing new services,
« finding new computer systems scope of the equipment and the software.

With one the examples which is very important for service activity in modern society,
is the transport service. Transport enterprises have a fundamental influence in functioning
within the logistic supply chain, since services carried out by them are getting tangled up
between two participants, cooperating in frames within this chain. It is possible and so to state
that the transport processes is carried out by these companies, which to a large extent are
exerting their influence on effective or ineffective actions of individual links within the supply
chain, but also the whole chain. In services of this type it is also possible to use tools of
quality management for the purpose of problem analysis, which can appear during the process
of transportation and of other such forming services, so that quality is higher.

2 NATURE OF THE QFD METHOD

The QFD application used as the method and as a tool to enable the transfer needs and
requirements of customers, into features of services that can benefit enterprises a lot. It is an
example of the comprehensive approach for the best adaptation and functional features of
services, appropriate to the requirements of the customer, so in order to provide the
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appropriate level for their satisfaction. What's more it enables us to compare the service
offered by the enterprise for competitive services. It is the perfect tool that allows you to
create services to meet the customer needs.

The speed of an ever higher level becomes the focal point of the enterprise, and
therefore a key advantage from the application of this method is to reduce the cycle, which
includes the following steps:

* planning,
* production,
* sale.

The essence of the method is the use of QFD house of quality matrix illustrating the
interdependence occurring between customer requirements (in successive rows of the matrix)
and product technical attributes (columns). Numerical indicators located at the intersection of
the row and column show the relationship existing between the requirement (in a row), and
the way the fulfillment of the technical factor (in the column).

The "house of the quality” constitutes the process of the concentration of the
operations of the company on the customer and his needs.

3 OF QFD APPLICATION OF THE METHOD IN THE
TRANSPORT SERVICE

On the example of the transport service of cargoes an analysis of the use of the QFD
method was introduced for the evaluation and the forming to the quality of the transit
company. The QFD diagram called the "house of the quality" was presented in picture 2. He
contains specially defined fields, of which the number depends on character and the relation
of the task and the purpose which is supposed to be achieved. With reference to the transport
service of cargoes characteristics of individual fields look as follows:

- Field 1 - customer requirements,

- Field 2 - importance of requirements according to customers,

- Field 3 - technical parameters of the service,

- Field 4 - relations between requirements of the customer and technical parameters,
- Field 5 - importance of technical parameters,

- Field 6 - relation between technical parameters,

- Field 7 - comparing the own service with competitive services,

- Field 8 - target values of technical parameters,

- Field 9 - rates of the technical difficulty of the workmanship (field of critical features),
- Field 10 - rates of the technical difficulty of the workmanship,

- Field 11 - comparing with the competition technical features.
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Picture 1.: Scheme of the ""house of the quality"

Source: Dembinska - Cyran 1., Gubala Marek, Podstawy zarzqdzania transporte
w przykladach, Biblioteka Logistyka, Poznan 2005.

The method of the expansion of a function of the QFD quality was applied for the
transport service of cargoes about international character. They carried out an analysis
according to the below expressed plan of proceedings.

The plan of proceedings looks as follows:
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1) one of services offered by the examined enterprise was chosen - transport service of
cargoes about international character,

2) for this service of six attributes a customer was written out a list,

3) based on the interview with prospects importance's of individual attributes were
determined according to their requirements,

4) seven technical attributes of the service were determined,

5) occurring relations between technical attributes were examined and has for this base a
roof of the house of the quality was built,

6) "rooms" were filled up of house of the quality,

7) two competitors of the studied name were described,

8) after an interview with the staff of each company compared the technical attributes of
the service offered by the company being audited and competitive services. (Five-point
scale used),

9) meaning of technical attributes was calculated (relative and ruthless expressed in the
per cent),

10) critical features of services offered were determined,

11) rates of the difficulty of making in the course of achieving target technical parameters
were set. (a scale was applied from 1 - 5). The maximum value proved the indicator

about problems which can appear in the process of the service delivery,

12) technical attributes of the studied name were compared with her competition.

With reference to the analyzed transport service of the studied name in the
international cartage a "house of the quality” was drawn up which was introduced on
picture 2. Characteristics of individual fields are following:

Field 1. Identification of requirements of customers.

Includes two groups of parameters associated with the process of running a transport
service. For cargo transport service customer requirements are (picture 2):

- speed of the transport,

- promptness of the delivery,

- safety of transported charge,

- customer service,

- complexity of the transport,

- the date and the payment method.

Field 2. Determining the importance of requirements according to customers.
For determining the importance of requirements a spot scale was accepted from 1 to 5,
where 1 - much small, 5 - much big.

Field 3. Appointing parameters for the contractor.

This includes parameters relating to the implementation of cargo in road transport in terms
of service and must be selected to meet the requirements of the customer.Technical
parameters can have character minimanty (| or -), maksymanty (1 or +) or nominanty (*).

The parameters included technical services:
- speed of the transport,

- punctuality,

- availability of means of transporting,

- safety,

- training,

- means of transporting specialize,
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- acceptable dead time payment.

Field 4. Determining the relation between requirements of the customer and
parameters of the contractor.

Based on experience, analyses of the customer complaint and the like, correlations were
established between parameters of the contractor and requirements fixed by customers. Levels
of the relation were marked in the way stipulated in the contract assuming the numerical
following values:

- strong relation m -9

- average relation A-3

- weak relation e - 1

In the event that between technical parameters and requirements of the customer

no relation is occurring, this right field of the motherland remained blank. In this way
rooms filled up of the "house of the quality" stayed.

Field 5. Evaluation of the importance of parameters of the contractor.
The importance of the given parameter was expressed as the sum of products of rates of
the importance of another requirements and rates of their relation with the given parameter.
The importance of parameters stayed is calculating according to the following pattern:
where:
Tj - rate of the importance of the technical parameter "j",
Wi - rate of the importance of the requirement "and",
Zij - rate of the relation between the requirement "and" and with technical parameter "j".
Meaning of the individual technical parameter was calculated substituting data put in
picture 2 to the pattern.
The numerical following values were assigned to individual symbols:
Individual parameters got the following importance’s:
- technical parameter "speed of the transport™- T speed of the transport =5 X 9 +5x9+4 x 1 =91
- technical parameter "punctuality” - T punctuatity = 90
- technical parameter "availability of means of transporting™ - T availability of means of transporting = 72
- technical parameter "safety" - T safety = 86
- technical parameter of the "training" - T of the training = 44
- technical parameter "means of transporting specialize" - T means of transporting specialize = 98
- technical parameter "acceptable dead time payment" - T acceptable dead time payment = 58

Field 6. Identifying the relation between parameters of the contractor.
Parameters for the contractor are interacting to themselves strongly what is affecting for
fulfilling requirements and appointed expectations by the customer. Influences can be positive

what was marked "+", or negative what was marked "-".

Field 7. Comparing the own service with competitive services so-called profile of the
image.

The potential buyer of the service is comparing her with supplied services by competing
companies. They applied five point scale, where 1 - poor fulfilling requirements of customers,
5 - good fulfilling requirements of customers. Based on the interview with employees of
individual companies a service of the carriage of cargo was compared in the road transport,
with the same supplied service of the name studied by the main competition, i.e. competitor 1
and competitor 2. In all companies supplied services are on the highest level. However they
stated that the supplied service through the studied name in terms of attributes of the customer
was best what presented results are attesting to.
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Field 8. Setting the target amounts of parameters for the contractor.

Measuring individuals of the parameter and numerical quantities which parameters should
reach were put in this field in the course of the process of the service and the production of the
service so that the planned quality was carried out on the level satisfying the customer at
establishing, assumed values must be real for the achievement.

Field 9. Establishing critical features.

Important parameters of the service which on account of their being biggest problems are
creating were shown their technical realization. One should pay special attention to these
features in the course of every production process and in the entire period of the life cycle
service on the market.

Field 10. Rates of the technical difficulty of the workmanship.

A degree of difficulty was determined technical and organizational referring for achieving
target technical parameters. The evaluation was conducted in the scale from 1 - 5. The
maximum value of the indicator proved the service delivery about problems which can appear
in the process.

Field 11. Comparing with the competition features of critical/characteristics.

Individual parameters of the service, with the same parameters of the service of the main
competition examined were compared companies belonging to the same market segment.
Data came from examinations of competitive services with regard to the own product. In this
field target values of parameters and requiring customers were taken into account. They
applied five points scale, where: 1 - bad condition; 5 - sound condition.

Using the "house of the quality” for improving the service of the transport of charges in
the road transport by the studied name is presenting picture 2.
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Picture 3.: of using the ""house of the quality"* to improving services of the carriage of cargo

Source: Opracowanie wlasne na podstanie Dembinska - Cyran 1., Gubata Marek, Podstawy
zarzgdzania transportem w przykiadach, Biblioteka Logistyka, Poznan 2005;
Opracowanie na podstawie wywiadu z pracownikami poszczegdlnych firm

4 CONCLUSIONS

Based on conducted examinations the following conclusions were expressed.

Too most important these technical features which in the face of specific requirements
of customers, on account of their being biggest problems of their technical realization are
creating were accepted. They ranked among them: specialist means of transporting, next
speed of the transport, however third it is a punctuality.

The cartage service was judged from a point of view of requirements of customers.
The Libra of expectations of customers was established based on questions about their needs.
Findings of conducted examinations show that customers will be in particular interested in the
correctness and the promptness of supplies and charge transported by the safety. Smallest a
customer service, as well as a date and a payment method are relevant for them.

Achieved results indicated the scope concerning the completion of transport services
in the road transport:

- The maximum speed of the carriage of cargo is imposed by applicable regulations

upon

- About the road transport and a km/h amounts to 80;

- Technical parameters as: the speed of the transport, the punctuality, the availability

of means of transporting and the safety are developing on the similar level in the

studied name and the competition;

- Is anticipated rise in trainings in each of examined enterprises, however the studied

name is planning the rise in the amount of trainings by the 5% in the comparison to the

competition. Examining.

- Parameter the competition canceled specialist means of transporting of granting the

amount had means of transporting, however the examined company is holding about

nine of such means of transport.
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Achieved results from the conducted interview with the key prospects show that
customers when choosing the company offering transport services of cargoes about
international character are guided mainly by a correctness of supplies, a promptness and a
safety of transported charge. However to least important a customer service, a complexity of
the transport, as well as a date are being ranked and the payment method.

The studied name compared with the competition is presenting the highest level in the
correctness as well as add promptness’s. For her in the attributes important for the customer
competing company 1 turned out to be the greatest competition. Differences of results from
conducted interviews are minimal. Both the studied name and competitor 1 are having a good
reputation very much. Competing company 2 received poor results, however one should not
disregard the competitive potential for her.

The QFD application of the method is contributing to increase the competitive
potential of the organization. it is possible better to plan the costs associated with the quality
of service and constantly to correct her. Moreover it is analysis method, as well as of
documenting requirements of customers. Therefore the performed service in case of the wide
circle of recipients should not encounter the rejection. Knowing requirements of customers
can become the subject of the research, what it will be easier to plan improving services
offered in the future by. a "House of the quality” is above all lower costs of a project. Any
mistakes and unnecessary functionalities are being detected at the stage of the design, rather
than in the moment of the close-down above the service/ with product or after the
commercialization.
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THE CONDITIONS OF EFFECTIVE PROJECT TEAM MANAGEMENT

Marzena Podgorska

Abstract

The article discusses effective project team management and pays particular attention to the
fact that project team management differs in practice from management of teams that realise
repeated tasks. The article presents what a project team and team management are. The role of
a project manager in the process of project management has been presented and the factors
that influence effective project team management have been determined. Furthermore, the
problem of leadership has been analysed and it has been observed that a project manager is an
indispensable condition of effective project team management.

Key words: project management, project manager, leadership

INTRODUCTION

Contemporary, dynamic surrounding, progressive globalisation and the necessity of
being competitive on the market result in the situation that organisations are forced to
transform constantly and, consequently, introduce changes. These changes are frequently
introduced in the form of projects, i.e. temporary enterprises whose aim is manufacturing a
unique product, providing a unique service or achieving a unique result. It may be even stated
that the contemporary projects are indispensable conditions of functioning of every
organisation. Unfortunately, a lot of them fail. The failure of a project is connected with
inability to realise a project on time or within the budget and, consequently, non-attainment of
targets of a project and the lack of satisfaction of its recipient. The considerable role in this
matter is played by a project manager and his project team management skills, as the
researches on the critical factors of the success of a project have showed.

A team is a group of people co-operating with each other in order to realise the
particular objective. The joint work is possible only when individual efforts of particular
persons are coordinated. The person responsible for coordination of efforts of particular
members of a project is a project manager. J.R. Katzenbachem and K.D.Smithem have
claimed that a real team is a group of people who:

e have complementary skills,

e share the same attitude towards work,

o are really engaged into the activities leading to the achievement of determined goals,
e have the sense of collective responsibility for the result of their work.

Project teams, just like projects themselves, may occur in various forms and sizes.
Some of them are small, the other are big. Some of them encounter extraordinarily complex
problems, the other perform routine tasks. Some of them are very dynamic and their members
undergo constant changes while the other are static and do not undergo any changes
throughout the whole course of a project. Moreover, the number and type of team members
may frequently change during the course of a project.

Management is in turn, as formulated by M.P. Follett, the art of accomplishing
something by means of other people. B. Kozusznik emphasizes that management as the art is
an ability to motivate other people, but when it is treated only as a craft, it is just giving orders
and it is merely the collection of repeated activities performed on a daily basis. Project team
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management differs in many dimensions from management of teams that perform repeated

tasks in a company. It is related to the fact that the structure of a project team is impermanent

- the end of a project is tantamount to the dissolution of a project team. Furthermore, the

realisation of projects is more demanding for team members than the realisation of repeated

tasks. These requirements include meeting the deadline of a project, remaining within the

budget and fulfilling its demands. These factors result in the fact that:

e the special approach is expected from a project managers as far as building and
maintaining relations between team members are concerned,

e the requirements set for project managers are higher than in case of realisation of repeated
tasks.

Considering the above-mentioned facts, it has been acknowledged that the proper
approach of a project manager is particularly significant in effective project team management
and, as a consequence, for the achievement of the goals of a project. Thus, the aim of the
article was presentation of the role of a project manager in the process of project management
and examination of factors that influence effective project team management.

1 THE ROLE OF PROJECT MANAGER IN PROJECT
MAMANGEMENT

A project manager leads a project team. He plays an essential role both at the stage of
preparation and realisation. His duty is to perform a task, together with a team, within the
budget, on time and according to the requirements, i.e. to achieve the goal of a project.
A project manager is responsible for the result of a project.

Depending on the organisational structure, a project manager may be subordinate to
either a function leader or a portfolio or projects programme manager - as one of many project
managers. In case of the second variant, a portfolio or projects programme manager is
responsible for final projects realised in the organisation. A project manager may be recruited
both from inside the company or from its surrounding. Both solutions have it advantages and
disadvantages. Managers recruited among the workers of the company know the organisation,
policy, procedures and key persons. Moreover, their quality of work is well known and
verified and customers prefer a dependable level of cooperation with an organisation that is
currently employing a project manager. On the other hand, a manager recruited from the
surrounding will probably have less informal connections with line employees and,
consequently, will be unbiased.

For effective project management, a project manager should have a range of skills and
knowledge surpassing the merits of the issue that a project is related to. The interdisciplinary
knowledge that a project manager should have and an ability to use it in practice set new and
unknown requirements for a project manager.

Project Management Institute (PMI), in its publication Project Management Body of
Knowledge - PMBOK, frequently called “the bible of project management”, distinguished
nine areas of knowledge that a person on a position of a project manager should have. These
areas include:

e project integration management,

e project scope management,

e project time management,

e project costs management,

e project quality management,

e project human resources management,
e project communication management,

- 167 -



e project risk management,
e project procurement management.

The definition of competences of a project manager presented by PMI is very similar
to the definitions presented by other international organisations that set worldwide standards
in project management. Therefore, it may be assumed that they are necessary competences
that every project manager should have.

The role of a project manager may be also presented in relation to the stages of the
process of project management, i.e.:

1. Project activation.
2. Project preparation.
3. Project realisation.
4. Project completion.

In the frame of the first stage, which is project preparation, the role of a manager is
creating a project team. While building a team and then while managing a team, one should
take into consideration the rule of utility maximisation of a team for the sake of a project.
Moreover, one has to remember that a project team serves a particular production purpose
and, in addition, when it is a good and well-tuned team, it becomes a supporting structure of a
project, which can solve problems and support its members.

In the next stage — project preparation, a project manager is obliged to organise
teamwork and then to coordinate it and integrate particular responsibilities of project team
members.

In the frame of the third stage, the role of a project manager involves realisation of
tasks as well as monitoring and controlling the realisation of a project.

Preparing a final report and settlement of costs of a project are a projects manager’s
responsibilities that occur at the last stage of a project, i.e. project completion.

The specific character of project management forces a project manager to realise the

following tasks:

e taking care of employees’ development,

e mediating between managers and employees,
e passing acquired experiences.

The first of project manager’s tasks, i.e. taking care of employees’ development, is
related to the fact that team members are frequently not prepared to realise a project and they
do not have proper training in management and thus, it is important for a manager to pass on
them, in a formal or informal manner, the experience, knowledge and direct them to proper
trainings and courses that will improve their skills.

The second important issue is mediating between managers and employees. In this
case, it is important that a manager could adapt to the role of a team member who represents
the best interest of the whole team and presents its needs and expectations as well as to the
role of a person who represents the best interests of company’s management.

The responsibility of passing acquired experience on a team by a project manager is
associated with passing the knowledge related to project management in practice on other
team members, other project managers and company’s management. The knowledge that a
project manager has to pass is related to his long-term experience in project realisation, both
on the position of a project manager and a team member.
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2 CONDITIONS OF EFFECTIVE PROJECT TEAM MANAGEMENT

A project manager, like other managers, in order to manage a project team
effectively has to realise the basic management functions that include:

¢ planning, i.e. defining the overall target and sub-targets of a project by a project team as
well as determining measures necessary for their realisation,

e organising, i.e. creating a team structure, which will enable effective cooperation of its
members and consequently which will enable the realisation of tasks resulting from a
project objectives,

e motivating, i.e. creating a coherent system of encouragements generating desired activities
of team members,

e controlling, i.e. creating a coherent system checking if the actual activities of team
members comply with the planned activities.

While realising the above-mentioned functions, a project manager has to remember,

which was mentioned in the introduction to this paper, that project team management is a
bigger challenge than managing traditional organisations since projects are connected with
more relaxed form of working, which is accompanied by more frequently occurring changes
than in classic organisations. Moreover, projects are also connected with limited possibility of
identification of project team members with particular project team. It results from the fact
that the status of a project team member is temporary and in the beginning, cooperating
members do not know each other. In addition, members work only on the determined
fragment of the whole project, not on the whole project and then they move forward to the
next project and to the new team.

B. Kozusznik and M. Adamiec pay attention to six basic personality traits that
guarantee effective activities of managers in various circumstances and types of organisations.
They include assertiveness, motivation, creativity, criticism, extraversion and the lack of
various pathologies. However, they point out that the key issue is an ability to apply these
traits in actions. Moreover, they highlight that the following traits are very important for
effective management activities:

o flexibility, openness of a manager, i.e. an ability to adjust to people,

e paying attention to the context, i.e. taking into consideration circumstances, global and
systemic thinking,

e moderateness, i.e. choosing a golden mean.

A. Kubicka points out that effective team management, i.e. guiding its members in
such way that it enables a team to realise predetermined goals is linked to the necessity of
possessing the following social skills:
¢ influencing team members together with an ability of effective persuasion,

e active listening, i.e. eliminating prejudices and barriers,
e pacification of conflicts,
e an ability to inspire and encourage,
initiating and introducing changes,
an ability to cooperate,
creating bonds.
P. Drucker also pays attention to effectiveness of managers’ activities. He thinks that
effective actions are conditioned by formation of the following mental habits:
1. Awareness of the amount of time that passes on certain activities, i.e. working on
management over this part of time that may be controlled.
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2. Focusing on external world of organisation, i.e. concentrating one’s efforts not on work
itself, but on outcomes.

3. Knowledge of success bases, i.e. using one’s advantages and advantages of co-workers,
subordinates and superiors in a proper situation.

4. Focusing on several main areas, i.e. doing the most important things first and not doing
those less significant at all.

5. Making effective decisions, i.e. awareness of the fact that effective decisions are the result
of choice between various opinions, and not agreeing with the facts.

Piotr Wachowiak points out the following factors determining effectiveness of project
team management:
e having actual power over a team by a project manager. This power may result from
various sources, however, the most important are:
— formal hierarchy of an organisation,
— qualifications,
— authority,
— possessing information,
— control over resources,
— feelings,
e having proper skills by a project manager. These skills may be grouped into five most
important categories:
— technical skills,
— interpersonal skills,
— conceptual skills,
— diagnostic and analytical skills,
political skills,
e aproject manager’s willingness to act.
Moreover, it is highlighted that among many features the following personality traits
deserve particular attention:
e assertiveness, which should not validate other people’s rights or cause barriers in
communication with other team members or management,
e creativity, i.e. considerable openness of mind and creative behaviours
e initiative, i.e. taking up new activities under the influence of individual impulses or ideas,
o readiness to take up risks,
¢ an ability to handle stressful situations and an ability to ease tensions in a project team.

As it results from the above-mentioned solutions, there are many variables influencing
effective team management. It is worth emphasizing that every author has a little bit different
approach towards this issue and accentuates different components influencing effectiveness of
a team. Obviously, there are some common variables mentioned by many authors,
nevertheless, researches aiming at defining and unifying the collection of variables
influencing team management and particularly a project team management would be very
interesting.

3 PROJECT MANAGER AS A LEADER

In recent years there is bigger and bigger demand for leaders in economic
organisations. It is mainly related to the fact that in a contemporary economy it is not enough
to be a good manager, it is necessary to be a good leader. This situation occurs also in case of
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project managers. In the studies devoted to project managers the role of a leader in effective
team management is nearly always highlighted, that is why it would be improper to omit this
issue.

R.M. Stogdill, while reviewing the literature concerning management, noticed that
there is high variety of definitions of this term among authors. He claims that there are as
many definitions of leadership as authors trying to define it. R.W. Griffin identifies leadership
both with a process and with a certain property. Leadership in terms of its properties
determines a set of features that are identified with an individual perceived as a leader. In
terms of a process, in turn, leadership is using influence, without applying violent methods,
aiming at forming the objectives of a group or organisation, motivating behaviours oriented at
achievement of these objectives and supporting the group or the organisation.

P. Dzikowski points out that the notion of leadership constantly evaluates. The context
of leadership also changes. It requires from leaders acquiring necessary leadership
competences in order to lead more effectively in a new economic situation, solve occurring
problems and achieve determined goals.

K. Piotrkowski defines leadership as the main function of a leader, which consists in
cooperation with others and by others in order to achieve determined goals of an organisation
and in case of project management — in order to achieve goals of a project.

Leadership in the context of project management has great significance, since
successful projects require strong leadership skills of a project manager at all stages of project
realisation. Communication of visions and inspiring a team to achieve the best results are
particularly important.

Researches conducted by A. Musiot-Urbanczyk on the group of 95 project managers
from the southern Poland and members of SPMP confirm the importance of leadership in
project management. These results showed that leadership is defined as the third key
competence of a project manager that influences effectiveness of a project manager’s
activities to a great extent.

In their researches, V. Dulewicz and M. Higgs, in turn, identified 15 competences that
have influence on effectiveness of leadership qualities of project managers. The author
divided these competences into three groups: managerial qualities, intellectual qualities and
emotional qualities, which is presented in Table 1.

Table 1 Fifteen leadership competencies

Group Competency
Managing resources

Engaging communication

Managerial (MQ) Empowering

Developing

Achieving

Critical analysis and judgement
Intellectual (1Q) Vision and imagination

Strategic perspective
Self-awareness
Emotional resilience
Intuitiveness
Emotional (EQ) Sensitivity

Influence
Motivation

Conscientiousness
Source: Advances in Project Management Project Oriented Leadership, p. 19
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On the basis of these researches Turner and Muller in w 2006 and 2007 examined the
connection between leadership qualities of a project manager and the success of a project.
These researches showed that the success of every project, regardless of its type and
performance, is influenced by leadership qualities of a project manager, such as: motivation
(emotional competence) and resources management (managerial competence). In addition,
they proved that the success of every ninth project is determined by these competences.
However, they highlight that a project is a unique enterprise and therefore, it requires more
specific analyses. However, for the sake of that article these aspects were not discussed.

The role of motivation in terms of achievement of project success is also emphasized
by J. McManus's work, which highlights that motivation is a key factor in conquering
people’s minds and hearts. However, as he points out, its significance in achieving success is
very often not accentuated.

CONCLUSION

Above-discussed reflections lead to formulate the following conclusions:

= Project team management differs in many dimensions from management of teams that
realise repeated tasks, which is connected with higher demands set for a project
manager than for a typical manager.

» The subsequent stages of the process of project management are: creating a project
team, organising its work, coordination and integration of individual work of
particular team members, realisation of tasks and monitoring and controlling project
realisation and, at a final stage, preparing a final report and settling costs of a project.

= A project manager, in order to manage a team effectively, has to properly realise basic
managerial functions. He also has to be familiar with the specific character of project
management and differences that occur between management of permanent structures
and management of teams created only temporarily.

= Factors that condition effectiveness of project team management are as follows:
having actual power over a team by a project manager, having proper skills and a
project manager’s willingness to act.

= In the context of team management, it is advantageous when a project manager has the
following personality traits: assertiveness, creativity, initiative, readiness to take up
risks, an ability to cope with stressful situations and an ability ease tensions in a
project team. Moreover, the following traits are also mentioned: motivation, criticism,
extroversion and the lack of various pathologies. However, it is more important to be
able to apply these features in practice than to have them all.

= Effectiveness of project team management is conditioned by many variables. The
compilation pays attention to selected opinions of some authors. Researches showed
that there is a great variety of variables influencing effectiveness of a team. Therefore,
researches that would systematise this knowledge and define a collection of variables
conditioning effective team management would be very interesting.

= Strong leadership competences of a project manager are a very significant factor of
effectiveness of team management and success of a project.

= Among 15 leadership competences that an effective project manager should have, the
most significant for the success of a project are motivation and resources management,
which was proven by Turner and Miiller’s researches.
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POJEM VYKONNOST PODNIKU
THE BUSINESS PERFORMANCE

Lenka Mikacova

Abstrakt

Pojem vykonnost je vymedzeny ako schopnost’ podniku ¢o najlepSie zhodnotit' vlozené
zdroje do jeho podnikatel'skych aktivit. Snahou kazdého podniku je dosahovat’ ¢o najvacsiu
vykonnost. Vykonnost' obsahom zahfna vSetky oblasti podnikovych cinnosti, ktoré je
potrebné zlucit’ tak, aby sa prejavil synergicky efekt a podnik dosiahol ¢o najlepSie miesto
na trhu a mohol dlhodobo prosperovat. Prispevok je vypracovany na teoretickej urovni
a obsahuje charakteristiku vykonnosti podniku, popisuje uZzivatelov vysledkov merania
vykonnosti a hodnotenie vykonnosti podniku.

KPucové slova: vykonnost podniku, uZivatelia vysledkov merania vykonnosti, hodnotenie
vykonnosti

Abstract

The concept of performance is defined as the ability of company best placed to assess the
resources in its business. The aim of every company is to achieve the highest possible
performance. The content of the business performance covers all areas of business activities
that need to be merged, so that reflects a synergistic effect and the company achieves the best
possible place in the market and can long prosper. The contribution is elaborated on
a theoretical level and contains the characteristics of the business performance, describes the
users of the performance measurement and the evaluation of business performance.

Key words: business performance, users of the performance measurement, the evaluation of
business performance

1 CHARAKTERISTIKA VYKONNOSTI

Vykonnost” podniku v sticasnej dobe patri k relativne €asto pouzivanym pojmom a to nie
len odbornou, ale i laickou verejnost'ou. Jeho obsah vsak nie je presne vymedzeny. Vyuzitie
pojmu vykonnost’ sa moze liSit'" sposobom pochopenia alebo spoésobom vyjadrenia, resp.
kvantifikdcie. Aby boli podniky schopné vyjadrit' svoju vykonnost, potrebuju k tomu
dynamické ahodnoverné ukazovatele. To znamend objavenie, sledovanie a vyuZivanie
klucovych strategickych a konkurenénych faktorov budiceho vyvoja podniku.

Vykonnost'ou podniku sa rozumie schopnost’ zhodnocovat’ vlozeny kapital. Predpokladom
dosahovania pozadovanej tirovne a rastu vykonnosti podniku je zabezpecenie rastu vysledkov
ekonomickej ¢innosti podniku, t. j. vykonov, pri dosahovani zésad efektivnosti vynakladania
podnikovych zdrojov a ¢asu. Schopnost’ opakovane podéavat’ uréity vykon v podnikatel'skej
¢innosti na pomerne stabilnej trovni. Vykony podniku predstavuji vystup transformacného
procesu ako procesu premeny vstupov na vystupy, pri ktorom je nevyhnutné zabezpecit, aby
hodnota vystupu bola vyssia ako hodnota vstupu. KI'i¢om k vyssej hodnote vystupu je predaj
vytvorenych vykonov zakaznikom spifiajiicich poziadavky trhu.
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Vykonnost” podniku suvisi s tvorbou hodnoty, pretoze predstavuje jej meradlo. Riadenie
hodnoty predstavuje systém, stratégiu, proces, analyticki techniku, ndastroj merania
vykonnosti podniku a kultaru celého podniku. Vykonnost podniku ovplyviuju vSetky oblasti
podnikovych &innosti, ktoré je potrebné vzajomne zostladit’. (Duriova, 2006)

Z hladiska casu sa vykonnost’ podniku rozliSuje na kratkodobt a dlhodobi. Manazment
podniku uprednostituje kratkodobu vykonnost, vzhladom na ekonomické prostredie, kde
hlavnou ulohou je snaha o prezitie aeliminaciu rizik. Vlastnici podniku, zamestnanci
a ostatné subjekty okolia podniku uprednostiiujii naopak dlhodobt vykonnost, ¢ize schopnost’
zhodnotenia vlozenych zdrojov do budtcnosti. Ulohou manazmentu je najst rovnovahu medzi
pozitivnymi kratkodobymi vysledkami a dlhodobou stabilitou podniku. (Duriova, 2006)

Na vykonnost’ podniku sa da pozerat' zrozliénych uhlov pohladu. V tej najobecnejsej
podobe vychadza zo samotnej podstaty existencie podniku, jeho Uspesnosti a schopnosti
prezitia v buducnosti. Existencia podniku je spojend s pojmom transformacia.

Transformdcia je proces premeny vstupov na vystupy takym sposobom, aby hodnota
vystupu bola vysSia nez hodnota vstupu. KI'icom k tejto vysSej hodnote vystupu je predaj
vytvorenych vykonov zékaznikom. To znamena, vytvorit' také vykony, ktoré budu spinat’
poziadavky trhu. Cielom podniku je dosiahnut’ pri premene vstupov na vystupy co najvyssi
zisk, t. j. maximalizovat’ zisk. Preto musi prebiehat’ transformacény proces efektivne.

Podnik méze dosiahnut’ efektivnost’ viacerymi spdsobmi:

»  maximalizaciou vystupov — to znamena, s ur¢itymi vstupmi chce dosiahnut’
maximalne vystupy,

»  minimalizdciu vstupov — to znamena, Ze ur¢ené vystupy chce zabezpecit
s minimalnymi vstupmi,

»  optimalizaciu vstupov a vystupov — to znamena dosiahnuty vystup ma byt’
primerany vloZzenym vstupom.

VSTUPY TRANSFORMACNY VYSTUPY

PROCES

Obrazok ¢. 1: Transformaény proces
Zdroj: Fibirova, J. — Soljakova, L.: Hodnotové nastroje fizeni a méfeni vykonnosti podniku, Praha,
ASPI 2005, s. 12

Vstupy a vystupy podnikatel'ského procesu je mozné merat’ v naturdlnom alebo penaznom
(hodnotovom) vyjadreni. Peflazné vyjadrenie vstupov a vystupov vratane celého procesu ich
transformacie je predmetom uUCtovnictva. Zakladnou tlohou informacii ziskanych
z uctovnictva je, nielen zobrazenie podnikatel'ského procesu v Case prijmu a vydaja penazi,
ale zobrazenie celého kolobehu reprodukcie penazi v priebehu ich procesu reprodukcie.
Predmetom uctovnictva je zobrazenie vySky a zmien aktiv, vlastného kapitdlu a zédvizkov,
vynosov a nakladov, zisku, prijmov a vydavkov.
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Informacie z uctovnictva umoznia komplexne prepojit meranie tzv. finan¢nej pozicie,
vykonnosti a zmeny vo financnej pozicii. Pomocou tychto informacii je mozno hodnotit
schopnost’ podniku vytvarat’ peniaze, ¢asové rozlozenie tejto schopnosti, a tak i postudit’ mieru
rizik do budtcnosti.

Informécie o majetkovom a finan¢nom stave st uvedené v stivahe. Vo vysledovke su
zahrnuté informdcie o vykonnosti. Informécie o zmendch vo finan¢nej situdcii v ¢leneni
na prevadzkovu, finanénu a investi¢ni Cinnost su predmetom penazného toku, ktory sa
zostavuje ako vykaz priamou alebo nepriamou metddou.

Finan¢na pozicia podniku je ovplyvnena vyskou a Struktirou aktiv, ktoré podnik vyuziva
pri svojej ¢innosti a Struktarou kapitalu, ktory je ziskany od vlastnikov na financovanie tychto
aktiv. Finan¢na pozicia ovplyvnuje likviditu a solventnost’ podniku.

Informacie o vykonnosti podniku, t. j. o jeho schopnosti zhodnotit' spotrebované zdroje
v danom obdobi a vytvarat’ vlastnou ¢innost'ou zisk, st potrebné pre posudenie jeho procesu
tvorby vykonu a potencialneho rozvoja podniku.

Na zhodnotenie schopnosti podniku vytvarat peniaze a penazné ekvivalenty a zaroven
vyjadrenie potreby podniku pri vyuziti tychto penaznych prostriedkov sluzia informadcie
o vyvoji penaznych tokov (cash flow). Tieto informacie prepajaji vhodnym clenenim
informdcie zo suvahy a vykazu ziskov a strat.

Meranie financ¢nej pozicie, vykonnosti a zmeny vo finan¢nej pozicii spolu navzajom suvisia.

Suvaha
AKTIVA PASIVA
Vlastny kapital

Dlhodobé¢ aktiva

Zakladny kapital
Kapitalové fondy > | Vysledovka

Vysledok
hospodarenia

Kratkodobé aktiva

Vykaz Zasoby
o peniaznych <:| Pohlad4vky Cudzi kapital
tokoch Peniazné
(cash flow) prostriedky,
penazné
ekvivalenty

Obrazok ¢. 2: Previazanost’ sivahy, vysledovky a vykazu peiiaznych tokov
Zdroj: Fibirova, J. — Soljakova, L.: Hodnotové nastroje fizeni a méfeni vykonnosti podniku, Praha,
ASPI 2005, s. 16
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2 UZIVATELIA VYSLEDKOV MERANIA VYKONNOSTI PODNIKU

Ekonomické vysledky podniku st predmetom zéujmu vlastnikov kapitalu, manazérov, ale
aj zamestnancov, obchodnych partnerov, Staitnych organov. Pre dlhodoby rozvoj podniku je
potrebné splnit’ nielen ocCakévania vlastnikov, ktori chcu aby ich vlozeny kapital bol
dostato¢ne zhodnoteny, ale aj ocakdvania zamestnancov, ktorych zaujima vyska miezd,
kvalita socialneho zabezpecenia, kvalita pracovnych podmienok, moznost’ odborného rastu,
spolurozhodovanie atd’., obchodnych partnerov a okolia podniku.

Z hladiska vztahov tychto subjektov k podniku sa delia na externych a internych
uzivatelov a $tat, ktory ma samostatné miesto medzi externymi uzivatelmi. V relativne
Sirokej Skale externych uzivatelov zaujima vlastnik kapitalu vysadné postavenie, pretoze je
najviac zainteresovany na dosiahnutych vysledkoch ¢innosti podniku, nesie zodpovednost’ za
jeho existenciu. Pre externych uzivatelov poskytuje informacie na zobrazenie
podnikatel'ského procesu financné ucCtovnictvo. Manazérske ucCtovnictvo pre internych
uzivatel'ov a danové uctovnictvo pre danovi evidenciu v sulade s poziadavkami danovych
zékonov.

V podnikoch, kde je vlastnicka funkcia oddelend od riadiacej, sa vlastnik stdva jednym
z externych uzivatel'ov uctovnych informadcii. Riadiaci pracovnici su internymi uzivatelmi
tychto informacii.

Rozdielny pristup externych ainternych wuzivatelov k G¢tovnym informacidm, ich
rozmanity systém kritérii hodnotenia a odliSnost’ v Casovej orientacii ich merania vedu
k rozdielnostiam uctovnych informacii finanéného a manazérskeho uctovnictva.

Charakteristickou vlastnostou informacii finanéného Uc¢tovnictva je preferencia stability
vyvoja podniku v ¢ase. Pri vedeni financného uctovnictva a zostavovani uctovnych vykazov
sa dodrziavaju urcité pravidla, ktoré zabezpecia externym uzivatel'om spol'ahlivi vypovedaciu
schopnost’ t¢tovnych informacii a ich porovnatelnost’ v ¢ase.

Financ¢né arady Externi uzivatelia Interni uzivatelia
(zaklad dane (financna stabilita (hodnotové riadenie)
z prijmu) a vykonnost’)

Odlisné poziadavky na:
- pojem (vymedzenie)
- ocenenie
- Struktiru
aktiv, vlastného kapitalu, zaviazkov,
nakladov, vynosov, zisku, prijmov
a vydavkov

Darnové uctovnictvo Finan¢éné Manazérske
(evidencia) uctovnictvo uctovnictvo

Obrazok €. 3: Subsystémy uctovnych informacii a ich uzivatelia
Zdroj: Fibirova, J. — Soljakova, L.: Hodnotové nastroje Fizeni a méreni vykonnosti podniku, Praha,
ASPI 2005, s. 19
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Ked'ze zverejiiovana Cast’ finanéného Gctovnictva (najmé uctovna zavierka) je k dispozicii
aj konkurencnym podnikom, je tym ovplyvnena Struktira informacii vykazovanych
vo finan¢nom uctovnictve. Preto sa podnik snazi skor ,,skryt* hlavné faktory podnikatel'ského
uspechu.

Z hladiska ¢asu informacie finanéného uctovnictva zobrazuju vysledky dosiahnuté najma
v minulosti. Tieto informécie st poskytované raz za rok.

Pre poziadavky riadiacich pracovnikov (internych uzivatel'ov) su informécie finanéného
uctovnictva nedostacujice. Riadiaci pracovnici pozaduji pre riadenie vykonnosti podniku
kritické informacie, ktoré okrem analyzy minulého vyvoja umoziuju ovplyviiovat jeho
skutocny vyvoj. Porovnanie planovaného a skutoéného vyvoja ¢innosti dovol'uje v€as hl'adat’
rieSenia kritickych miest, prijimat’ konkrétne opatrenia a takto aktivne menit’ chovanie celého
podniku. Informécie manazérskeho UCtovnictva musia byt nepristupné pre externych
uzivatel'ov. St povazované za know-how podniku.

3 HODNOTENIE VYKONNOSTI PODNIKU

Na posudenie, ako podnik funguje, aka je jeho vykonnost, je potrebné vediet’ vyjadrit’
vykonnost’ v ¢islach. Takéto ¢iselné ohodnotenie je potrebné pre porovnavanie vysledkov
firmy sinymi konkurenénymi podnikmi. Hodnotové vyjadrenie je spdsob, ako najst
spolocného menovatela pre vykonavané ¢innosti. Tie su zaznamenané v uctovnych vykazoch:
suvaha, vykaz ziskov a strat, pripadne cash-flow. Tieto vykazy su nevyhnutné pre hodnotenie
uspesnosti firmy.

Dévody pre hodnotenie vykonnosti st nasledujtice:

* informdcie z hodnotenia si zdrojom pre porovnanie a zlepSovanie podniku ako
celku a jeho zloziek,

» dosahuje sa vizba medzi stratégiou a operativnymi ¢innostami,

* v hodnoteni st participované ciele/zaujmy tretich osob (stakeholders),

» gsystém hodnotenia vykonnosti podniku mé nadvdznost na systém motivacie
a finan¢ného odmenovania,

* hodnotenie vytvara moznost’ kultivovania marketingovej stratégie orientovanej na
¢innosti prindSajuce najvyssiu pridani hodnotu pre zakaznika.

Uvedenému konceptu hodnotenia vykonnosti zodpoveda pristup uvedeny v obr. €. 3:

Kritické ¢initele ispesnosti (KCU)

A 4

Krucové indikatory vykonnosti (KIV)

\ 4

Taktické opatrenia

A 4

Ukazovatele

Obrazok ¢. 4: Hodnotenie vykonnosti
Zdroj: Vlastné spracovanie
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Kritické initele tispesnosti (KCU)
St naviazané na misiu a viziu podniku zo strategického planu. Je to napriklad zvySenie
produktivity predaja alebo zvysenie kvality poskytovanych sluzieb.

Kruacové indikatory vykonnosti (KIV)

St ekonomické ukazovatele, ktoré maju vizbu na KCU. V praktickej aplikacii je dolezité,
ze: nejde len o finan¢né ukazovatele — ale mix finan¢nych a nefinan¢nych ukazovatel'ov, ide
o malopocetnl mnozinu ukazovatelov (1 az 3), ktoré vystizne a jednoznacne kvantifikuju
dosiahnutu troven vykonnosti (napriklad trzby na zakaznika, pocet poskytnutych zliav denny
pocet oneskorenych odletov s dobou va¢sou ako 10 minut).

Taktické opatrenia

Vyjadruju konkrétne navrhy podpory vykonnosti. Uskutocnenim opatreni definovanych
v ramci taktiky sa ma zlepsit’ vykonnost’, a teda aj KIV podniku. Je to napriklad realizovat
tréningy zvySenia efektivnosti predaja, priprava dokumentacie a tréningov v suvislosti
s mimoriadnymi opatreniami.

Ukazovatele vyjadrujo mnoZinu ekonomickych ukazovatelov, ktoré koreSponduju
v SirSom kontexte s hodnotenim vykonnosti (napriklad trzby na zdkaznika, suma zliav za den,
celkovy pocet prepravenych zékaznikov)
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NAJZNAMEJSIE TEORIE VYPOCTU DANOVEHO STITU

THE MOST POPULAR THEORIES FOR CALCULATING THE TAX
SHIELD

Petra Gavlakova

Abstrakt

Jednym z déleZitych rozhodnuti kazdého podniku v sucasnom ekonomickom prostredi je
zostavenie optimalnej kapitalovej Struktiry, resp. urcenie podielu vlastného a cudzieho
kapitalu. Pri financovani podnikania prostrednictvom cudzieho kapitalu dochadza k plateniu
urokov, ktoré st danovo uznatelnymi nakladmi, a teda zniZuju zéklad dane. Uvedeny efekt
zniZovania vysSky dane sa nazyva danovy $tit. Kedze vicSina firiem v dneSnej dobe je
financovana i cudzim kapitalom, je vel'mi uzito¢né vediet’ vycislit' hodnotu spominaného
danového Stitu. Existuje mnozstvo tedrii a pristupov K jeho vypocétu od viacerych autorov.
Tento prispevok prinasa ich stru¢ny prehlad.

Klicova slova: danovy stit, hodnota firmy, cudzi kapital

Abstract

One of the most important decisions of companies today is to create an optimal capital
structure (proportion of equity and debt). When company uses debt for financing its activities,
there is also necessary to pay interests. Interests of debt can decrease the tax base. This effect
of decreasing tax obligation of company is called the debt shield. The vast majority of
companies use debt to finance their activities. Therefore it is very useful to know how to
calculate the value of debt shield. There are many theories by many authors. This paper gives
a brief overview of this theories.

Key words: debt shield, value of the firm, debt

NAJZNAMEJSIE TEORIE VYPOCTU DANOVEHO STIiTU

Hodnota danovych stitov sa definuje ako zvySenie hodnoty spolo¢nosti v dosledku
znizenia dafiového zat'azenia ziskaného zaplatenim urokov (Hrvolova, 2006).

V stcasnej literature neexistuje zhoda autorov ohl'adom spravneho sposobu urcenia
hodnoty danového §titu. Kazdy autor prinasa iny pohlad a ini metddu na jej vypocet.

Modigliani a Miller (1958) skumali vplyv zadlZenosti na hodnotu podnikov. Ich prvé
tvrdenie hovori, Ze pri absencii dani je hodnota firmy nezavisla od jej zadlZenia. To znamena:

E + D= Vu, pricom T =0 [1]
E - hodnota vlastného kapitalu

D - hodnota dlhu

Vu - hodnota nezadlzenej firmy

T - danova sadzba.
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Ak uvazujeme o daniach (a 0 nekone¢ne dlhom ¢asovom obdobi), pocitame hodnotu
danovych stitov (VTS — value of tax shields) diskontovanim sucasnej hodnoty danovych
uspor dosiahnutych prostrednictvom urokovych platieb pri bezrizikovom zadlZeni (T D Rg)
a bezrizikovej sadzbe (Rf).

Ich prvy navrh obsahujuci dane je transformovany do rovnice (Modigliani a Miller, 1963, str.
436):

E+D=Vu+PV[Re;DTR]=Vu+DT [2]

DT je hodnota danovych stitov. Tento vysledok je vSak platny len pri nekonecnych platbach.
Ako tvrdi Fernandez (2004 a2007), diskontovanie danovych tspor dosiahnutych
prostrednictvom urokovych platieb pri bezrizikovomo zadlZeni a bezrizikovej sadzbe
poskytuje rozporuplné vysledky pre rastice spolo¢nosti.

Myers (1974) predstavil vo svojej tedrii upravent sucasni hodnotu (APV — Adjusted
Present Value). Podl'a tohto autora hodnota zadlZzenej firmy je rovnaka ako hodnota firmy bez
zadlZenia (Vu) plus sucasna hodnota danovych tuspor z platby trokov. Navrhuje vypocet
hodnoty danovych stitov (VTS) diskontovanim danovych uspor prostrednictvom nékladov na
cudzi kapital (Kd). Argumentuje tym, Ze riziko danovych uspor rastice so zadlZzenim, je
rovnaké ako riziko cudzieho kapitalu. Preto podl'a Myersa:

VTS =PV [Kq; DT D¢] [3]

Luehrman (1997) odporaca pre ocenenie firiem pouzitie upravenej sucasnej hodnoty
(APV), pricom VTS pocita rovnako ako Myers. Fernandez (2007) ukazal, Ze tato teéria
prinaSa konzistentné vysledky len v pripade, ze je oCakavana troven zadlZenia fixna.

Miller (1977) nepredpoklada Ziadne vyhody financovania prostrednictvom cudzieho
kapitalu. Hovori, Ze aj ked” vo svete, v ktorom urokové platby su plne odpocitatené pri
vypocte korporatnych dani, hodnota firiem v ekvilibriu bude stdle nezavisla na svojej
kapitalovej Strukture. Podl'a Millera hodnota firmy nezavisi od kapitalove;j Struktiry, teda:

VTS =0 [4]

Podl'a autorov Miles a Ezzell (1980) firma, ktord chce udrzat’ konstantn hodnotu D/E,
musi byt’ ocefiovand inym spdsobom ako firma, ktora ma vopred nastavent uroven zadlzenia.
Pri firme s fixnym dlhovym cielom [D/(D+E)] tvrdia, ze korektna sadzba pre diskontovanie
danovych tspor z dlhu (Kd T D¢;) je Kd pre danové uspory pocas prvého roka, a Ku pre
danové uspory pocas d’alSich rokov.

Ke = Ku + D (Ku - Kd) [1+Kd (1 - T)] / [(1+Kd) E] [5]
Arzac a Glosten (2005) a Cooper a Nyborg (2006) dokazuju, Ze Miles a Ezzell (1980)

a ich rovnica naznacujt, Ze hodnota danovych §titov je:

VTS =PV [Ku+ T D Kd] (1 + Ku) / (1 + Kd). [6]

Harris a Pringle (1985) pocitaja VTS diskontovanim danovych uspor z cudzieho
kapitdlu (Kd T D) pri sadzbe Ku. Ich argumentom je, ze danové Stity maju rovnaké
systematickeé riziko ako zakladné podnikové cash flow, a preto by mali byt diskontované pri
pozadovanom vynose (Ku). Podl'a nich:

VTS = PV [Ku+ D Kd T] [7]

Harris a Pringle (1985, str. 242) tvrdia, ze postoj ,,MM* (Miller a Modigliani) je
povazovany niektorymi autormi za prili§ hrani¢ny, pretoze naznacuje, ze danové Stity nie su
rizikové viac ako samotné urokové platby. Nazor Millera je prili§ extrémny, pretoze tvrdi, Ze
dlh (cudzi kapital) nemdze byt pre firmu vobec vyhodny. Preto, ak pravda o hodnote
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danovych stitov leZi niekde medzi tvrdeniami MM a Millera, stipenci Harrisa a Pringla alebo
Milesa a Ezzella sa mdézu uspokojit’ s ndzorom, Ze oba davaju vysledok pre nezadlZzené
vynosy medzi tymi od MM a Millera. Prednostou Harrisa a Pringla v porovnani s Milesom
a Ezzellom je jednoduchost a priamociare intuitivne vystvetlenie. Ruback (1995, 2002)
priniesol rovnice, ktoré su identické s tymi od Harrisa a Pringla. Kaplan a Ruback (1995) tieZ
pocita VTS diskontovanim danovych §titov diskontnou sadzbou pre nezadlzené firmy. Tham
a Vélez-Pareja (2001) v nadvaznosti na arbitrazny argument tiez tvrdi, Ze vhodnou diskontnou
sadzbou pre danové stity je Ku, pozadovany vynos nezadlzeného kapitalu. Fernandez (2002)
ukazuje, Ze Harris a Pringle (1985) poskytli rozporuplné vysledky.

Damodaran (1994, str. 31) argumentuje, Ze ak celé podnikatel'ské riziko nesie vlastny
kapital, potom rovnica davajtica do vzt'ahu zadlzenu betu (B) a majetkova betu (By) je.

BL=Pu+ (D/E) Bu (1-T). 8]

Jednou z interpretacii tohto predpokladu je, Zze celé podnikatel'ské riziko lezi na
akcionaroch. Je vSak pomerne narocné dosvedcit, ze cudzi kapital nema ziadne riziko (iba ak
predpokladame, Ze nédklady na cudzi kapital su bezrizikovou sadzbou) a Ze vynos cudzieho
kapitadlu je nekorelovany svynosom vlastného kapitalu firmy. VhodnejSia interpretacia
rovnice [8] teda je, Ze ide 0 zamer zaviest' ur¢ité naklady na zadlZenie do ocefovania: pri
danom riziku vlastného kapitalu (B,) a pouzitim rovnice [8] teda dosiahneme vyssie B (a teda
aj vySSie Ke anizSiu hodnotu vlastného kapitalu). Tato rovnica sa vyskytuje v mnohych
finan¢nych publikaciach a je pouzivana mnohymi ekonémami.

Hoci Damodaran nespomina, akd by mala byt hodnota danovych Stitov, jeho rovnica
davajica do vztahu zadlZzenu betu (B.) a majetkova betu (By) ukazuje, Ze tato hodno