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FLEXIBILITA vs. VYKONNOST PRACOVNYCH SYSTEMOV

Globalizacia (internacionalizacia) podnikania,
vyrazné zmeny organizacie ariadenia vyroby,
prudky  rozvoj technolégie  vyroby a jej
digitalizacia ale aj zmeny v hierarchii hodnét
suCasnej spolo¢nosti - to su hlavné faktory
zasadnych zmien pracovnych podmienok
vyzadujucich réznorodost’ prace, rovnost
pracovnych prilezitosti, t.j. vys§i stupen flexibility
pracovnych systémov.

Teoreticky rozpracované a CiastoCne aj prakticky
overené modely flexibilnych pracovnych systémov
su zaloZené na reSpektovani dvoch zékladnych
dimenzii :
e moznost volby pracovného casu
vykonu prace),
e moznost volby miesta vykonu prace .

(Casu

Tieto dimenzie flexibilného modelu pracovného
systému su v sulade s poziadavkami
zamestnancov a su€asne podporuju aj naplnenie
podnikatelskych zamerov organizacie.

Flexibilita pracovného Casu je moznost
zamestnancov volit si taky €asovy harmonogram
realizacie zadanych pracovnych uloh, ktory
zodpoveda charakteru a rozsahu pracovnych uloh
a aktualnej pracovnej (fyzickej, psychickej)
disponovanosti zamestnanca (kizavy pracovny
Cas, dohodnuty C&as realizacie Ciastkovych uloh,
osobny model pracovného €asu, volny pracovny
¢as a pod.).

Flexibilita miesta vykonu prace je moznost
zamestnancov volit si vykon pracovnych uloh aj
mimo materského pracoviska (doma,
u zdkaznika, v inej organizacii, v zahrani¢i
a pod.) pri vyuZiti modernych prostriedkov
komunikacie a prenosu dat .

Vysledky  doterajSich  vyskumov (NL, S, D)
ukazuju, Ze  praktickd aplikacia  principov
flexibilnych pracovnych systémov prinaSa efekty

e na strane zamestnancov  (stabilizacia
pracovného vztahu, spokojnost a identita
s pracou, motivacia kariérneho rastu,
zosuladenie poziadaviek pracovného
a osobného Zivota a pod.),

e na strane zamestnavatelskej organizacie
(stabilita personalu, zjednodusSenie
technickych a organizanych podmienok
vykonu prac, znizenie nakladovej

naro¢nosti pracovnych procesov a pod.).

Z uvedeného vyplyva aj meratefné zvySenie
pracovnej vykonnosti zamestnancov a celkovej
vykonnosti flexibilnych pracovnych systémov. A to
by mal byt hlavny ciel fungovania organizacii
a ich dlhodobého rozvoja.

Priprava, implementacia a vyuZivanie principov
flexibilnych modelov pracovnych systémov vsSak
vyZaduje najma:

o |ojalnost, disciplinu a spolahlivost
zamestnancov, stotoZnenie firemnych
a osobnych cielov, schopnost’
automanazovania, zodpovednost’ za

vysledky vlastnej prace ,
e pripravenost manazmentu organizacie na

prechod od riadenia (prikazovania)
k vedeniu [ludi (jasna formulacia cielov,
transparentnost’ pracovnej motivacie,
flexibilita pracovného Casu, aplikacia

principov kontrolingu namiesto Standardnych
metod kontroly) .

V podnikatelskej sfére Slovenska je zatial vefmi

malo (pozitivnych) prikladov praktického
manazérstva flexibilnych pracovnych systémov.

Domnievam sa, Ze oblast vysokosSkolského
vzdelavania je vhodnou oblastou pre SirSie
uplatnenie  principov  flexibilnych  pracovnych
systémov. Zmeny  spolo¢ensko-ekonomického

systému v naSej krajine ako negativum priniesli
Leroziu® ostatkov »hormalnych* pracovnych
podmienok v oblasti akademickych ginnosti.
Mnozstvo (nezmyselnych, retardacnych)
prevzatych metdéd a postupov realizacie vychovy
a vzdelavania na vysokych Skolach (spolu
s neadekvatnym uznanim vyznamu prace
pedagégov aich  odmefiovanim)  spdsobuje
frustraciu zamestnancov Skolstva, nizky stupen
iniciativy pri zdokonalovani vykonu vlastnej prace
a znaény stupen ich migracie a su v prikrom
rozpore s principmi  flexibilnych  pracovnych
systémov  rozvijanych  a uplathovanych  vo
vyspelych krajinach EU.

Skiusme spolu nie¢o vymysliet a zrealizovat, aby
sme zabranili uplnej devastacii akademického
prostredia a akademického Zivota na naSich
univerzitach.

Trnava, december 2016

prof. Ing. Jozef Sablik, CSc.

riaditel Ustavu priemyselného
inZinierstva a manazZmentu
MTF STU
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REENGINEERING METHOD APPICATION TO SOLVE MAINTENANCE SYSTEM IN
THE COMPANY

BARAN Dus$an, PASTYR Andrej, RANUSA Martin

ABSTRACT

The necessity of reengineering arises in the business processes in case of major changing in the strategic
aims or findings new directions/options in the company growth. Selecting alternative methods we frequently
find merger & acquisition routs as obvious solution. To be realy fit for growth we need a profile that attracts
the best minds and a structure that sizes new opportunities quickly and frees the innovations.
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Maintenance system, Reengineering, Maintenance, Process, Company, Analysis

INTRODUCTION

Most often the Maintenance Reengineering is run in
line with the multi-level diagram, as it is shown on
the Fig. 1 below.

The given diagram implies the reengineering process
runs in three subsequent levels corresponding to
individual stages of flow diagram. (Hamer, M. —
Champy, J. 1993) On top level of the process is the
goal of setting the structure of operations that
maintenance has to be provided through, along with
classification of this structure in relation to the linked
corporate functions. In association with this it is
especially important to supply maintenance
adequately with the required materials and spare
parts, which in most practical cases leads to a
request to centralize this procurement area.

When the principles of effectiveness are respected
upon development of corporate maintenance
structure then normally some originally proposed
operations prove to be irrelevant, i.e. the execution
of these operations can be shifted into other
corporate areas outside maintenance, or may be
integrated or minimized, and this with regard to the
fact that it makes no direct effect on the reliability of
the technology equipment maintained no operations
safety hazard.

Concerning the second level two major problems are
solved:

- optimization of number of employees involved
in  maintenance which at the end
of the day leads to the enhancement of the
entire system's capacity.

- effective system of supplying maintenance
with the required material resources, and this
inclusive provision of relevant supplier-
customer relations and legislature required.
Also in this case setting & accomplishing
objective criteria of economic effectiveness is
required.

Both of the aforementioned tasks thus create pre-
requests for the following implementation of
reengineered maintenance management system to
be a success and lead to achieving the required
parameters within the target areas.

The third level represents the inherent
implementation of maintenance management
reengineering project that should lead to the final
effect in the following areas in particular:

- management & provision of operational
reliability,

- evaluation of maintenance performance &
economic efficiency,

- effective incentive
maintenance,

- creation of adequate information system and
follow-up communication linkages between
maintenance processes and production
processes.

system aimed at

For each of these areas it is necessary to draft in the
Reengineering Project a proper set of indicators and
ways of their focus and evaluation in order to in part
determine the goals designed to be accomplished
based on the reengineering carried out, and in part
to make also their continuous controlling through
comparison with actual parameters being reached.

PROCESS ORIENTATION OF MAINTENANCE

Process-oriented approach to maintenance must
stand on the grounds of analyzing the process string
and relation of individual links to maintenance If
maintenance strategy and measures that it implies
are to correspond to the needs of the process as a
whole, then it must be based on the relevant criteria
closely associated with corporate logistics goals.
(Schmelczer, B. 2003)
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Definition of Classification of Describe
Maintenance Individual »| Accountabilities of
Strategy Activities Major Positions
1. level
v v A 4 A4
Definition of Definition of Centralization of Outsourcing of
Central Operations Maintenance Non-Essential
Maintenance Role Maintenance Role Supply Operation
A
Job Descriptions Creation of
Central Database 2 level

of Suppliers

A

A 4

Optimalization of
Number of

Employees

Development of
Legislature

System

Implementation of Uniform
Maintenance Management

/ \ 3. level

Maintenance
Reliability
Indicators

Set up
Communications
Links Operations -
Maintenance

Maintenance Incentive System
Performance Development
Indicators

Fig. 1. Multilevel diagram for the Maintenance Reengineering, (Baran, D. et al. 2005)

In terms of maintenance it is possible for us to split
the inherent links of process chain in to three major
groups:

a) group of links which when tripped will effect
process string's operability as a whole only
insignificantly or will not effect it at all,

b) links the trip of which will under certain
unfavorable conditions put the entire process

string out of operation or directly impact the
quality of the processes within the string
(performance decline, time losses, quality
reduced, etc.),

¢) links that when they trip the entire process
string will stop.
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The strategy of process-oriented care for
the machines & equipment has clear
priority in group ad c). This groups must be

given maximal attention and such
measures must be taken that will secure E
their reliable and trouble-free operation, or
repair of failures as soon as possible G

(ready spare parts, flying squadrons of
maintenance technicians, make use of
emergency strategy, etc. Group b) imposes
high demands on maintenance as well, L
and for cases of unfavorable
circumstances the measures like ad c)
must be reminded as well. Group a) does

not require any special measures since

only minimal demands on maintenance are P
required here.

Each change within a process, i.e. even a
decision about a change in maintenance
system and the follow-up steps requires a
thorough preparation and system
approach based on assessing the real
status.

Fig. 2

High complexity of corporate logistic systems
increases the need of profound planning,
management, control and coordination of partial links
of the process chain. This also presumes an
accurate definition of reference values of outputs and
their bases forming the inherent input/output relation
which enables a so called controlling of logistics. The
controlling should above all provide for the following:
- permanent control of economy through
comparing the Plan with reality at cost
indicators and output indicators,
- acquiring, transformation and transfer of
information for the needs of decision making.

It is clear in terms of maintenance problems this will
involve in particular the efficiency evaluation, for
which the most frequently used technique is the one
named as maintenance audit. Every maintenance
audit project should deal with the following mam
tasks:

- development of analysis of the current state
of maintenance system,

- development of analysis of maintenance
effectiveness as a whole and its individual
departments,

- analysis of the provision of maintenance
process in the field of information systems
and human resources,

- analysis of areas that require a change along
with defining these changes.

The output from maintenance audit must therefore
be a clear naming of problem areas in the process of
maintenance provision plus a definition of required
changes to make maintenance more effective and
costs reduced.

Fig. 2 illustrates in graphic form the example of such
output that evaluates the overall performance and

Planning
E G +A A -A P
E
G
+A pr
+A od
N
tiv
itv
" .
L — / P
E G +A A -A P

Capacity utilisation

Maintenance Efficiency Evaluation, (Baran, D. et al. 2005)

efficiency of maintenance via MEE (Maintenance
Efficiency Evaluation)
The scale for MEE method:

E - excellent efficiency,

G - very good efficiency,

+A - better than average efficiency,
A - average efficiency,

-A - below standard efficiency,
p - low efficiency.

Opposite to that fig. 3 shows the example developed
via MOPE (Maintenance Outsourcing Possibility
Evaluation) method, which in fact expresses a
suggestion to  spin-off  (outsource) certain
maintenance operations:

MOPE — Maintenance
Operation Outsourcing

High

Medium

Substitutability of activities

Low

Medium

High

Low

Time consumption

Fig. 3 Maintenance Outsourcing Possibility Evaluation,
(Baran, D. et al. 2005)
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It has been just MOPE method that our Company
has used to evaluate the maintenance operations
with certain time interval following implementation or
reengineering measures. In spite of total
maintenance indicated the accomplishment of
project goals (costs have been reduced by 5% and
labour productivity rise by 11%), the negative
position of some of maintenance operations have
shown up, especially machinery maintenance which
under the corporate conditions is characteristic for its
high time consumption and low substitutability.
(Schmelczer, B. 2003)

Following a consistent assessment of this problem
and providing for objective possibilities of alternate
solution a decision was made by us on outsourcing
of machinery maintenance on behalf of a
professional firm.

ANALYSIS OF THE EXISTING
MAINTENANCE PROCES

Maintenance process analysis made within the
framework of reengineering application focused
above all on those bottlenecks and critical problems
of the process that should undergo radical solution
since they put constraints on its efficient
development. Based on a series of deviations and
discrepancies the following conclusions emerged for
the selection of relevant topics to solve:

- No clear rules are set whom to inform about
the urgent needs of maintenance. Instead of
using EXCEL online which is constantly
controlled by Maintenance Planning, the shift
supervisors too often simply call the chief
maintenance technician or maintenance
planning department in order to speed up the
process. Not all the managers and shift
supervisors have the chance to enter the
maintenance requirements via SAP system.

- Shift supervisors document the time breaks,
repairs and needs of maintenance in their
shift logbooks. Their superiors check these
logbooks and submit relevant maintenance
requests into the shared EXCEL online file.
Maintenance Planning then checks this
EXCEL file and enters maintenance tasks into
SAP system in a form or Maintenance Report
which is then sent to Operative Maintenance
Department. The foremen and shift
supervisors use the respective tailor-made
SAP system to input the maintenance needs
right into the SAP system and send their
requests to Operative Maintenance
Department. (Baran, D. et al. 2005)

- Thanks to online structure of EXCEL list it
happens that the foreman, shift
supervisor and superior forget to leave the
system properly and hence block the entire
EXCEL list of maintenance requests. Nobody
else is then able to enter the maintenance
requests. To make things worse the

Maintenance Planning is not capable to
control properly the EXCEL list. The entire
EXCEL system should be canceled and
replaced by the existing SAP system. The
concept of performance maintenance is the
basis for annual maintenance plans. This
comprises very rough (global) outlines of
tasks and data. The date is in format of: ,in
the third up to fifth month of the year”. Various
tasks do not have their form defined not did
contents define, no target date and no
accurate time of implementation. Here they
speak about the urgent and proper
maintenance tasks for each production. Price
estimate exists containing the material and
services that have to be purchased from
outside. However no estimation exists on how
many man-hours will be required to execute
the tasks of various maintenances and
repairs. Based on information offered only the
precise breaks exist per the end of the
working hours.

Operative Planning has only a little effect on
drawing up the annual plan. Its main task is
on the contrary to fulfil the annual
maintenance plan and write a ,report” as
soon as possible. Aside from that daily tours
have to be made in various sections of the
Plant to record the events along with failures
in these areas, and make further commands
for repairs. Hence maintenance should record
in much more detail and evaluate the failures
that have occurred.

Maintenance commands and reports have
solid standardized contents. Sometimes
these are only ,the valves to be repaired”.
Later on this request will be executed via a
phone. In such cases the maintenance
foreman should make data entry in SAP.
Spare parts and special material must be
ordered by Planning & Maintenance
Department. The main materials and needed
small parts are ordered by Maintenance
Performance Department. In addition, it is not
fully electronic SAP system. So far no time
schedule exists for SAP to be fully
implemented.

Maintenance foreman checks the arriving
orders, selects difficult tasks and sets up a
working team. Task distribution is not
standardized; it is based on experiences and
estimations made by foreman. This means in
case of a simple task the foreman decides
about sending solely one worker. When a
valve is to be repaired, he automatically
sends out two maintenance workers. Simple
tasks are not printed; foreman provides only a
verbal explanation. This makes it impossible
to follow and optimize maintenance tasks
conducted.

Tasks to he performed, as well as order No.
are recorded in SAP system. Nevertheless
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the chief shift maintenance people continue
to write the list in hand to record what the
particular workers do. As soon as
maintenance work is completed they write
respective date and time in the list. Therefore
this manually produced list actually doubles
the updated operation system on SAP-
double work for user.

When the report and order include the
required spare parts thou foreman fills in the
form. With his form in hand a worker may
collect the material. When spare parts are
required the workers should go and do the
job. If accessed material is required in course
of work, some workers go to maintenance
store to check for the possibility of parts
required, then back to the workshop, let their
foreman to fill in the material form, then return
back to maintenance store to collect the given
piece. Nonetheless maintenance foreman
may check for possible material stock in SAP.
Therefore this is an incomplete work
preparation.

Before any task work commencement the
maintenance worker must obtain a work
permit released by Production Department at
his request. Maintenance foreman normally
even calls to shift supervisors and tell them
when his people will arrive and what will they
do. Again this is evidently unwanted double
work. Following maintenance work
completion the shift supervisor writes out in
the work permit form the hours worked out.
This is the only record; production can neither
appraise nor influence it.

One copy of the work permit remains within
production, the  second moves to
maintenance. Both of the copies are archived
for one month. Maintenance n enters the
hours worked into the computer. Not in SAP,
but into another software - FOXPRO. Data
are not taken from work permit but the
foreman estimates the hours worked by his
team based on the task submitted.

At the end of month the system summarizes
the hours utilized for each price base. On this
ground a list is made that includes all the
maintenance costs (spare parts, hours used,
external service used) per each task and
price base. This system is not a real-time

system, production managers have no
chance to check (or simply track)
maintenance costs. This list moves to

computer network where managers may note
it for a period of two days. Should they have
any comments they may discuss them with
maintenance and it is likely any discrepancies
will be clarified. Then this list goes to the
accounts. Production has no objective
(impartial) basis to be able to assess the
contents of the list especially when data

represent already taken summarization of
facts.

Maintenance manager runs the area using
his experience and assumptions. No
systematic scales and indicators exist to
serve as basis for possible impartial
management and control.

Since the reporting system is missing, no
objective price order can be established, the
price base applies not to the currently
performed maintenance, but to prices based
on estimates.

No systematic planning capacity exists.
Maintenance planning is in accord with the
current organization where no accountability
for conducting these jobs and the shift
supervisors plan everything just based on

their assumptions, and verbally. Time
estimates are also carried out by the shift
supervisors.

No tracking (monitoring) and assessing of
causes of failures has been introduced that is
needed for preventive maintenance.

CONCLUSIONS

At the time of proceeding to my research program
| have set the main target for my thesis: to collect my
knowledge in the specific field of business process
reengineering and related topics, finding my possible

contribution to

the theories and practices of

management science.

During the period of analysis and data collection
| have found the confirmation of the preliminary

assumptions.

Before conducting the acquisition

procedure the acquiring corporate management
carried out various due diligence programs. The
main learning was concerning with the future ability
of the company joining to the corporate value
creating chain.

The main problems:

relatively high production cost, which gave
disadvantages in the competitiveness on the
market,

within the cost structure the overhead cost
element was extremely high (it can be the
consequence of the over crewing or not
process oriented organization,

poor level of service, which is the major point
of the smooth joining to the value creating
chain, if we consider the driving forces in the
acquisition,

high level of over crewing on all organization
levels,

discrepancy in the realities and
documentation of quality management
handbooks and system operation handbooks.
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ZAVEDENIE METODY 5S V REALNOM ZIVOTE — PROBLEMY, RIESENIA, USPECHY
5S METHOD IMPLEMENTATION IN REAL LIFE - PROBLEMS, SOLUTIONS, SUCCESS

CZIFRA Gyorgy

Abstrakt

Metdda 58S je systém pochadzajuci z Japonska, pomocou ktorého je mozné zvySit produktivitu na pracovisku, uspesnost’
podniku a bezpecnost na pracovisku. Ma vyznam zaoberat sa so systémom 5S? Odpoved’ je jednoznacna: ANO,
nakolko zavedenie a aplikacia tejto metddy takpovediac splnomocriuje zamestnancov, aby kontrolovali viastné pracovné
prostredie, aby si vytvorili také pracovné podmienky, kde sa citia dobre, kam kazdy deri prichadzajiu s radostou. Je to
program, ktory funguje len vtedy, ak kazdy jeden pracovnik je zaangazovany. AngaZovanost za bezpecnost je ¢astou
systému 5S, vdaka jej je mozné pracovat’ za podmienok zaruéujuce bezpelnost’ a ochranu zdravia pri praci. Zavedeny
systém umo?Zriuje, aby v priebehu vyroby vznikajici odpad bol sprédvne skladovany a zneSkodneny chraniac tym Zivotné
prostredie. V priebehu zavedenia systému 5S sme detegovali problémové oblasti, analyzovali sme aktualnu situaciu
a nasli sme rieSenie objavenych nedostatkov — jednym slovom — boli sme uspesni...

Klacové slova
5S; selektovanie; organizacia; skraSlovanie; normalizacia; usilovnost, disciplinovanost; organizovanost, upratovanie.

ABSTRACT

5S Method is a system originating from Japan, which can be used to increase productivity in the workplace, business
success and workplace safety. Is it important to deal with the 5S system? The answer is clear: YES, because the
implementaion and application of this method empowers employees to control their own working environment to create
such working conditions where they feel comfortable, where they come every day with joy. It is a program that works only
if each worker is involved. Commitment to the safety is part of the 5S system, thanks to its, it is possible to work under
conditions guaranteeing health and safety at work. The implemented system allows the waste generated during the
production has been properly stored and disposed of protecting the environment. During the implementation of 5S
system was detected problem areas, analyzed the current situation and found a solution to the shortcomings discovered
- in a word: we were successful.

Key words
5S; sort; set in order; shine; standardize; sustain; diligence; self-discipline; organization; cleaning

uvoD prakticky udrZzuje sa sam pri Zivote, prebieha
automaticky — plati to ale len v pripade, kazdy
UCastnik procesu je presvedCeny o spravnosti
a uzito€nosti tohto rieSenia. Zavedenim systému 5S
podla skusenosti je mozné ziskat 15-20%-né
zvySenie produktivity, o bude dbésledkom dobre
organizovaného a optimalizovaného pohybu
polotovarov, hotovych vyrobkov a pracovnikov.
(Burieta, 2010)

Systém 5 S je relativne mladym systémom, v roku
1991 bol predstaveny japonskym odbornikom
menom Takashi Osada. Patri medzi najrozSirenejSie
systémy pre zvySenie produktivity prace. Zakladna
myslienka je az smieSne jednoducha: pracuj
pohodine, v istom a usporiadanom prostredi,
v pohode s usmevom. Tato definicia samozrejme nie
je uplna, nakolko 5 japonskych slov popisujuce
systém su nasledovné: seiri, seiton, seiso, seiketsu a

shitsuke v preklade  znamenaji:  separovat,
systematizovat, stale Cistit, Standardizovat,
sebadisciplinovanost. (Burieta, 2010)

Ak sa hlbSie zamyslime, kdo by nechcel pracovat
v Cistom, usporiadanom, udrziavanom, dobre
organizovanom pracovisku?

Pomocou tejto metody je mozné vytvorit taku
pracovnu kultiru medzi zamestnancami, ktora je
integrovana v systéme umoziuje prehlad
pracovnych postupov v podniku, ich
systematizaciu, organizaciu a optimalizaciu,
detekovanie a rozpoznanie problémov a samozrejme
aj ich vyrieSenie. Zamestnanci budu venovat
maximalnu  pozornost  vlastnému  pracovisku,
nakolko tento systém vnasa prirodzeny poriadok do
postupov prebiehajucich vo vyronom procese,

VSEOBECNE O 5S

Z manazérskych systémovych rieSeni je metéda 5S
pouzivana na etablovanie a udrziavanie kvalitného
prostredia v podniku (Flimmel, 2013). Jej cielom je
Zlepsit pracovné prostredie v podniku a tym aj kvalitu
produktov a sluzieb. Metéda 5S je zaloZend na
zvy3Sni samostatnosti zamestancov, na spravnom
vedeni fudu a na timovej spolupraci (Paulova, 2014).
Podstatu jednotlivych krokov mozno definovat
nasledovne (Burieta, 2010):

1. Seiri - separovat’

Hlavnou myslienkou prvého kroku je urobit prieskum
vSetkych predmetov na konkrétnom pracovisku, je
potrebné si vytvorit ich zoznam, nasledne vybrat' tie
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predmety, ktoré bezpodmienecne musia byt na
pracosvisku. Ostatné predmety je nutné odstranit
a ulozit ich na dobre a jednoznacne
identifikovatelnom mieste.

2. Seiton — systematizovat’

V tomto druhom kroku je potrebné oznacit' si vSetky
predmety, prostriedky potrebné k vykonu pracovnej
Cinnosti, organizovat ich umiestnenie tak, aby
jednym pohfadom bolo mozné identifikovat ich
nepritomnost, respektive aby bolo mozné na nich
siahnut prirodzenym logickym pohybom. Kazdy
predmet ma mat vizualne okamzite identifikovatelné
miesto. Do tohto kroku patri aj oznacenie prechodov,
pristupovych ciest, umiestnenie napisov, navodov na
dobre pristupnom bezpecnom mieste.

3. Seiso — stadle ¢éistit’

Obsahom tretieho kroku je vycistenie a vytvorenie
poriadku na pracovisku, vytvorenie systému
upratovania pracoviska. Cielom je vytvorit a zaviest
takej organizaCnej rutiny, ktora integruje v sebe
ulohy Cistenia aupratovania na pracovisku
s kontrolou vykonania uvedenych postupov. Je
nutné zaviest osobnu zodpovednost za vykon uloh
Cistenia a upratovania, nakolko len touto cestou je
mozné zabezpecit kontrolu potrebného ukonu. Je
zrejmé, Ze — ato potvrdzuju aj cielené expertizy —
v Cistom a usporiadanom prostredi ludia maju vacsi
sklon k udrziavaniu poriadku ako v zneCistenom,
Spinavom zanedbanom prostredi.

4. Seiketsu — Standardizovat’

Cielom Stvrtého kroku je Standardizovat vsSetky
aktivity, ktoré sme spojili s udrzovanim poriadku
a Gistoty na pracovisku. Vysledkom maju byt
postupy, podla ktorych predpisané c&innosti budu
vykonavané a kontrolované jednotne, rovnakym
postupom podla rovnakych jednoznacne
sformulovanych pravidiel. Tymto spbésobom je
mozné efektivne znemoznit’ vratenie sa k stavu pred
zavedenim prvych 3S. Je potrebné udrzat
dosiahnuty poriadok na vysokej urovni neustalou
kontrolou, hodnotenim okamzitého stavu a spatnou
vazbou.

5. Shitsuke — sebadisciplinovanost’

Piatym krokom je zavedenie a organizovanie
sebakontroly, aby sa novy stav nevratii do
pbévodného. V tomto kroku je potrebné zaviest
systematicky proces Skolenia zamestnancov,
zdéraziiovanie zakladnych myslienok 5S,
presvedCovanie pracovnikov 0 spravnosti
a uzito€nosti systému 5S. V ramci piateho kroku je
potrebné organizovat aj vzajomnu kontrolu
udrziavania zasad ametdd 5S vykonavanu
pracovnikmi napriklad pri odovzdavani a prevzati
pracoviska medzi jednotlivymi zmenami. Je potrebné
motivovat zamestnancov, aby sami prichadzali

s racionalizaénymi  napadmi ausilovali o stale
vylepSenie systému. Klu€ovd ulohu hraje v tomto
kroku zaviazanost manazmentu podniku udrzovat
respektive zvySovat' uroveri systému 5S.

DS SMITH S.R.O A OPIS PROBLEMATIKY
Poslanie

Podla informacii na webovej stranke: ,... DS Smith
Jje veducim poskytovatelom na mieru Sitych
obalovych rieSeni s dérazom na dizajn v sulade s
najnovsimi trendmi a servisom v blizkosti zakaznika.
Nasa komplexna ponuka produktov, od prepravnych
obalov cez spotrebné obaly, displeje a reklamné
obaly, ako aj ochranné obalové rieSenia navrhnuté
podla poziadaviek zakaznika, priemyselné obalové
rieSenia aj pre velké vahové zataZenie, zahfria
takmer vsetko, aby DS Smith vyhovelo vSetkym
poziadavkam trhu. ...” PoboCka firmy na Slovensku
v Hurbanove vyraba predovSetkym extrudovany
polypropilénové a polykarbonatové harky pre rbézne
druhy obalov. Ma priblizne 120 zamestnancov, ro¢ny
obrat dosiahol v roku 2016 az 17 miliénov eur. Firma
je zastupena na trhu obalov vyznamnym spdsobom,
preto vznikla poziadavka zaviest systém 58S
v zaujme zachovania respektive zlepSenia pozicie
na tomto trhu.

Uloha

Ustrednou ulohou bolo zavedenie systému 5S
v podniku, na zaklade tejto poziadavky vznikla nasa
spolupraca. Teoretické poznatky sme mali integrovat
s praktickymi poziadavkami, a tak sme mali vytvorit
pouzitefny systém 5S pre podnik so zvlastnou
vyrobnou technolégiou, tak aby po jeho zavedeni
podporil poziadavky podniku na kvalitu vyroby, na
organizaciu a bezpe€nost prevadzky.

s seseen sn bats o sese seanasases

e e ooroesed

Obr. 1: Extrudované PP harky
zdroj: (Company Guidelines, 2016)

Postup

Prvé kroky

Uplne prvym krokom bolo presné stanovenie ciela,
definovanie  cielového  stavu.  Predpokladom
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uspesnosti zavedenia systému je spravne
a jednoznaéné definovanie poZiadaviek, je nutné
mat predstavu otom, &o sa ma uskutoénit.
Rozhodnut sa pre =zavedenie systému 5S je
pomerne jednoduché, stanovit konkrétne jednotlivé
kroky je ovela naroCnejSie. Nasim cielom teda sme
stanovili  zaviest taky systém, ktory ma
charakteristiky 5S, ale je zalozeny na baze spravania
sa podniku v procese vyroby, kopiruje prirodzenym
spbsobom automaticky vzniknuté ¢innosti
aorganizaciu  vyrobnej ¢&innosti.  Dodrziavanie
pravidiel stanovenych na prirodzenych principoch je
jednoduché, nebude sa stretavat s prirodzenym
odporom zo strany pracovnikov.

Pripravili sme si vo forme Ganttovho diagramu
postupnost krokov. Diagram obsahoval nielen
jednotlivé c&innosti a milniky, ale priradili sme aj
[udské zdroje, finanéné a materialové poziadavky.

V procese pripravy sme analyzovali Uspesné aj
menej Uspesné projekty zavedenia 5S na Slovensku
aj v Madarsku. Zakladné doumenty sme si pripravily
na baze materidlov poradenskej firmy pre lean.

Postup sme zobrazili aj
diagramu pre lepSi prehfad.

vo forme vyvojového

VYBER
PILOTNEHO
PRACOVISKA

ANALYZA STAVU
PILOTNEHO
PRACOVISKA

DEFINOVANIE
ULOH

KOREKCIE
N

/ DEFINOVANIE
DALSIEHO
/ POSTUPU

Obr.2 Postup zavadzania a uplatriovania 5S v
spoloc¢nosti, zdroj: vlastné spracovanie

ZISTENIE
STAVU

G)—

58
SKOLENIE

KOPIROVANIE
METODY

INTEGROVANIE
ADMINISTRACIE

SPRACOVANIE
ULOH

6.5+7.S
SKOLENIA "

AUDIT

Skolenia 58

Prvym krokom vo vypracovanom postupe bolo
oboznamit v8etkych zu€astnenych zo zakladnymi
myslienkami, s hlavnymi zasadami 5S, predstavit
planovany stav a hlavne presvedCit dotknutych
zamestnancov o spravnosti planovanych krokov.
Museli sme dosiahnut stav, aby kazdy jeden
zamestnanec povazoval za svoje ideu systému 5S
a to nielen postup zavedeia ale aj nasledné udrzanie
dosiahnutého stavu. Mali sme usmernit myslenie
pracovnikov tak, aby realizovany postup nechapali
ako pracu a zatazenie navySe, ale ako pomdcku pre
ZlepSenie pracovnych podmienok a z toho
vyplyvajuce zvySenie vykonnosti. Prednasky boli
smerované tematikou tak, aby v procese zavedenia
UCastnici videli nastroj zvySenia efektivnosti,
prehfadnosti, organizovanosti procesu vyroby
poc¢nuc prijatim polotovaru na spracovanie a konciac
expediciou hotovych vyrobkov. Skolenie bolo
ukoncené testom, ktorého vyhodnotenie ukazalo,
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ktorym okruhom problémov je potrebné venovat
zvySenu pozornost, na ktoré segmenty je potrebné
sustredit’ sa. Pozitivne vysledky testu potvrdili nase

predpoklady tykajuce sa vyznamu Skolenia
a dokonalej informovanosti personalu o postupe
zavedenia systému 5SS aovyzname tohto

rozhodnutia.

Dalsim krokom bolo splnenie kfuCovej ulohy —
zZmapovanie, zistenie a dokumentovanie aktualneho
stavu.

Zistenie stavu

Niekolko zaberov na ilustraciu:

Obr. 4: Nebezpecné a nechranené umiestnenie kabelovej
trasy, zdroj: DS Smith SK

Zistenie azmapovanie, dokumentovanie bolu
uskutoénené zhotovenim fotodokumentacie. Na
fotografiach boli oznafené farbou problematické
miesta anespravne rieSenia. Na tych istych
fotografiach boli oznatené aj mozné spdsoby
rieSenia, vid nizSie.

11




ISSN 1339 - 9403

Obr. 5: Definovanie volného priechodu a jeho farebné
oznacenie , zdroj DS Smith SK

Obr. 6: Definovanie volného priechodu a jeho farebné
oznacenie , zdroj DS Smith SK

Prilozené fotografie ukazuju len zakladny princip
metody spracovania zistenych informacii,
v skuto€nosti sme vyhodnotili a upravili pribliznie sto
fotografii. Na zaklade takto upravenych dokumentov
boli vykonané potrebné upravy a korekcie. NiZSie
uvedené obrazky ukazuju vysledky. Zial, rozsah
tohto prispevku nedovoluje detailnejSie uvadzat
vSetky aplikované zmeny, na poziadanie ale
mdzeme spristupnit. Pouzitie fotodokumentacie bolo
velmi efektivnym nastrojom, nakolko sa nam
podarilo efektivne vylucit' jalové diskusie a zbytocné
vysvetlovanie.

Obr. 7: Stav po dprave , zdroj DS Smith SK

Vyber pilotného pracoviska, zmapovanie stavu,
definovanie uloh

Firma disponuje s novym extruderom, ktory bol
uvedeny do prevadzky v roku 2016. Po kratkej tvahe
sme sa rozhodli tak, Ze na tejto linke, na tomto
pracovisku bude pilotny projekt realizovany.
Dévodom bolo, Ze tato linka bola najusporiadanejsia
s najlep§im  pristupom  z hladiska pracovnych
priestorov. Okrem toho tym, Ze bola najkratSiu dobu
v prevadzke, bola primerane Ccista, vo vynikajom
technickom stave. Ako je zrejmé 2z uvedenegj
fotodokumentécie, zavedenie systému prebehlo
hladko a rychlo.

12
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Obr. 8-12: Stav po zavedeni 5S , zdroj DS Smith SK

Kontrola

Hotové rieSenie sme sa rozhodli podporit
komplexnou kontrolou, chceli sme preverit do
detailov, ako sa podarilo uskuto¢nit nade predstavy.
Kontrolou sme chceli identifikovat odchylky od planu,
najst priciny a uskuto&nit napravné resp. opravné
opatrenia. V priebehu kontroly sme identifikovali len
malé, v niektorych pripadoch len formalne odcylky,
alebo také, ktoré boli spdsobené zlou interpretaciou
poziadaviek. Tieto odchylky sa nam podarilo vo
velfmi kratkej dobe eliminovat, a ziskali sme presny
postup anavod k zavedeniu systému pre ostatné
linky vyrobné.

Integrovanie administrdcie

Po zhrnuti skusenosti a rozsiahlej diskusii sme
vytvorili plan zavedenia 5S aj do oblasti podnikove;j
administracie.  NajrychlejSie  postupovali a aj
anejefektivnejsie sa podarilo realizovat
implementaciu na oddeleni Customer Sevices — CS
pod vedenim Ing. lvety Pdlya.

Nasledne bola Ing. lveta Pélya poverena koordinaciu
zavedenia systému 58S v oblasti logistiky a expedicie.
Zavedenie bolo realizované uspesne aj v tychto
oblastiach.

FORUM MANAZERA 2/2016

Audit

Za UCasti materskej firmy bol uskutoCneny
komplexny audit 5S s velkym uspechom. Kolektiv
DS Smith s.r.o. vHurbanove ziskal ocenenie za
efektivne rychle zavedenie systému 5S v ramci
koncernu. Po takomto uspechu s vedenim podniku
sem definovali dal$i postup pre zavedenie 5S
v oblasti bezpelnosti a ochrany zdravia pri praci
a v oblasti ochrany zivotného prostredia a ekoldgie.

ZAVER
Proces, ktory sme UspeSne nastartovali, sa
nezastavi. Podarilo sa nam zainteresovat

pracovnikov podniku do systému 5S, prichadzaju
s vlastnymi napadmi, ¢o kde by bolo mozné dalej
zlepsit, ako dalej postupovat. Periodickym
Skolenim, kontinualnou kontrolou a osobnym
prikladom manazmentu sa podari udrzat pri zZivote
systém, ktory pomaha byt konkurencieschopnym
v dneSnom tvrdom boji o zakaznika.

Pod’akovanie

Tuoto cestou by som chcel podakovat kolektivu
podniku DS Smith s.r.o. v Hurbanove a zvlast
riaditelovi panovi Betakovi FrantiSkovi a veducej CS
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PARAMETERS FOR PRODUCTION MANAGEMENT SYSTEM OF
WOOD PROCESSING SME'S IN CROATIA

DUSAK Marko, JELACIC Denis

ABSTRACT

Small and medium enterprises (SME's) make over 99 % of all industrial enterprises in Croatia. Very similar percentage of
SME's can be found within Croatian wood processing and furniture manufacturing companies. The aim of this research
was to establish the actual situation in production management systems of SME's in Croatian wood processing. Total of
30 small and medium companies from different areas of Croatia were surveyed trying to establish the advantages and
problems in their production management systems, with the goal to propose the model to create better systems within
SME's in Croatian wood processing branch, which could help companies to achieve better production and business
results. Because of the small number of employees, they are not able to meet all of the conditions and to implement all
the parameters they would like to. So, they concentrate to those parameters they consider are the most important —
product price, product quality, customer demands, fast delivery of finished product.

KEY WORDS

small and medium enterprises (SME’s), wood processing, furniture manufacturing, production management system

INTRODUCTION

Small and medium enterprises (SME's) represent the
very significant part of economy and industrial
system of every single country. Croatia is no different
in that segment. And in recent time numbers for
SME's are increasing year by year (Bistri¢i¢ et al.,
2011). So, in the year 2014 there were over 100.800
small and medium enterprises, which represent 99,6
% of all industrial subjects in Croatia. In the year
2015 number of SME's incresed to over 104.100
enterprises (99,7 %). Out of those 99,7 % of all
industrial subjects in Croatia, 98,5 % were micro and
small enterprises, and 12 % were medium
enterprises.

Since SME's have to adopt to fast and intensive
changes on the market (Novakova, 2003; Novakova,
2004), very often they have to be innovative in
products, production systems, services and
business, which gives some other prospective to
production management system requirements than
in large enterprises, because of possible lack of
personell for the job (Jeladi¢ et al., 2009; Neira et al.,
20009).

According to Croatian and European laws, micro
enterprises are those which employ less than 10
employees and which income per year is less than 2
mil. €. Small enterprises are employing less than 50
persons with annual revenue of less than 10 mil. €.
Medium enterprises have annual revenue of less
than 50 mil. €, and less than 250 employees (Nanic,
2013; Krajnovi¢ and Lordani¢, 2012; Thompson,
2001).

Small and medium entrprises participated in GDP
with over 52 % in 2014, and over 53 % in 2015 (35
% was the share of small enterprises, and 18 % the
share of medium enterprises). In 2014 some 68 %
employees were empoleyed in SME's, and in 2015
SME's employees made 68,4 % of all employees in

Croatia (50,9 % in small enterprises and 17,5% in
medium enterprises).

In total Croatian export in year 2014 small and
medium enterprises participated with 48 %, and in
year 2015 that share of participation increased to
48,5 %, of which small enterprises participated with
25,2 % and medium enterprises participated with
23,3 %.

The situation and percentages of small and medium
enterprises in Croatian wood processing and
furniture manufacturing companies (among over
1.500 enterprises and business subjects in this
industrial branch) is similar to overall situation in
Croatian industry. Since most of the wood
processing and furniture manufacturing companies
are situated in rural areas of Croatia, small and
medium enterprises make a large percentage of all
wood industry companies. Also, Croatian wood
processing and furniture manufacturing companies
are highly export oriented, so percentage of SME's
export exceed the numbers given above presenting
total Croatian export.

MATERIAL AND METHOD

The aim of this research was to establish the actual
situation in production management systems of
SME's in Croatian wood processing and furniture
manufacturing. We wanted to establish which
parameters of management owners and managers in
small and medium enterprises consider most
important for their business and which of them they
consider crucial for improving their business and
production results in the near future. The
guestionnaire that was made for that purpose was
trying to establish the adventages and problems in
SME's production management systems, with the
goal to propose the model to create better production
and management systems within SME's in Croatian
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wood industry branch, which could help companies
to achieve better production and business results
(Espinoza and Smith, 2015; Nowduri, 2014; Skorup,
2012).

The research was conducted with the survey in 30
small and medium companies in different regions of
Croatia using questionnaire with 40 different
guestions with several statements of which manager
in the company had tu choose one. Asked questions
were statements about different production
management parameters more or less important for
each company production management system,
according to manager's/owner's opinion.

Questionnaire was devided in two major parts. The
first part, consisted of 11 questions, was dedicated to
general information about the company, while the
second part consisted of 29 questions directly
connected to production management parameters.
Those 29 questions gave several statements for
each question with marks 1 to 5 (1 — not important at
all, 5 — most important).

All the data collected by the survey were statistically
processed using the descriptive statistic methods in
Excel and Statistica computer softwares.

RESEARCH RESULTS

Questionnaire was spread among companies in
different Croatian regions equaly, so all regions
would participate in the research acordingly to their

30,0
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participation in number of companies all together, so
50 % of surveyed companies are situated in central
Croatia, 20 % are situated in eastern Croatia, 20 %
in mountain area of Croatia and 10 % in southern
part of Croatia (seaside). Of surveyed companies 27
% were micro companies, 33 % were small
companies and 30 % were medium enterprises.
Production program of surveyed enterprises, given in
percentage, is shown on figure 1.

Two thirds (67 %) of companies manufacture
products exclusively by the order of known customer,
while 33 % of companies have their own shop, so
they combine production by the order of known
customer and production for the shop, for unknown
customer.

Of surveyed enterprises, 26,7 % are small craft
companies, usually family business, manufacturing
individual (unique) products orderd by single
customer who came to the company to order some
furniture or some joinery by reputation (they
gathered the information about the company from a
friend or by chance). Other companies are some
kind of legal entity. Most of the small craft companies
are situated in central Croatia, while all surveyed
companies in mountain area of Croatia are legal
entities

25,0

20,0

15,0 -

# Micro

i Small

10,0

5,0 -

i Medium

0,0 L T
Furniture, object Joinery
equipment

Woodworking machines

Other (sawn wood,
boards, pellets)

Figure 1. Production program in general in SME’s (in %)

As it was to be expected, micro and small
enterprises usually manufacture their products in
small series (30 % of all manufactured products) or
as unique products (43 %). Medium enterprises
make their products in big series (27 %) or

sometimes in small series, as it is presented in figure
2.
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Figure 2. Production in SME’s

® unique products
i small series

M big series

Most of the small and medium enterprises, two thirds
of them (67 %), use combined technology when
manufacturing their products. One third of SME's use
computer aided technology mostly or exclusivelly (13
% of all companies) or classic technology and hand
tools (20 %).

H Classic
technology, hand
tools

i Computer aided

13%
’ technology

& Combined
technology

Figure 3. Equipment and tools in SME’s

In the second part of the questionnaire we tried to
establish which parameters of the production
management system are considered most important
by owners and managers of small and medium
enterprises. Those parameters were given in 29
questions (statements) devided in 6 groups, and the
results are given bellow in following figures.

The second part of the questionnaire consisted of
questions and statements which managers / owners
had to mark according to their opinion of importance
of the statement. Mark 1 means that given parameter
is not importnant at all, and mark 5 means that given
parameter is the most important one. Following
graphs show what were the opinions of managers /
owners to selected particular question

To provide work places with

material and documentation..._
Possibililty to get material on S
time
Price and production time [N
Product quality NG
4 41 42 43 44 45 46

Figure 4. Importance of particular production input

Since most of the companies are manufacturing their
products for known buyer / customer, those
customers are involved in nagotiation about the price
and production time for the products. Also, many
SME's have co-operant companies which
manufacture primary or secundary prodacts which
are input (parts) for manufacturing products of higher
economimc value. Therefore, price, production time
and quality are given as particular production inputs,
and according to managers / owners price and
production time are most important parameters,
followed by production quality.

Productivity
Motivation

Work conditions

Providing work places with
material and documentation

425 43 435 44 445

Figure 5. Criteria for production level

The most important crietria for production level of
small and medium enterprises is productivity
followed by motivation, which is also highly
connected since you can increase productivity by
motivating employees to work better, faster or in
higher quality.

System quality assurance [N
Proces quality assurance  [[NENEG
Product quality assurance [N

420 430 440 450 460 4,70
Figure 6. Importance of quality for SME’s

Since customers are less familiar with system or
process quality in the company, it was to be
expected that among quality criteria, product quality
assurance is the most important criteria for owners /
managers.

Similary to parameteres for production inputs,
parameters for production outputs are evaluated
according to level of participation of customers /
buyers in the process. And for customers, price,
production time and quality of the product are most
important parameters. Therefore, the owners /
managers have the same opinion.
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Price and production time [
Evaluation of output [N
Customers wishes and ]
demands
Quality of the product [
4 4,2 44 4,6 48

Figure 7. Importance of particular parameter for
production output

Satisfying customers
wishes and demands is
important

Mistakes in production
depend on production
managment

Mistakes in production
should be monitored as
well as product itself

Material and information
flow should be taken care
of

Production management is
most complexed function

38 4 42 44 46 48

Figure 8. Statements on production management

According to owners / managers opinion the most
important work managers should take care of in
managing production process in the company is
monitoring the quality of production process as well
as monitoring the quality of the product itself (figure
8).

This statement is followed by the statement that the
most important process in the company is production
process, followed by quality control and assurance
and by financial processes (figure 9).
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Human resources
management

Financial processes

Quality control and assurance
Production processes
Purchasing processes

Marketing processes

Research - development
processes

34 3638 4 42 44 46 48

Figure 9. Importance of particular process for production
in SME’s

Some other questions with high marks were those
regarding orientation to customers wishes and
demands. Marks between 3.87 and 4.47 were given
to answers regarding keeping the customers for
future (4.47), matching customers demands in full
(4.40), attracting new customers with production
program (4.27), keeping track on the market with
introducing new products (4.00) and new strategies
in annual business plans (3.87).

Managers / owners gave high marks to statements
on which criteria they think is the most important to
customers. So, they think the most important thing is
high level of service (4.67), fast delivery of finished
products (4.60), material availability (4.50), price
(4.37), payment conditions (4.23), and supplier
reputation (4.07).

CONCLUSION

Owners / managers of small and medium enterprises
are aware of the fact that many parameters and
conditions are important in managing the company.
Because of the small number of employees
(especially in small and micro companies), they are
not able to meet all of those conditions and to
implement all the parameters they would like to. So,
they concentrate to those parameters they consider
are the most important — product price, product
quality, customer demands, fast delivery of finished
product. Because of the same reason, lack of
personell and doing all by themselves, they rarely
have the oportunity to implement any kind of
innovation or to implement some kind of quality
assurance system.

In general, as shown on the figure 9, and according
to highest marks owners / managers gave to each
criteria or statement individually, they consider
production process as the most important one to pay
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attention to. Quality of the production process is
followed by the quality of the product, which is
strongly connected to each other. All the other
management parameters have lower marks.

But, at the same time, it is possible to see that, all
the marks, no matter what the criteria is, even the
lowest marks, are above 3.80, which on the scale 1
to 5 is considered high. That means that all criteria
are important and there is a slight difference among
them to make a strong decision which criteria to pay
the most attention to. The range of all given marks
throughout the survey was between 3,81 and 4,73,
and since the highest mark was 5, those marks are
considered high or very high.

This research is the basis for creating the model of
supporting SME's with meeting conditions and
parameters important to those companies to improve
and develop
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PROCESS IMPROVEMENT OF MEDICINES DELIVERY TO DISCHARGED PATIENTS FROM HOSPITAL

JEDLICKOVA Lenka, HORNAKOVA Natalia, STARECEK Augustin, JURENKA Richard,
CAGANOVA Dagmar

ABSTRACT

Lean management in healthcare is a complex set of principles that constantly improves daily activities in hospitals and
healthcare organizations while lowering the level of waste and maintaining patient satisfaction (Weiss, 2014). The main
aim of the paper is to improve the process of medicines delivery to discharged patients through identification of the waste
in the process by implementing lean approach. The first step was to familiarize with the processes which are used in
Gemba walk and the second onewas to detect the current situation on individual observation and group interview.
Ishikawa diagram and The 7 Wastes principle were applied for determination of main causes of the problem. On the
basis of depth analysis, proposals for improvement were proposed. Evaluation of the results can be found in the final part
of the paper.

KEYWORDS
lean approach, improvement, lean management, healthcare, medicines delivery, discharge

INTRODUCTION discharging process. This improvement s
considered as a beneficial for both, patients and
hospital. The main benefits can be seen in ensuring

In conditions of strong competition on the market and the continuity of supplyingmedicines to patients,

very quickly changing external environment, better control of the amount of medicines delivered

enterprises are constantly searching for new upon discharge and standardizing the process in
concepts, methods, tools and solutions which order to decrease costs.

guarantee sustainable development and perform

processes which create value to customers and 1 USED METHOD - GEMBA WALK

increase their satisfaction (Saniuk et. al, 2013). The

lean concept generally is designed to eliminate

waste and implement only those activities that
deliver value to customers. Methods of lean concept
can be used in all areas of life, not only in business

environment (Bednar et al, 2013).

To analyze the current situation and identify issues
within the process, Gemba walk was performed. The
Gemba walk is the term used to describe personal
observation of work. A Gemba walk needs to be
approached from a place of mutual respect and
Lean approach was implemented in one of the most interest in making things faster, safer, and easier and
advanced private hospital in Europe. There are in effective way (Lindquist, 2012). The core
specialized centers, such as centre for cancer principles of the tool are as following (Lindquist,
treatments, cardiovascular, neurological and 2012):

orthopedic diseases, as well as ophthalmology and a

fertility centre in this hospital. 1. Value-add location: Observing where the work

is being done.
Organizational innovation and sustainability are 2. Teaming: Interacting with the people and
provided by a lean team which allows to continually process in a spirit of Kaizen (“change for the
review all the processes and try to redesign them better”).

with a lean approach. Generally, lean approach
requires the involvement and participation of all
employees. The whole process needs to be
transparent and clear to each employee. That is the
only way how to ensure their willingness to be
involved. Based on abovementioned, all clinical staff
of the hospital participated to ensure improving of
performance, increasing of efficiency and
simultaneously reducing the waste.

The second principle is the most important.
However, people have a natural resistance to
changes. If the Gemba walk is performed under the
pressure and leads to find faults in employees,
employees' resistance to changes will rise rapidly,
but if the Gemba walk is implemented with the
respect and in aspirit of Kaizen, employees'
resistance to changes will increase.

The main goal of the Gemba walk performance was
not to observe all the possible details, but to
understand the process as an entity. The authors of
the paper followed the two main steps:

Process of patients discharging from the hospital is a
complex process and the process of medicines
delivery has a strong impact on the hospital. There
are about 8 patients discharged every day in each
ward. Therefore, it is necessary to evaluate the
effectiveness of various interventions to improvethe
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1. Observation and explanation how the process
works (observation of the work of nurses and
doctors together with discharging patients).

2. Interview with structured questions — interview
with the head nurses in order to better
understand the process. The interview model
can be seen on Figure 1

Why not? Q

Do you communicate
with other people
involved in the process?

What can'tbe fixed?

What canbe fixed?

/] What are you doing now?
Discharging patients

Is therea procedure for
completing this process?

Absolutely not

What are the critical activities
of the process?

How do you deal with them?
skipping the critica

* Speeding up the work

Figure 1: Interview model with head nurses (Author Stare¢ek's own elaboration, 2016)

The process of discharging patients discharging
involves the following steps:

1. The process of discharging starts after a
doctor finishes the visit of the patient in a ward
or surgery.

2. The doctor estimates the earliest possible date
of discharge. The date might vary depending
on the health condition of the patient during
the next hours/days.

3. The doctor writes a rough draft of the patient
discharge letter, describing in particular, the
starting health condition and a part of the
recovery condition. In some standardized
cases, the doctor already prepares a list of the
discharge medicines.

4. The doctor observes the patient’s healing
progress.

If the situation goes well, doctor continues by Step 5.
If the doctor decides that the situation is still critical,
the Step 4 is repeated.

5. The doctor confirms the day of discharge.

6. The doctor updates the discharge letter —the
final discharge letter is created. Subsequently,
the final discharge letter is uploaded into the
software application which allows downloading
it by nurses and pharmacists.

7. The doctor registers the discharge into the
software program.

The patient receives the discharge letter.

The nurse explains the therapy and prescribed
medicinesto patient.

©

There is a medicine stock room for internal recovery
within hospital and patients waiting for discharge in
every ward. If the medicine is available in the stock
room the process continues by step 13, if it is not
available the process continues by step 10.

10. The nurse makes a phone call to the closest
ward.
If the needed medicine is in the ward, the process
continues by step 13. If the medicine is not available
in the closest ward either, process continues by step
11.

11. The nurse orders the medicine in central
pharmacy.

After receiving the medicine from pharmacy,
the nurse prepares the medicine for patient.

Patient receives the medicine.

12.
13.

The discharging process is shown in Figure 2 where
some kinds of waste were identified
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Patient flow during discharge process
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Figure 2: The discharging process (Author Jedli¢kova's own elaboration, 2016)

The collected data and information were needed and
useful for the problem definition.

2 PROBLEM CLARIFICATIONS

To determine main causes and effects, Ishikawa
diagram also referred as Fishbone diagramand The
7 Wastes principle were applied. The reason to apply
Fishbone diagram is that diagram presents the basic
tool for identification of causes and effects and is
based on continuous denoting of logical relation
among the cause and effect (svetproduktivity.cz,
2012).

The 7 wastes principle explains that every activity, in
every business, started by people can generate
waste. Waste exists in all domains and it can be
seen in various ways. Many forms of waste are
obvious, but others are not easy to identify without
special searching them (sixsigmaonline.org, 2011).
The 7 wastes principle consists of over-production,
unnecessary transportation, inventory, motion,
defects, over-processing and waiting.

The main issue was caused by the process itself.
The process was set in a highly inefficient way. The
details of Fishbone diagram and The 7 Wastes
principle are highlighted in Figure 3 and Figure 4.

Fishbone Diagram

Frocess & miasuriminT] [cEnTRAL PHARMACY] [ g |
- UNRALAX D
) DEUVERY OF
oRuGs
-
- x

Figure 3: Fishbone Diagram (Author Jedli¢kova's own elaboration, 2016)
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Based on generally known types of waste the
following wastes were identified in the discharging
process (Figure 2).

Over-processing

Over-production

Transportation

Inventory + Stock for the discharge in the ward

* Nurses walking around the ward with discharge letter/drugs
* Nurses walking around the hospital seeking for drugs

* Drugs missingin the stock (inventory is not coherent to the consumption)
« Wrong information or incorrectly written info in the discharge letter

+ Looking for drugs which are not presentin the ward stock

+ Giving more drugs than the ones the patients effectively needs

+ Central Pharmacy has to bring the drugs to the ward whenever a drug in the stock is missing
» Drugs transportation from the drug stock to patient's room

« Time between the discharge authorization and the effective discharge
+ Time between the ordering of the drugs from the pharmacy/other wards and the effective receiving
*» Nurses have to wait doctors forthe communication of patients to be discharged during the day

Figure 4: Type of wastes (Author Jedlickova's own elaboration, 2016)

Other identified problem is the high variability of
discharging process regarding to the different way of
work and habits of the observed doctors.

The authors of the paper also identified the main
causes of the unbalanced delivery of medicines. The
main cause of the problem is the lack of
standardization and therefore also the lack of
measurement system.

After a deeper analysis of the current condition and
considering all of the collected information, the main
goals of the project were set as:

1. The cost reduction of discharging process by
implementing an improved way of giving
medicinethrough pharmacy packages by 50%.

2. The reduction of time spent by two thirds.

3 PROPOSALS

Due to the requirements, it is necessary not to
publish the specific data. The given data were
modified, but express the real situation — result.

1. Hiring “Delivery boys”

The pharmacists from internal pharmacy create
“medicine packages”, which contains only medicine

that patients need based on information from the
new Discharge Letter. In this option, the only costs
required for implementation are the costs for two
new employees, who will serve as “delivery boys”
and will deliver the packages to the correct ward
faster.

2. New format of Discharge Letter to standardize
the work of doctors

The recommendation for a new format is to make it
more structured and enrichthe Discharged Letter
with pre-printed information in order to make the
Discharged Letter less subjective. New Discharge
Letter should contain information such as: time
(morning, lunch time, evening etc.), health issue
(stomachache, headache, anemia, high blood
pressure etc.), type of medicine, dosage of
medicines, and detailed direction for taking specific
medicine (before or after meal and etc.). This new
format will push doctors to fill in the letter in a more
standardized way.

3.1 TIME REDUCTION

To calculate time reduction the following analysis
was applied:
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The state before:
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# Patients

Time spent = Time spent by nurse per patient -

15 minutes spent per one patient, 8 patients were
discharged per day, 365 working days per year.

Based on the synthetic calculation, time spent was
730 hours/year.

After implementing the solution:

Calculation is made with respect to thestate before.

8 Patients min

Ti t=5min-— =40
ime spen min Day-Ward
Time spent per one patient was reduced to 5
minutes, number of discharged patients and working
days per year remain the same. Based on the
formula, time spent was 243 hours/year.

hours

Result: 487 - 66% Time reduction

year-ward

3.2 COST REDUCTION

To calculatethe cost reduction, the following analysis
was applied:

The state before:

The cost of medicineper week was counted by using
the method of observation. This value was multiplied
by 52 weeks/year:

Cost of discharge = Cost of medicine + Cost of equipment + Labour cost

After hiring two new employees:

The cost of equipment = x €/patient * 8 patients/
(day*ward) * 14 wards * 365 days/year = X €/year

The cost of two new employees =Y €/year

Results:

—— =243

Dav -Ward

CONCLUSION

The application of lean management concept is
basically unlimited. Optimization of health care
facilities is one of the parts that are engaged to lean
management (Pascal, 2007). To analyze the current
state of the discharging process in hospital, the

theoretical knowledge of lean
hours management and also Japanese method
year called Gemba walk were used. At the

same time methods like observation,
guestionnaire survey, Fish diagram and timing
analysis were used. All used analytical methods
brought the complex view on issues in hospital and
helped the authors of the paper to setup the
corrective measures. The aim of the proposed
measures was to shorten the time and to reduce the
costs associated with the motion of the hospital. The
implementation of the second proposal reduced the
time spent per one patient from 15 minutes to 5
minutes. The number of discharged patients and
working days per year remained unchanged; these
two parameters from the formula are constant. Our
proposal decreased time reduction by 66 %. The
other proposal was to hire two new employees.
Based on the calculation, there was an 82.04 %
saving of the costs per year.

In the future it would be convenient to perform the
same analysis in another hospital and determine, if
suggested solutions
would be applicable in
different health care
facilities. Generally,
lean management is mostly connected to logistics
and production management. On the basis of
thispaper it can be seen, that lean management can
be also used in various fields (Womack, 2013).

Delta costs = Situation BEFORE - ) Costs of Option 1 82.04 % saving of costs/year

The main advantages of the proposal are:

A) Time saving for all the actors of the discharge
process

B) Right quantity of medicines

C) Effective communication between doctors and
nurses and between nurses and the patient

D) Better quality of the discharging process
(higher patients satisfaction)

E) Traceability of given medicines which helps
get refunds from national health bodies

F) Information flow improvement

G) Process standardization

H) Cost saving

Decrease of nurses workload.

REFERENCES

BEDNAR, R., HORNAKOVA, N., MAKYSOVA, 2013.
Implementation procedure of Lean methods in
logistics processes. In METAL 2013, Conference
proceedings, TANGER, 2013, Ostrava.ISBN 978-
80-87294-39-0.

Explaining The Seven Types Of Lean Waste. 2011.
Online http://www.sixsigmaonline.org/six-sigma-
training-certification-information/explaining-the-
seven-types-of-lean-waste/

23



http://www.sixsigmaonline.org/six-sigma-training-certification-information/explaining-the-seven-types-of-lean-waste/
http://www.sixsigmaonline.org/six-sigma-training-certification-information/explaining-the-seven-types-of-lean-waste/
http://www.sixsigmaonline.org/six-sigma-training-certification-information/explaining-the-seven-types-of-lean-waste/

ISSN 1339 - 9403

HAFEY R. B. 2015. Lean Safety Gemba Walks — A
Methodology Workforce Engagement and Culture
Change. New York: CRC Press.173 p. ISBN
9781-4822-58981.

LINDQUIST, R. 2012. The Many Sides of a Gemba
Walk. online:
https://lwww.isixsigma.com/methodology/lean-
methodology/many-sides-gemba-
walk/#comments

PASCAL D. 2007.Lean production Simplified.New
York: Productivity Press. 192 p. ISBN 1563-
2735-6X.

SANIUK, A., CAGANOVA, D. CAMBAL, M.
2013.Performance management in metalworking
processes as a source of sustainable
development. In METAL 2013, Conference
proceedings, TANGER, 2013, Ostrava.ISBN 978-
80-87294-39-0.

Ishikawa diagram. 2012. online:
http://www.svetproduktivity.cz/slovnik/Ishikawa-
diagram.htm

WEISS N. E, GOLDBERG R. 2014. The Lean
Anthology: A Practical Primer in Continual
Improvement. New York: Productivity Press. 210
p. ISBN13 9781-4822-46797.

WOMACK J. 2013. Gemba walks. New York: Lean
Enterprise Institute. 311 p. ISBN 978-19341-
09380.

AUTHORS

Bc. Lenka Jedlickova

School of Industrial and Information Engineering
Politecnico di Milano

Piazza Leonardo da Vinci, 32

20133 Milano — Italy

leni.jedlickova@gmail.com

Ing. Natalia Horriakova, PhD.

Slovak University of Technology in Bratislava
Faculty of Materials Science and Technology in
Trnava,

Institute of Industrial Engineering and Management,
J.Bottu 25, 917 24 Trnava

Slovakia

natalia.hornakova@stuba.sk

Ing. Augustin Starecek

PhD. Student

Slovak University of Technology in Bratislava
Faculty of Materials Science and Technology in
Trnava

Institute of Industrial Engineering and Management,
J.Bottu 25, 917 24 Trnava

Slovakia

augustin.starecek@stuba.sk

Ing. Mgr. Richard Jurenka

PhD. Student

Slovak University of Technology in Bratislava
Faculty of Materials Science and Technology in
Trnava

Institute of Industrial Engineering and Management,
J.Bottu 25, 917 24 Trnava

Slovakia

richard.jurenka@stuba.sk

doc. Mgr. Dagmar Cagariova, PhD.

Slovak University of Technology in Bratislava
Faculty of Materials Science and Technology in
Trnava

Institute of Industrial Engineering and Management,
J.Bottu 25, 917 24 Trnava

Slovakia

dagmar.caganova@stuba.sk

Process
fmF-rWEHrEnJI-

24


https://www.isixsigma.com/members/lindquistr/
https://www.isixsigma.com/methodology/lean-methodology/many-sides-gemba-walk/#comments
https://www.isixsigma.com/methodology/lean-methodology/many-sides-gemba-walk/#comments
https://www.isixsigma.com/methodology/lean-methodology/many-sides-gemba-walk/#comments
mailto:natalia.hornakova@stuba.sk
mailto:augustin.starecek@stuba.sk
mailto:richard.jurenka@stuba.sk
mailto:dagmar.caganova@stuba.sk

FORUM MANAZERA 2/2016

VYBER METOD ZiSKAVANIA ZAMESTNANCOV NA KLUCOVE PRACOVNE POZiCIE
V PODMIENKACH SLOVENSKEHO TRHU PRACE

CHOICE OF RECRUITMENT METHODS OF THE KEY PERSONNEL IN THE SLOVAK LABOR
MARKET

HRABLIK Martin, HRABLIK CHOVANOVA Henrieta, BABCANOVA Dagmar, SAMAKOVA Jana, MRVOVA
Lubica, BESTVINOVA Viera

ABSTRAKT

V sucéasnosti st na slovenské podniky kladené vysoké naroky, ktoré sa eSte zvysili vstupom Slovenskej Republiky do
Eurépskej unie, ktoré ich podnecuju ku kontinualnemu posilfiovaniu ich konkurencieschopnosti. Vstupom do Eurépskej
Unie sa vSak podnikom sucasne otvorili aj nové moznosti v oblasti zamestnavania, ktoré podstatne rozsiruju ich zaber v
oblasti ziskavania kltucového ludského kapitalu. Narast produkcie vyznamnych podnikov slovenského priemyslu vo
v8eobecnosti na seba viaZe aj rast ich dodavatelov. V mnohych pripadoch ide o podniky s jedine¢nymi vyrobnymi
technoldgiami, ktoré prispievaju k tvorbe novych druhov pracovnych miest. Ziskanie zamestnancov na takéto kltucové
pracovné pozicie sa stava pre podniky nezriedka existencnou otazkou na ceste k dosahovaniu ich podnikatelskych
cielov, bez vyrieSenia ktorej nemdzu uplatnit svoje konkurencné vyhody v trhovom prostredi. Prave tu vznika
moznost pre zlepSovanie procesu ziskavania zamestnancov.

KLUCOVE SLOVA
ziskavanie zamestnancov, klfucova pozicia, pracovna sila, riadenie ludskych zdrojov, PROMETHEE

ABSTRACT

At present, the demands placed on Slovak enterprises are higher as a result of the entry of Slovakia into the European
Union. High demands encourage enterprises to the continued strengthening of their competitiveness. By joining the
European Union, enterprises simultaneously opened up new possibilities in the field of employment, which significantly
expand their coverage in the acquisition of key human capital. Increase in output of major industrial Slovak enterprises in
general binds the growth of their suppliers. In many cases, these are the enterprises with unique manufacturing
technologies that contribute to the creation of new kinds of jobs. Recruitment to such key positions becomes an
existential question often on the way to achieving their business goals. By addressing this question they may establish
their competitive advantage in the marketplace. Right here arises the opportunity for improving the process of
recruitment.

KEYWORDS
recruitment, key personnel, manpower, human resources management, PROMETHEE
uvoD 1. Pracovna pozicia je zakladnou jednotkou
organizacie podniku. Je opisana svojim
Ziskavanie zamestnancov je klugovou &innostou umiestnenim v organizacnej Strukture, ktoru
formovania podnikovej pracovne;j sily ako uréujiceho urCuju vazby nadriadenosti a podriadenosti a
nositela kvality a vykonnosti v3etkych podnikovych dalej je definovana popisom prace —
procesov a tym ma vyznamny vplyv na dosahovanie Cinnostami, ktoré su na nej vykonavane
podnikatelskych cielov. (Hrablik, 2013) Tvoria ho (Petfikova, 2002). L L .
metody a postupy vyberané s ohfadom na aktudlne ~ 2- Kfucova pracovna pozicia j& kazda nova
moznosti a priority ziskavania, ktoré v stcasnosti alebo uvolnena pracovna pozicia, bez ktorej
vhodne vystihuju globalizujuce sa pracovné trhy a nie je mozne zabezpeCit dalSi priebeh
obsadenie kla¢ovych pracovnych pozicii. Pristup k existujucich  podnikovych  procesov  alebo
ich vyberu vyzaduje pozornost a odbornost, aby sa nastartovanie ngvych procesov, k.tvovr’e s
obmedzilo v praxi ich volbe len na zaklade urgitych najuzsie viazané na_plnenie najblizsich a
stereotypov a skisenosti bez zohladnenia meniacich strategickych ciefov. Zakladnym kritériom pri
sa podmienok. Je na mieste vytvorit uceleny pristup. ziskavani zamestnanca alebo zamestnancov
V niektorych pripadoch navySe pri rozhodovani o na takato pracovnd poziciu je spravidia
pouziti metdéd dochadza k stavom, kedy vyber je véasnost obsadenia.(Hrablik, 2013)

zalozeny iba na individualnych preferenciach, , . ,
pripadne obmedzeniach vyplyvajucich z finan&nych VYVOJ ZISKAVANIA V KONTEXTE VYVOJA

moznosti, ¢o prakticky znamena vylugenie uvah o RIADENIA LUDSKYCH ZDROJOV

vplyvoch vyznamnych faktorov ako aj akéhokolvek

systematického pristupu a tym moznosti akymkolvek Ziskavanie zamestnancov je Cinnost, ktora okrem
sposobom predikovat' vysledky tychto procesov. iného zabezpecuje aj vystavbu timov potrebnych pre
dosiahnutie podnikatelskych ciefov, a ktora je tu od

V uvode ¢lanku je potrebné si zadefinovat: vzniku prvej manufaktiry az po sucasnost. Jej
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podstata zostala rovnakda od momentu, kedy sa
zaCala pouzivat ako uvedomely subor &innosti.
Pristup k ziskavaniu zamestnancov v kontexte
historického vyvoja sa v8ak odvijal od vyvoja
pohladu na manazment ludskych zdrojov ako vednej
discipliny.

Literarne zdroje sa v zhoduju v tom, Ze riadenie
ludskych zdrojov (RLZ) je jednou z najmladSich
profesii, ktorej histéria sa datuje zhruba o jedno
storoCie dozadu. RLZ sa vyclenilo v tomto obdobi z
tzv. skladovej a z&sobovacej funkcie na osobitnu
kancelarsku aktivitu, ktora vskutku operativnym
spbésobom pokryvala dodavanie [udi (neskor
nazyvané ,hiring“), uspokojujuc tym aktualne potreby
spolo¢nosti. Bolo ponimané skér ako nakupovanie
fudi, rovnako ako nakupovanie réznych tovarov,
Ziadny iny vyznam RLZ nebol pripisovany. Kratko po
zaciatku 20. storocia zvySujuca sa komplexita vyroby
a vyrobnych procesov ako aj nezanedbatelny vplyv
nového fenoménu v podobe robotnickych odborov
podstatnym spbsobom menili pohfad na
problematiku fudskych zdrojov. (Kachanakova,
2001) V sucasnosti je personalny manazment, resp.
RLZ vSeobecne povazované za klu¢ k uspechu, aj
ked niektoré spoloCnosti sa drzia Taylorovskych
pristupov.

RLZ sa zaobera riadenim [udi na makrourovni,
vytvaranim a rozvojom personalnej organizacie ako
celku. Ide o nabor, vyber, motivaciu, zvySovanie
kvalifikacie a uvolfovanie zamestnancov (Alexy,
2004).

CIELE A PODSTATA ZiSKAVANIA
ZAMESTNANCOV

Cielom procesu ziskavania je vytvorit skupinu os6b
(z vnutornych a vonkajsich zdrojov pracovnych sil), z
ktorej bude mozné naslednymi vyberovymi postupmi
vybrat nového zamestnanca, najvhodnejSieho pre
obsadzované pracovné miesto. Suvisiacimi cielmi su
dalej: wvytvorit tuto skupinu uchadzaov s ¢o
vytvorit ju tak, aby bola dosiahnutd maximalna
pravdepodobnost, Ze sa najvhodnejSieho uchadzaca
podari vybrat' (Petfikova, 2002).

Podstatu ziskavania méZeme zhrnut ako ucelné,
planované a predvidavé kombinovanie foriem a
metdd, ktorych realizacia predpoklada aktivny
pristup k splneniu ciefla, ktorym je ziskanie zaujmu
kandidatov, ktori danym poziadavkam
obsadzovaného  pracovného miesta  najviac
vyhovuju.

Definicia:  ,Ziskavanie = zamestnancov mézZzeme
definovat’ tiez ako proces, v priebehu ktorého
dochadza k prilakaniu dostato¢ného mnozZstva
kompetentnych uchéadzacov deklarujucich zaujem o
obsadenie pracovného miesta v  konkrétnej
organizacii, a to v potrebnom &ase a za primerané
néklady.“ (Armstrong, 2006) Definicia plne vystihuje

aktivny charakter jeho c¢iastkovych c&innosti, ktory
predpoklada znalost a uvedomenie si vlastného
potencialu zamestnavatela na trhu prace a nasledné
cielené vyuzivanie tychto poznatkov pre prilakanie
kompetentnych uchadzacov.

Snaha Jprilakat dostato¢né mnozstvo
kompetentnych uchadzaov“ vyjadruje uplatnenie
silne proaktivnheho pristupu v snahe obsadit volné
pracovné miesto, pod ktorym mézeme rozumiet
aplikovanie plnej skaly efektivne zvolenych stratégii
k ziskavaniu cielenej skupiny kompetentnych a
motivovanych uchadzadov. Su€asne poukazuje na

vSetky podstatné kritérid kladené na proces
ziskavania, a to (Hrablik, 2013):
e kvalitu procesu ziskavania (,prilakat
kompetentnych uchadzacov®),
e pozadovany ¢as obsadenia,
e naklady vynalozené na obsadenie

pracovnej pozicie.

Ziskavanie zamestnancov mézeme povazovat za
suCast  strategického formovania  podnikovej
pracovnej sily. Predstavuje omnoho viac ako len
obsadzovanie uvolnenych pracovnych miest pre
zabezpeCenie spravneho poétu a  skladby
zamestnancov (Walker, 2003):

® so spravnhymi schopnostami,
® na spravnych miestach,

e na spravne dlha dobu,

e prirelevantnych nakladoch,

® a spravne motivovanych a zainteresovanych

na vykonavanie tych spravnych veci pre
vybudovanie prosperujucej organizacie.

Na ziskavanie zamestnancov nadvazuje vyber
zamestnancov. Vyber zamestnancov je proces, v
ktorom manazéri na zaklade réznych c&innosti a
ziskanych informacii o uchadzacoch rozhoduju, ktory
z nich je najvhodnejsi, vzhfadom na kritéria urcitého
pracovného miesta (Kachanakova, 2001).

PROCES ZiSKAVANIA ZAMESTNANCOV

Armstrong (2006) definuje tri zakladné

ziskavania a vyberu zamestnancov:

fazy

1. definovanie poziadaviek — priprava popisov
Specifikacii pracovného miesta, rozhodnutie o
poziadavkach a podmienkach zamestnania;

2. prilakanie uchadzac¢ov - preskimanie a
vyhodnotenie réznych zdrojov uchadzadov
vnutri podniku aj mimo neho; inzerovanie,
vyuzitie agentur a poradcov;

3. vyberanie uchadzac¢ov - triedenie ziadosti,
pohovory, testovanie, hodnotenie uchadzacov,
assessment centra, ponukanie zamestnania,
ziskavanie referencii, priprava pracovnej
zmluvy.
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Predpokladom pre efektivny proces ziskavania
zamestnancov je perfektnd znalost povahy
jednotlivych pracovnych miest, ktoru prinasa analyza
pracovnych miest, a predvidanie uvolfiovania alebo
vytvarania novych pracovnych miest, ktoré su
sucastou personalneho planovania (Koubek, 2004).
Okrem povahy pracovnych miest proces ziskavania
predpoklada teda aj znalost po¢tu pracovnych miest
na obsadenie a Ci ide o novovytvorené miesto alebo
o nahradu.

Porovnanim réznych odbornych zdrojov
(Kachanakova, 2001), (Koubek, 2004), (Armstrong,
2006), (Petfikova, 2002) je mozné kroky procesu
ziskavania a vyberu zamestnancov popisat
nasledovne:

1. definovanie potreby obsadit volné pracovné
miesto a Specifikacie poziadaviek na
zamestnanca,

2. zvazenie alternativ (moznost
pracovnu naplii volnej pozicie,
potrebny dalsi Gvazok),

3. vyber zdrojov (interné a externé),

4. analyza silnych a slabych stranok ziskavania
zamestnancov,

5. vyber vhodnych metdd ziskavania,

6. realizacia ziskavania — napr. vlastnymi silami,
cez agentury a pripadne kombinaciou tychto
spbsobov, vysledkom je zostavenie zoznamu
kandidatov predstavujuci predvyber
kandidatov, z ktorych bude nasledne
zrealizovany vyber najvhodnejSieho kandidata,

7. hodnotenie efektivity procesu ziskavania a
vyberu.

prerozdelit
alebo je

Proces ziskavania zamestnancov nadvazuje na
personalne planovanie a je vstupom pre proces
vyberu zamestnancov. Determinuje moznosti vyberu
zamestnancov a je komplexnym suborom ¢&innosti, a
z tychto dévodov by sa jeho priprave a realizacii
malo pristupovat s nalezitou délezitostou a
odbornostou, od alokacie finanénych zdrojov az po
pripravu  zamestnancov  vykonavajucich tieto
¢innosti. Ziskavanie a vyber zamestnancov by mali
byt Cinnostami vzajomne prepojenymi, ziskavanie
poskytuje potrebny subor uchadzaCov a vyber by
mal poskytovat spatnu vazbu pre zdokonalovanie
ziskavania. (Hrablik, 2013)

Okrem iného, by mal vyber metéd a foriem
ziskavania zamestnancov vychadzat z analyzy
realnych mozZnosti zdrojov. V prvom rade je

samozrejme uzito&né zvazit vnutorné zdroje. Dalej je
nutné si realne predstavit, odkial sa mbézu
zaujemcovia ziskavat' (z blizkeho &i vzdialenejSieho
okolia) a nakolko su potrebné kvalifikacie dostupné
na miestnom trhu prace. Podla vysledkov tychto
uvah a podfa disponibilnych finanénych prostriedkov
je zvolena stratégia Sirenia informacii o ponuke. Od
financnej rozvahy sa odvinie aj to, ¢i bude proces
ziskavania nasledny proces vyberu vhodného
kandidata uskutocneny vlastnymi silami
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(personalnym  atvarom), alebo bude zvereny
odbornej personalnej agenture (Petfikova, 2002)

Vyber metdéd ziskavania je, zo skutoCnosti
zvazovanych v ramci analyzy silnych a slabych
stranok ziskavania zamestnancov, analyzy realnych
moznosti  zdrojov a  planovanych  zdrojoch,
ovplyvneny najma nasledovnymi skuto¢nostami:

e Druh pracovnej pozicie (pracovné zaradenie)
a pocCet volnych pracovnych miest.

®  Moznosti internych zdrojov.

e Dostupnost kvalifikacie na miestnom trhu
prace.

e Finan¢né moznosti (Talnagiova, 2012).
e Preferovana stratégia Sirenia informacii.

e Cielova skupina kandidatov, ktorych chce
organizacia prilakat.

Vhodnost’ vybranych metéd ziskavania v zavislosti
od druhu pracovnej pozicie zobrazuje tabulka 1.

Vyber metdd ziskavania zamestnancov z pohfadu
rozhodovania predstavuje rieSenie rozhodovacieho
problému. V podnikovej praxi existuje mnozstvo
metdd na rieSenie takychto uloh.

Metédy rozhodovania vo vSeobecnosti predstavuju
suhrn pravidiel a postupov, ktorych reSpektovanim
moze subjekt rozhodovania dospiet’ k volbe (vyberu)
spravneho variantu rieSenia daného rozhodovacieho
problému, a teda k prijatiu najlepSieho rozhodnutia
(Majtan, 2007).

Odborna literatura ponuka rozne klasifikacie metéd
rozhodovania. Ak pouZijeme klasifikaciu, v ktorej sa
ako zakladné kritérium ¢&lenenia chéape vzajomny
vztah empirie a tedrie obsiahnutej v jednotlivych
rozhodovacich metddach, mozno tieto rozdelit na tri
skupiny (Magdolenova, 2009):

e Empirické metédy: su zalozené na
praktickych skusenostiach, ktoré spolu s
mierou poznania, nadobudnutymi
vedomostami, zruénostami a intuiciou
samotnych manazérov — rozhodovatelov
alebo dal8ich expertov — su ich zakladnymi
principmi.

e Heuristické metédy: vyuZivaju prednosti
empirickych a  matematicko-statistickych
metdd a su zalozené na zdravom rozume a
logike. K tymto metédam patri metéda
rozhodovacej tabulky, rozhodovaci strom,
rozhodovacia analyza a tedria preferencii (ak
je 60% néadej, Ze rozhodnutie je spravne, mal
by ho rozhodovatel akceptovat).

o Exaktné metdédy: su zalozené na vedeckej
analyze a urCené pre rieSenie opakujucich sa
rozhodovacich situacii, sem patria (Hrablik
Chovanova, 2004): metdédy matematickej
Statistiky (tedria pravdepodobnosti, korelaéna
analyza, analyza C€asovych radov), metddy
matematickej analyzy a linearnej algebry
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(diferencialny pocet, extrapolacia, maticovy
pocet), metddy operacnej analyzy
(ekonomickomatematické metddy, Struktdrna
analyza, sietova analyza, modely hromadne;j

obsluhy a pod.).

Tab. 1 Prehlad spésobov ziskavania a vyhladavania (Alexy, 2004)

INTERNE EXTERNE ZDROJE
Kariér | Vottro | Odpor | Urad | Priame | Databa | Inzerci | Sponz | Diplo | Execut | Recrui
ové organi | Ucania | prace |oslove |za a oring |mové |ive tment
plany | zainy nie organi Studen |aroc¢ni | search
a konkur zacie tov a|kové
pripra |z ucilov | prace
va
TOP * % % * 3k 3k * * ¥ *
manazment
Stredny * 3k kK * K kK KKK | kK
manazment
Prvostupiiovy | % kkk | ko kK | kKK * * %k
manazment
Predajcovia * * % * * % * * k% * * %%
Administrativ * ¥ ¥k ¥ ¥k | Kk * * *
a
Specialisti kkK | Kk kK [ wk*k *H k¥ | * * %
podpory
gpecialisti kKoK | kK kKK | KKK * K * % * * %k
produkcie
Vykonni prac. * 3k kK * ¥ ¥ *
Pomocni prac. * % * 3k * kK

Legenda &k tabulke:
¥, Fk KKK - vwadruje orientacni mierit vhodnosti pouZitia metody. Jedna hviezdicka oznacuje mierne

vhodnii metodu, tri hviezdicky oznacujiu velmi vhodni metodu.

Vyber metdd ziskavania v praxi predstavuje a. za kluCové pozicie sa povazuju (je mozné

multikriterialne rozhodovanie. NajbeZnejSie metody
multikriterialneho rozhodovania su (Hudyméad&ova,
2009):

e Decision Matrix Method: je povazovana za
zakladnu metddu multikriterialneho
rozhodovania.

e Forced Decision Matrix Method.

e Analytic Hierarchy Process.

e Preference Ranking Organisation Method
for Enrichment Evaluations — PROMETHEE

vytipovat) konkrétne pracovné pozicie;
kfu€ovou poziciou nemusi byt v kazZdom
pripade tazko najditelna pozicia;

kfu€ové pracovné pozicie majua velmi silné
momentalne prepojenie na dosahovanie
vysledkov spolo€nosti, ich absenciou je
priamo ohrozena realizacia cielov (riskovanim
neobsadenia pozicie je priamo ohrozena
profitabilita spolo¢nosti);

vznik kFa€ovych pracovnych pozicii je v
podstatnej miere ovplyvneny aj Stadiom vyvoja

umoziuje  uzivatefovi priamo  vyuzivat tnej _ ! \
jednoducht multikriteriainu tabulku. StLat_eglckych projektov a spolocnosti ako
takej;
V roku 2013 sa realizoval prieskum, ktory sa spolocnosti  sa  opieraju o individualnu

uskutoénil v d&smich vyznamnych priemyselnych
spologénostiach na Slovensku, bol postaveny na
metdde riadeného rozhovoru s ich personalnymi

skusenost' a pripadnym odchodom postupuiju
riziko straty know how v procese ziskavania;

vyznamnu ulohu hraju disponibilné zdroje a v
SirSom kontexte aj pristup spolo¢nosti k

manazérmi a v jednom pripade s majitefom : ) : J0I6C )

spolo¢nosti.  V3etky spolognosti  boli  vyrobné ludskym ~ zdrojom - predovSetkym ich

spolognosti a st dodavatelmi v automobilovom planovanie a riadenie kariéreho rastu a
naslednictva; docasne relokovani

priemysle, jedna z nich je vyrobcom automobilov a
jedna je vyrobcom elektrotechnickych produktov.

Z riadeného rozhovoru je mozné zhrnut
nasledovné zavery a poznatky (Hrablik, 2013):
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g. zvySena snaha o opatrenia pre zabezpecenie,
prildakanie a udrzanie zamestnancov na
kfacovych pracovnych poziciach.

Pri vybere metédy, ktora rozSirila vysledky z
prieskumu metédou riadeného rozhovoru, bola
zvolena jedna zo zakladnych exploraénych metdd —
metoéda kladenia otazok prostrednictvom dotaznika.
Dotaznik predstavuje taky spbsob, pri ktorom ide o
ziskavanie udajov od respondentov prostrednictvom
pisomnej formy na predloZzenom formulari.
Interpretacia vysledkov dotaznikového
prieskumu (Hrablik, 2013):

e vacgsSina spoloCnosti ma  implementovanu
smernicu pre ziskavanie zamestnancoy;

e iba 10 % podnikov je v pripade obsadzovania
kfucovych pracovnych pozicii uspedné ak plne
nasleduju svoje formalizované postupy;

e dosahovanie vysledku do zna¢nej miery je
ovplyvnené internymi faktormi, ktoré pdsobia v
procese ziskavania, medzi nimi, napr. ktoré maiju
charakter podnikového know-how (napr. v osobe
zodpovednej za ziskavanie), tzv. employer
brandingu (reputacie spolo¢nosti medzi
uchadzacmi);

o stratégia ziskavania je podstatne determinovana
stanovenymi kritériami ziskavania a to ¢asovym a
nakladovym pohladom;

e v pripade klu€ovych pracovnych pozicii je
vacSina umiestneni z externych zdrojov;

e preferované metdédy a zdroje v pripade
problematickych pozicii - spolo€nosti si pomahaiju
v ziskavanim kfacovych zamestnancov
oslovenim uchadzacov zo zahranicia;

e oslovené spolo¢nosti zamestnavaju fudi s cudzou
Statnou prisludnostou a povazuju tento zdroj za
uzitoCny (oslovené spolo¢nosti patria medzi
zamestnavatelov, ktori na Slovensku prispievaju
k zamestnavaniu cudzincov),

e Ucinné rieSenie kfuCovych pozicii z pohfadu ich
obsadzovania by v idealnom pripade malo byt
sprevadzané a podporované aj zmenami
spadajucimi do inym ¢&innosti RLZ /€innostiach

riadenia fudskych zdrojov/, ako napriklad:
personaly marketing - employer branding;
kariérne planovanie.

Problematiku vyberu metdd ziskavania

zamestnancov mozno chapat ako problematiku
rozhodovania o vhodnom vybere, na konci ktorého
musia byt zodpovedané zakladné otazky: ktoré
metddy pouzit a pripadne v akej kombinacii a postup
nasadenia jednotlivych metdd. Tento proces je nutné
chapat ako proces, ktorému predchadza:

o Identifikacia rozhodovacieho problému -
cielom tohto kroku je ujasnenie si ciela, ktorym je
vyber vhodnej metédy, resp. kombinacie metdd a
ich postupu nasadenia pre konkrétnu pracovnu
poziciu..
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e Uréenie kritérii pre rozhodovanie, resp. priorit
kladenych na proces ziskavania.

e Zhodnotenie realnej situacie dostupnych
zdrojov. Ide o poskladanie vedomostnej bazy, z
ktorej podnik cerpa pri stanovovani stratégii
ziskavania, t. j napriklad pri rozhodovani o
metdédach ziskavania, ktoré pouzije, ale aj
celkovych stratégiach pre buduce pripady
ziskavania klu€ového podnikového potencialu.

URCENIE METOD ZiSKAVANIA
ZAMESTNANCOV POMOCOU METODY
PROMETHEE

Po rozhodnuti, ktoré kritéria budu z pohladu procesu
ziskavania zamestnancov klucové, podnik pristupi k
samotnému vyberu metdd ziskavania. Ten méze
vykonat bud pomocou bodovej metddy alebo
pomocou metédy PROMETHEE, a to v zavislosti od
poctu sledovanych kritérii mbéze teda k urceniu
metdd ziskavania pouzit bud vyber: pomocou
bodovej metédy (jedno az dve kriteria), resp.pri
dvoch alebo troch zvolenych kritériach na proces
ziskavania zamestnancov je vyber metdd ziskavania
mozné alternativne realizovat prostrednictvom
multikriterialneho rozhodovacieho modelu
PROMETHEE tak, ze k uréenym prioritam procesu
ziskavania zamestnancov sa priradi ich vaha a ich
preferencie vzhfadom na metédy ziskavania a
nasledne sa tieto data vlozia so softvéru.

PROMETHEE umozniuje uzivatelovi priamo vyuzivat
jednoduchu  multikriterialni tabulku.  Namiesto
nutnosti vykonania velkého pocet porovnani,
rozhodovateldefinuje len svoje vlastné stupnice
merania (bez obmedzenia), k ureniu svojich priorit a
svojich preferencii pre kazdé kritérium. Vyhodou
metody PROMETHEE je, Ze umozhuje rychle
uskutoc€nitanalyzu citlivosti vo vizualnej podobe a
vypocet robustnosti aktualnej klasifikacie pre kazdé
kritérium. (Hudymacova, 2009)

Tato metdéda je povaZzovana v oblasti rieSenia
multikriteridlnych rozhodovacich uloh za jednu z
najucinnejSich a suéasne aj jednu z
najjednoduch8ich pre pouZitie. Je zaloZzena na
rieSeni matice:

A1) A0 Ji)

e FO

da; _/;((h)

kde:

* aa, ag, ...a, ...predstavuju n moznych alternativ,

- fq, T2, .1, ... T predstavuju k rozhodovacich kritérii.
Kazdé fj(a;)) musi byt pritom skuto&né Cislo.
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V takejto matici je mozné namodelovat mnoho
rozhodovacich uloh z praxe. Vo vacSine pripadoch
ide o lahku ulohu a maticu je mozné zostavit' velmi
rychlo. Problém vyberu metdd ziskavania, napriklad
na kfuGové pracovné pozicie z pohladu
rozhodovania, predstavuje identicku ulohu, ktoru je
teda mozné danou metddou rieSit. Zapis ulohy pre
realizaciu nasho konkrétneho rozhodovania v
maticovom tvare je mozné urobit nasledovne:

fil) A i) fil.)
iy
m;
m; Sy
m,

kde:

ml, m2, ..mi, ...mn predstavuju n = 14 moznych
alternativ volby v podobe

metdd ziskavania zamestnancov;

f1, f2, ..fj, ...fk predstavuji k = 3 rozhodovacie
kritéria.

Vyobrazenie nasho zadania v pracovnom prostredi
softvéru Visual PROMETHEE Academic je na obr. 1
aZ2.
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Obr.1 Pracovné prostredie softvéru Visual
PROMETHEE Academic

[ All | [Chritgrium 1| [ kritériomi | [ kritériom k]
Lnit unit unit unit
I:.Zluster,l'Group ‘ ‘ ‘

= Preferences . . .
Tingax nia
Weight nla
Preference Fn. nfa.
Thresholds nfa
- (1 Indifference nia
- P: Preference nla
- 5: Gaussian nja.

[+ Statistics

= Evaluations
| | ally, tall), tall),
|| (all {all {all
O (ally fall {ally

Obr.2 Matica vyberu metod ziskavania v prostredi
PROMETHEE Academic

Na verifikaciu spravnosti navrhovaného postupu pre
konkrétne klu€ové pracovné pozicie je mozné pouzit
softvér Visual PROMETHEE Academic, pomocou
ktorého, ako bolo uz spomenuté vysSie, je mozné
pomerne jednoducho a rychlo uskutoCnit analyzu vo
vizualnej podobe ako aj vypocCet robustnosti
aktualnej klasifikacie pre kazdé kritérium.

I SRR R e = e G L o WL e S e )

: Fils  Ect Model Control PROMETHEE-GAIA Gl GI% Assistarts  Sna
S0 & DD Bl |/ #F & L ¢ &
IBHS X FT HM bl 5 ©FE W D W
| = 2] =2
@ [ Scenariol kvaita ] [ cas | [ nakdady )
Link S-point S-poirt naklady
Chluster /Group <& & @
= Preferences
M Max mnax max max
Waight 44,87 35,90 19,25
Prefevence Fn, Usual Usisal Usual
Thresholds absolute absolste absokte
- Q1 Indfferance nfa nfa nfa
P Prelerence nja nja nfa
- 5: Gaussian nfa n'a nla
Statistics
Mt 1 I 1,000
Masdimun 5 5 10.000%
Average 3 2 0.079e
Standard Dev. ! 1 2.785e
- Evaluations
2 ([ sgeceara ) [ ery good average 8.000%
[¥] [pracovné portaly | [T good bad 9.9008
[#) [ odpordadania ) [ good average 10.000%
[¥] [ priame ostavenie ) [T good ry good 1.0008
[ (firamns vearnat.. ) | [ average bad 9.5008
[¥] profesionaine s0..) [T bad bad 9.8500
2 B YT I | very bad very bad 10.000®
[¥] [employer beandngl [ very bad very bad 5.0008
[ [ ezercauaz ) [ bad very bad 9,950
1 Bxterns spokpesca [T average average 5.000€
“Sholy, univerzity | [ bad wry bad 10,0008
zarciameas ) [ bad ery bad 5.0008
__oradprace ) [ bad wey bad | 10.0004]
4] [spol zos.ziete )| B very bad vy bad 9.900€
: (:: >\T<-.-nmvol /
:A(tlnnz' 14 (14 active) Creeria: 3 (3 active) Scenarios: 1 (1 active) Locale: Custo

Obr. 3 Simulacia vyberu metéd ziskavania klfucovej
pracovnej pozicie zo skupiny zamestnancov — $pecialisti
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Predchadzajuci obr. 3 zachytava simulaciu vyberu
metdd ziskavania kfuCovej pracovnej pozicie zo
skupiny zamestnancov — Specialisti. Kvalitativne
plnenie kritérii kvalita kandidata a ¢as obsadenia su
tabulkové hodnoty v rozpéati 1 az 5 (indexy vhodnosti
jednotlivych metéd z pohladu daného kritéria: 1-

FORUM MANAZERA 2/2016

jednotlivé metddy je vyjadreny usporou finanénych
prostriedkov.

Na nasledujucom obr. 4 je grafické vyobrazenie
vysledku  multikriterialneho  rozhodovania  pri
uvedenych parametroch a vahe jednotlivych kritérii
(kvalita kandidata — 44,87; ¢as obsadenia — 35,90;

najlepsie, 5-najhorsie). Nakladovy ohlad na . L A
Jep ) ) y.p naklady 19,23) prislachajucich fiktivnej situacii
obsadzovania klu¢ovej pracovnej pozicie.
Eosdporiania
(B sgeniiea
priame oskverie [T
pracovnie portily [T
A eocternd spoluprbca [T
..3- fremnd internetov strénka [0
£
="
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k]
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f Elirad praceszity
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smployer branding [0
oo lepdie  vatup  hordie 2o

Obr. 4 Grafické vyobrazenie vysledku multikriterialneho rozhodovania

Zobrazeny graf (obr. 4) poskytuje dvojrozmernu
vizualizaciu  vstupov a  vystupov = modelu
prostrednictvom  tzv. ,Performance analysis®
(analyzy vykonnosti jednotlivych alternativ®). Tzv.
.hranica efektivity je vymedzena cZervenymi
useCkami. NajvhodnejSia metéda sa nachadza na
tejto hranici (v tomto pripade je to metdda
prostrednictvom odporuéani). Poradie vhodnosti
ostatnych metdd je vyjadrené ich vzdialenostou k
vyobrazeniu tejto hranice. Kazdd metdédu v ramci
tejto interpretacie vysledkov PROMETHEE je mozné
vyhodnotit vzhfadom na ich ,spotrebu” vstupov (os
X) a poskytované vystupy (os y), je mozné odcitat
ich tzv. vykonnostny profil. Tento graf vlastne
vyjadruje v naSom pripade hodnotenie relativne;j
»vykonnosti“  jednotlivych metdd ziskavania

zamestnancov vzhladom na niekolko vstupnych a
vystupnych kritérii.
Metéda PROMETHEE je navrhnuta na rieSenie

multikriteridlnych rozhodovacich problémov, ktora
pomaha predovsetkym s:

e vyhodnotenim vhodnosti niekolkych mozZnych
rozhodnuti alebo variant vzhladom na viac
kritérii;

e identifikovanim najlepsieho mozného
rozhodnutia;
e vytvorenim poradia vhodnosti moZnych

rozhodnuti.

Tato metoda bola zvolena z nasledujucich dévodov
(Hrablik, 2013):
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e Ma 3Siroké mozZnosti uplatnenia v praxi, kde
jednou z oblasti rieSenia, ktord odporudaju aj
tvorcovia tejto metddy, je napriklad aj vyber
dodavatelov  sluzieb (ktoré sa daju
interpretovat aj ako metdédy ziskavania) v
oblasti riadenia [ludskych zdrojov, alebo
napriklad vyber najvhodnejSieho uchadzaca o

pracu. Medzi ostatné oblasti uplatnenia
mobzeme zaradit napriklad:
- Obstaravanie - hodnotenie

dodavatelov rbéznych tovarov alebo
sluzieb.

- Definovanie klu¢ovych ukazovatelov
vykonnosti. (hodnotenie vykonnosti

- objektov hodnotenia, napr. vykonnosti

jednotlivcov, timov, oddeleni,
obchodov,

- logistickych centier a mnohé iné).

- Hodnotenie projektov (Akym
spOsobom riadit’ projekty pri
zohladneni

- oCakavanych prijmov ako aj miery
rizika a projektového rozpodtu?).
- Investiéné rozhodovanie.
- Volba vhodnej lokality, napriklad pre
novy vyrobny podnik.
e Je metddou, ktora sa vyhyba hodnoteniu
alternativ _na zaklade “silnych domnienok”

hodnotitela tykajucich sa preferencii
rozhodovania.
e Eliminuje potencialne riziko nespravneho

rozhodnutia ako dbsledok rieSenia rozsiahlej
rozhodovacej ulohy.

¢ RieSeny problém (vyber metdd ziskavania na
kluCové pracovné pozicie) z pohladu
rozhodovania, predstavuje rozhodovanie na
zaklade viacerych kritérii, identické k tomu &o
rieSi uvedena metdda.

e Jednu z najudinnejsich a su€asne aj jednu z
najjednoduchsSich pre pouzitie v praxi.

e Pracu s aplikacnym softvérom tejto metddy je
mozné si rychlo a spolahlivo osvoijit.

ZAVER

Pri realizacii vyberu metdd ziskavania zamestnancov
na klu€ové pracovné pozicie je délezité, aby sa
volba vhodnych metdd sprehladnila a ozrejmila
vzhlfadom na stanovené moZznosti a priority podniku
a zjednoduSila sa jej samotna realizacia. Dané

zjednoduSenie a sprehladnenie vyberu metod
ziskavania zamestnancov umoziuju softvérové
nastroje.

Je potrebné si uvedomit, Ze svojich podnikatel'skych
cielov  podnik nedosiahne bez  pritomnosti
pozadovaného klu€ového personalu, bez ohfadu na
svoju vyspelost, predmet podnikania a technologické
zazemie. Je zrejmé, Ze schopnost ziskania a
udrZzania klu€ového fudského potencialu nie je iba
podmienkou dosahovania podnikatelskych cielov,

ale hlavne jednou z konkuren&nych vyhod, ktorej je
nutné venovat velku pozornost.

Na zaver je eSte potrebné zvyraznit:

1. najvyraznejSie pozitiva, ktoré vyplynuli z
prieskumu, mozno povazovat’

— existuje snaha slovenskych podnikov

aktivne riesit’ problematiku ziskavania

zamestnancov na kFiaéové pracovné

pozicie - vytvarat a implementovat
Standardizovany postup pre tento
proces,

— nastala zmena v mysleni podnikov v
suvislosti s klaéovym [ludskym
potenciadlom ako k ich silnej stranke a
zvyseniu konkurencieschopnosti.

2. najvyraznejSie negativa, ktoré vyplynuli z
prieskumu, mozno povazovat’

— niektoré podniky este stale nemaju
implementovany dokonca ani
zakladny proces v danej oblasti,

— len malo podnikov ma vypracovany
konkrétny postup ziskavania
zamestnancov na klac¢ové pracovné
pozicie.

Opisany postup ziskavania zamestnancov na
kluGové pracované pozicie poskytuje podnikatelskej
verejnosti vhodny nastroj nielen na zefektivnenie
ziskavania zamestnancov na kluCové pracovné
pozicie ale aj procesu ziskavania ako takého, a to

eliminovanim nepotrebnych metdéd ziskavania
a stanovenim Standardného postupu ako aj
odhalovanim potencialu potrebnych metod

ziskavania. Je mozné sa domnievat, Ze opisany
postup sa tak stane vhodnou inSpiraciou, ktora
k tymto pozitivnym zmenam prispeje.
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POSTUP TVORBY PERSONALNEHO PLANU V PRIEMYSELNYCH PODNIKOCH
THE PROCEDURE FOR CREATION OF PERSONNEL PLAN IN INDUSTRIAL ENTERPRISES

KOLTNEROVA Kristina, CHLPEKOVA Andrea, SPISAKOVA Alzbeta, SZABO Peter, MLKVA Miroslava

ABSTRAKT

Prispevok sa zaobera problematikou personalneho planovania v priemyselnych podnikoch. Personalne planovanie,
ktorého vystupom je personalny plan, predstavuje v ramci hierarchie ¢innosti riadenia udskych zdrojov podklad pre jeho
nasledné cinnosti, a preto by mali podniky venovat zvySent pozornost klticovej Cinnosti riadenia ludskych zdrojov,
ktorou je prave personalne planovanie, pretoze predstavuje prvy krok pri vytvarani primerane velkého a primerane
kvalifikovaného personalu. Cielom prispevku je prezentovat postup tvorby personalneho planu v priemyselnych
podnikoch.

KLUCOVE SLOVA
Pracovna sila, personélny pléan, priemyseilné podniky

ABSTRACT

The article deals with the problematic of personnel planning in industrial enterprises. The output of personnel planning is
a personnel plan. Personnel planning provide the basis for further activities of human resource management. Therefore,
enterprises should pay more attention to personnel planning which represents the first step in creating of reasonably
large and adequately qualified staff. The aim of this article is to present the procedure for creation of personnel plan in
industrial enterprises

KEY WORDS
Workforce, personnel plan, industrial enterprises

uvoD RIADENIE LUDSKYCH ZDROJOV
A PERSONALNE PLANOVANIE

Cielom kazdého podniku je, aby bol vykonny,
uspesny na trhu, dosahoval Ziaduci zisk a aby sa Riadenie ludskych zdrojov pini predovsetkym &tyri
jeho hodnota neustale zvySovala. Podnik modZe zakladné ulohy, od ktorych sa odvija Siroky ramec
dosiahnut’ konkurenénu vyhodu, ak sa mu podari jeho rozmanitych &innosti. Ulohy a jednotlivé ginnosti
zabezpecit, prepojit, skoordinovat a efektivne riadenia ludskych zdrojov zobrazuje nasledujlci obr.
vyuzivat subor Specifickych zdrojov spésobom, ktory 1. Prvou zuloh je zabezpedovanie [ludskych
konkurenti  nedokazu  napodobnit.  KluCovym  zdrojov pre organizéciu v orientacii na ich primeranu
8pecifickym zdrojom su nepochybne ludia, pomocou  $truktiru a mnozstvo, o zahffia také &iastkové
ktorych podnik dosahuje pinenie strategickych aktivity ako planovanie a prognézovanie potreby
a podnikovych ciefov. Z tohto pohfadu nemozZno zamestnancov, analyza pracovnych miest,
chapat problematiku riadenia fudskych zdrojov ako ziskavanie,  vyber, prijimanie  a prepustanie
ohrani¢enu funkéni oblast, ale ako oblast zamestnancov (vid |. kvadrant, obr. 1). Druha uloha
strategického vyznamu, ktora ovplyvriuje tvorbu aj sa tyka optimalizacie vyuZivania Iludskych
realizaciu  stratégie podniku (Olexova 2008). zdrojov, t.j. postarat sa oto, aby tieto zdroje boli
Zakladnym zdbvodnenim efektivnosti personalnej optimalne vyuZivané. Skupina ¢innosti odvodena od
prace podniku je totiz jej prepojenie so stratégiou tejto ulohy ma za ciel najmad motivovanie
podniku ako celku asulad Cdiastkovych cielov aodmefovanie  zamestnancov, riadenie ich
v personalnej oblasti s celopodnikovymi. Preto je profesijnej kariéry, premiestfiovanie a povySovanie,
vzdy potrebné zabezpeCit integraciu riadenia ako aj budovanie personalnych informacénych
ludskych zdrojov so strategickymi potrebami systémov (vid Il. kvadrant, obr. 1). Tretia Uloha
podniku. Ludia s0 vsuCasnosti povaZovani za kladie déraz na tie &innosti riadenia [udskych
strategicky zdroj na dosiahnutie konkurencnej zdrojov, ktoré su zacielené na jednotlivych
vyhody vo vacsine hospodarskych odvetvi, a preto zamestnancov aich individudlny rozvoj ($kolenie
by plan fudskych zdrojov nemal chybat' v systétme a vzdelavanie, socialna a poradenska starostlivost,
planovania Ziadneho podniku (Novak 2009). ochrana zdravia) (vid' Ill. kvadrant, obr. 1). Nakoniec
Stvrtou Ulohou dotvarajucou sustavu Uloh je
optimalizacia skupinovych procesov vo vnutri
organizacie afenoménov vstupujucich do reality
organizaného spravania sa ako celku navonok.
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Zahfhia také aktivity ako vytvaranie efektivnych
pracovnych  timov, ich optimalne vedenie,
zavadzanie a zlepSovanie komunikacie vo vnutri
organizacie isjej okolim, sprostredkovanie medzi
odbormi a zamestnavatelmi (vid IV. kvadrant, obr. 1)
(Ferjenc¢ik a Bosakova 2001).

Planovanie fudskych zdrojov Mzdova politia

Zskawanie 3 nabor Motvaca 3 hodnotenie
Vyber Discipiina

Prijmaniz 3 prapl& anis Rizdenie profesijng] kariéry
Anahza pracownych miest Personaine infosystémy

ZABEZPECOVANIE POTREBY OPTIMALIZACIA VYUZIVANIA
LUDSKYCH ZDROJOV LUDSKYCH ZDROJOV

V. .

OTIMALIZACIA SOCIALNYCH PERSONALNY ROZVOJ
CINITELOV A STAROSTLIVOST
O PRACOWNIKOV

Viyeuk 2 wdeldvanie
Sodaina starostiivos?
QOchrana zdravia

3 bezpednost prace
Individudine poradenstvo

Formosanie §mov

Eikf iy Sty vedenia
Komunik3oa v organizacii
Komunik3ca s vergjnostou
Sprostredkovanie

Obr. 1 Schematicky prehlad uloh riadenia [ludskych
zdrojov (Ferjencik a Bosakova 2001)

Personalne planovanie, ktorého vystupom je
personalny plan, predstavuje vramci hierarchie
Cinnosti riadenia fudskych zdrojov podklad pre
nasledné cinnosti vV ramci zabezpecCovania
zamestnancov ako aj pre ostatné ulohy a pre ich
jednotlivé &innosti, ktoré su uvedené na obr. 1, a
preto by mali podniky venovat zvySenu pozornost
klfu€ovej €innosti riadenia ludskych zdrojov, ktorou je
persondlne planovanie.

Personalne planovanie je definované ako ,proces,
ktory v sulade s ostatnymi podnikovymi planmi ma
stanovit potrebny pocet a Struktiru buducich
zamestnancov v poZadovanom Case ana
prislusnom mieste tak, aby boli zabezpecené
podnikové ciele a ulohy a zaroveri viedol podnik ku
konkurencieschopnosti. Vysledkom je personalny

Tab. 1 Pocet respondentov (vlastné spracovanie)
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plan, ktory obsahuje aky pocet zamestnancov
(kolko), v akej Strukture (akych), v akom ¢asovom
horizonte (kedy) a na aké pracovné miesta (kde)
bude potrebny pre zabezpecéenie stanovenych cielov
v planovanom obdobi, pre ktoré sa personalny plan
vypracovava“ (Koltnerova, Chlpekova a Samakova
2013).

Zakladnym cielom personalneho planovania je v
sulade s podnikatelskymi zamermi podniku stanovit
potrebny  poCet zamestnancov  pozadovanej
kvalifikacie, v pozadovanom ¢ase a na prislusnom
mieste. Taktiez je potrebné naplanovat postupnost
krokov na odstranenie zistenej nezhody medzi
skutoénym a pozadovanym stavom personalu
podniku (Cambal, Holkova a Lenhardtova 2011).

VYSLEDKY SKUMANEJ PROBLEMATIKY

Na ziskanie informacii o personalnom planovani bol
pouzity dotaznik. Dotaznik je metoda
zhromazdovania udajov, ktora sa zaklada na
dotazovani osbb aje ur€ena pre hromadné
ziskavanie udajov.

Medzi objekty skimania boli zaradené priemyselné
vyrobné velké a stredné podniky na Slovensku.
Pri vymedzeni velkosti podnikov sme vychadzali
z odporuCania Komisie europskeho spoloCenstva
2003/361/ES zo 6. maja 2003 o definicii malych
a strednych podnikov. Definicia tieto podniky
rozdelfuje podla velkosti na zaklade troch kritérii —
poCet zamestnancov, roCny obrat, bilanéna suma.
Vzhladom na charakter problematiky bolo brané do
uvahy Kkritérium pocet zamestnancov.

Vyberovy subor predstavoval 385 velkych
a strednych priemyselnych podnikov. Na dotaznik
odpovedalo 71 strednych a velkych priemyselnych
podnikov v Strukture ako je uvedené vtab. 1 (40
strednych podnikov a 31 velkych priemyselnych
podnikov).

Velkost Stredny podnik Velky podnik (250- | Velky podnik (500- | Velky podnik (1000
X (50-249 499 999 a viac
podniku
Zamestnancov zamestnancov) Zamestnancov) Zamestnancov)
Pocet 40 15 12 4
odpovedi
Vramci dotaznika bolo personalne planovanie (akych), v akom ¢asovom horizonte (kedy) a na aké

charakterizované ako kratkodobé personalne
planovanie (€asovy horizont do jedného roka).
Vystupom procesu kratkodobého personalneho
planovania je finalny personalny plan, ktory obsahuje
aky pocCet zamestnancov (kolko), v akej Strukture

pracovné miesta (kde) bude potrebny pre
zabezpecenie stanovenych cielov v planovanom
obdobi, pre ktoré sa personalny plan vypracovava.
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Otazka: Mate spracovany postup krokov s vyuZitim
vhodnych metdd a nastrojov  pre tvorbu
kratkodobého personalneho planu?

0%

28%

ano

Hnie

72%

Graf 1 Postup tvorby personalneho planu (vlastné
spracovanie)

Z grafu 1 je vidiet, ze podniky nemaju spracovany
postup krokov pre tvorbu personalneho planu,
pretoze tak odpovedalo 72% podnikov. 28%
podnikov uviedlo, ze ma spracovany postup, resp.
postup urenia niektorych krokov (napr. postup
uréenia osobnych nakladov).

Otazka: PovaZujete spracovanie postupu krokov s
vyuZitim vhodnych metdéd a nastrojov pre tvorbu
kratkodobého personalneho planu za jeden z
predpokladov  zvySovania konkurencieschopnosti
podniku?

7%

56%
ano
37 Hnie

Graf 2 Personalny plan a konkurencieschopnost (viastné
spracovanie)

Na zaklade vysledkov, ktoré su znazornené v grafe 2
je pozitivne, Ze 56% podnikov suhlasi s tvrdenim, ze
spracovanie postupu krokov s vyuzitym vhodnych
nastrojov a metdd pre tvorbu personalneho planu je
jednym z predpokladov zvySovania
konkurencieschopnosti podniku.

Z uvedenych vysledkov vyplyva, Ze analyzované
priemyselné vyrobné podniky nemaju spracovany
postup tvorby personalneho planu, ale na druhej
strane povazuju vypracovanie takéhoto postupu za
jeden z predpokladov zvySovania
konkurencieschopnosti  podniku.  Vypracovanim
postupu pre tvorbu personalneho planu sa prinesie
do procesu personalneho planovania zodpovednost

za jednotlivé ulohy a proces bude mozné povazovat
za systematicky, riadeny a usporiadany.

POSTUP TVORBY PERSONALNEHO PLANU

Postup tvorby personalneho planu zahffa viacero
Ciastkovych krokov, ktorych priebeh je zobrazeny na
obr. 2. Ciastkové kroky vedu k vypracovaniu
finalneho personalneho planu, t.j. vytvoreniu suladu
medzi poctom a Struktirou pracovnych miest
a poCtom a Strukturou pracovnych sil tak, aby
schopnosti drzitela pracovného miesta v maximalnej
miere zodpovedali pozZiadavkam daného pracovného
miesta a aby sa v kone¢nom désledku zabezpecilo
optimalne vyuZzivanie pracovnych sil.
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Obr. 2 Postup tvorby personalneho planu (vlastné
spracovanie)

Predtym ako opiSeme jednotlivé kroky tvorby
personalneho planu je potrebné zdéraznit, Ze
personalne planovanie je prvou personalnou
¢innostou, ktord vychadza z personalnej stratégie,
a preto je potrebné pred tvorbou personalneho planu
poznat  areSpektovat stratégiu  a personalnu
stratégiu podniku
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Analyza suéasného stavu

Na personalnom oddeleni sa zhromazdia udaje o
suCasnych pracovnych  miestach  vratane ich
obsadenosti zamestnancami k vychodiskovému
stavu. Dalej sa preveria mozZnosti odchodu na
predéasny starobny/starobny déchodok,
matersku/rodiCovskd dovolenku, pripadne prichody
z materskej/rodicovskej dovolenky, dlhodobej
kvalifikacie a pod. Nakoniec sa preveria datumy
ukonéenia pracovnych zmldv na dobu urditd,
ukonéenie  pracovného  vztahu zo  strany
zamestnanca, zo strany podniku. Do planovace;j
Sablény sa vyznacia uvedené skutocnosti a poskytnu
sa jednotlivym oddeleniam podniku, aby sa urcila
budica potreba zamestnancov. (Poznamka:
planovacou $ablénou rozumieme tabulku, do ktorej
sa zaznamenavaju existujuce pracovné miesta
vratane ich obsadenosti konkrétnymi osobami;
buduce potreby pracovnych miest a zamestnancov
podla jednotlivych  mesiacov, rozmiestnenie
zamestnancov a pod.).

Predpoved budticej potreby

Predpoved/planovanie buducich potrieb
zamestnancov sme rozdelili do tychto troch skupin:

e Predpoved/planovanie vyrobnych
pracovnych miest — vyrobné pracovné miesta
— zamestnanci na tychto pracovnych miestach
priamo tvoria hodnoty podniku a ich pocet
zavisi od vyrobného programu.
V analyzovanych priemyselnych podnikoch
(iSlo o velké podniky), v ktorych sa planuje
pocet vyrobnych zamestnancov na zaklade
exaktnych metdd (napr. metéda MTM, metddy
kapacitnych prepoctov) je pocet vyrobnych
zamestnancov v personalnom plane
jednoznaény. PretoZze vtakomto pripade
personalne oddelenie dostane uZz koneny
pocget vyrobnych zamestnancov a jeho ulohou
je zadat naplanovany pocCet vyrobnych
zamestnancov do planovacej Sablény podfa
jednotlivych mesiacov planovaného obdobia.

e Predpoved’/pldanovanie klracovych
pracovnych miest — kltiCové pracovné miesta
— zamestnanci na tychto pracovnych miestach
maju priamy  vplyv na dosiahnutie
strategickych cielov podniku a dlhodobé
fungovanie podniku. Pre kfu¢ové pracovné
miesta je samozrejmé, Zze maju svoje stale
miesto v personalnom plane, a preto
z hladiska planovania poc¢tu zamestnancov je
ich pocet jednoznacny. Je potrebné zabezpedit

ich stdle obsadenie zamestnancami, tzn.
vypracovat plany nastupnictva.
e Predpoved/planovanie nevyrobnych

pracovnych miest — nevyrobné pracovné
miesta — zamestnanci na tychto pracovnych
miestach netvoria priamo hodnoty podniku, ale
vytvaraju podmienky pre vyrobnu cinnost.

FORUM MANAZERA 2/2016

Dalej sem patria pracovné miesta, na ktorych
zamestnanci vykonavaju technické,
administrativne ¢&innosti a riadiace ¢&innosti,
ktoré nespadaju pod klu€ové pracovné miesta.
Predpoved buducej potreby nevyrobnych
pracovnych miest sa urCuje najma metddou
manazérskeho odhadu, tj. manazéri na
zaklade svojich skusenosti ur€uju buduci pocet
zamestnancov.

Manazéri jednotlivych oddeleni odovzdaju
spracované planovacie $abléony na personalne
oddelenie atakto vyplnené su podkladom pre
spracovanie predbezného personalneho planu.
Vystupom tohto kroku je naplanovany pocet
zamestnancov pre planovanie obdobie.

Spracovanie predbezného planu

Pred spracovanim predbezného personalneho planu
je potrebné k naplanovanému poc¢tu zamestnancov,
ktory vychadza z predchadzajuceho kroku, pripocitat
ak je to ziaduce urcité % fluktuacie, absencie. Na
zaklade dlhodobého sledovania vyvoja tychto
ukazovatelov sa stanovi urita %-na hranica, ktora je
pre podnik neziaduca zhladiska plnenia
podnikovych cielov. Cize z toho vyplyva:

naplanovany pocet zamestnancov (netto personal) +
% fluktuacie + % absencie = brutto personal.

Na zaklade naplanovaného buduceho podtu
zamestnancov s pripadnym zohladnenim
ukazovatela  fluktuacie  a absencie, ktory bol

predbezne schvaleny, sa zosumarizuju planovacie
Sablony. Vysledkom je spracovany predbezny
personalny plan, ktory je podkladom pre planovanie
osobnych nakladov.

Predpoved osobnych nakladov

V tomto kroku je potrebné na zaklade predbezného
personalneho planu, tzn. naplanovaného poctu
zamestnancov, ktory bude potrebny pre pldnované
obdobie, napocitat osobné naklady pre kazdé
pracovhé miesto. Na zaklade napocitanych
osobnych nakladov sa stanovi rozpoéet osobnych
nakladov pre planované obdobie s urcitymi
premisami, ktory je predbeZne schvaleny.

Aby sa mohlo pristupit k spracovaniu finalneho
personalneho planu je potrebné, aby sa planovany
rozpocet, ktory sa vypracoval na zaklade predbezne
schvaleného pocltu zamestnancov aj centralne
schvalil, tzn. schvalenie vedenim podniku. Mézu
nastat’ dva pripady (vid obr. 2):

a) Ak sa rozpoclet, atym aj buduca potreba
zamestnancov centralne neschvali, tak treba
sa vratit' ku kroku predpoved buducej potreby.
Samozrejme cely cyklus je opakovany
uz len s urcitymi korekciami.

b) Ak je rozpocCet, atym aj budica potreba
zamestnancov centralne schvaleny pokracuje
sa spracovanim finalneho personalneho planu.
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Spracovanie finalneho planu

Finalny personalny plan neobsahuje len uddaje
o potrebnom poclte zamestnancov za podnik ako
celok, ale aj podla jednotlivych oddeleni/utvarov.
Vysledkom tohto kroku je finalny personalny plan
zohladnujuci tieto stranky:

e Kvantitativnu stranku tzn. potrebny pocet
zamestnancov v planovanom  obdobi.
Kvantitativna stranka je doblezitd z hfadiska
zabezpecenia stanovenych cielov adekvatnym
poétom zamestnancov.

e Kvalitativnu stranku tzn. pozZadovanu
Struktaru  zamestnancov, tj.  pracovné
predispozicie (kvalifikacné poziadavky,
pracovné skusenosti), osobnostné
predispozicie (psychické predpoklady, fyzické
predpoklady, osobnostné charakteristiky),
kompetencie (odborné zrucnosti, odborné
vedomosti, vSeobecné spOsobilosti).

Kvalitativna stranka je délezita z hfadiska
obsadenosti pracovného miesta spravnou
osobou.

e Casovu stranku tzn. kedy budli potrebni
zamestnanci v planovanom obdobi. Casova
stranka je délezita z hladiska nasledujucich
personalnych ¢&innosti, t.j. ziskavanie, vyber,
prepustanie, vzdelavanie atd., aby podniky
vedeli kedy je potrebné zacat s naborom,
kvalifikaciou apod., aby sa zabezpedil
v pozadovanom Casovom horizonte potrebny
stav zamestnancov.

e Miestnu stranku tzn. na aké miesta, kde
vramci organizatnej Struktary riadenia
podniku budu potrebni zamestnanci
v buducnosti. Suvisi s kvalitativhou strankou,
pretoze na zaklade pracovného miesta sa vie
urgit aké poziadavky sa stanovia
na zamestnanca na danom pracovnom mieste.

e Nakladovu stranku tzn. aky bude potrebny
rozpocet na osobné naklady
pre  zabezpelenie  stanoveného  podctu

zamestnancov v planovanom obdobi.

Zo spracovaného finalneho personalneho planu
vyplynie i vznikne v planovanom obdobi, pre ktory
sa spracovava:

1. nulova potreba zamestnancov (suCasné
disponibilné lTudské zdroje = planované ludské

zdroje),

2. prebytok zamestnancov (sucasné
disponibilné ludské zdroje > planované ludské
zdroje),

3. nedostatok zamestnancov (sucasné
disponibilné ludské zdroje < planované ludskeé

zdroje).

Prvy pripad predstavuje, Ze na zabezpelenie
podnikovych ciefov v planovanom obdobi je

dostatocny pocet zamestnancov. Druhy a treti pripad
predstavuje pre podniky cely rad rozhodnuti o tom,
ako budu vzniknuté rozdiely rieSit pre dosiahnutie
podnikovych cielov. RieSenie vzniknutych rozdielov
(prebytok a nedostatok zamestnancov) predstavuje
uz samotnu realizaciu, tj. plnenie finalneho
persondlneho planu. Uvedeny postup tvorby
personalneho planu je podkladom pre plnenie
personalneho planu, to znamena vychodisko pre
realizaciu naslednych planov v personalnej oblasti
(plany ziskavania, vyberu, prijimania, prepustania,
penzionovania, vzdelavania zamestnancov a pod.).

ZAVER

Délezitym faktorom zabezpecujucim chod podniku
sU ludské zdroje — zamestnanci (Jurik, Variova
a Sakal 2016). Riadenie lfudskych zdrojov je jadrom
celého podnikového riadenia, pretoze fudské zdroje
su pre podnik ten najcennejSi a velakrat aj najdrahsi
zdroj, ktory rozhoduje o konkurencieschopnosti
podniku a takisto predstavuju najvacsie bohatstvo
podniku a ich riadenie rozhoduje otom, &i bude
podnik Uspesny alebo nie. Inymi slovami je mozné
povedat, Ze ludské zdroje su v podniku povazované
za hnaci motor, ktory uvadza do pohybu ostatné
zdroje a podmiefiuje ich vyuzivanie. Preto je
potrebné, aby podnik vzdy disponoval primeranym
poctom zamestnancov vhodnej Struktury vzdelania
a kvalifikacie, tzn. ludské zdroje planoval a aby
Struktura, poCet a obsah pracovnych miest optimalne
zodpovedal strategickym zamerom organizacie. Ak
ma podnik dosiahnut vynimoénu vykonnost
a konkuren&nu vyhodu je délezité, aby fludské zdroje
boli dobre naplanované. Preto bolo ciefom prispevku
uviest postup tvorby personalneho planu, ktory
predstavuje smer, akym sa maju priemyselné
podniky uberat’ pre zabezpec&enie lepSej buducnosti,
a tym aj k ich vys$3ej konkurencieschopnosti, pretoZze
dobre pripraveny personalny plan prindSa usporu
Casu, nakladov a vnaSa hospodarnost do
zabezpe€ovania a vyuzivania fudskych zdrojov.
(Koltnerova 2015)
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THE CURRENT SITUATION OF STORAGE OF AGRICULTURAL MACHINES IN HUNGARY

OLAH Béla

ABSTRACT

The author carried out the survey by means of a questionnaire within the sphere of the small- and medium-scale
agricultural companies operating in the eastern region of Hungary. The scientific research gives an account of this survey
and the experiences of its evaluation, especially of the state of storing and temporary protection against corrosion, as
well as compares these assessments with results of earlier project carried out by the colleagues of the Department of
Maintenance at the Agricultural College Faculty of Tessedik Samuel College in Mezétur.

KEYWORDS

machine storage, corrosion protection, agriculture, regional survey, maintenance

INTRODUCTION

Maintenance is gaining more and more importance
nowadays. Storing agricultural machines is an
important, complex operation in the machine
maintenance system, which is aimed at mitigating
the consequences of damaging effects (especially
corrosion) and preserving functionability (Vermes et
al. 1996). In spite of this fact, it is regrettable that
sufficient information is hardly available on the
situation of the domestic machine storage
particularly in agriculture. The paper describes the
situation of storing and temporary protection against
corrosion in small- and medium-scale agricultural
companies on the basis of the results of a regional
survey.

Maintenance is part of the service life of machines
from the investment up to sorting out (Olah, 2016).
The maintenance covers the entirety of measures
aimed at preserving and restoring functionality as
well as evaluating the actual state (Janik, 2009). The
precondition of functional ability is that the machine
is provided with reserve — the so-called wear and
tear reserve — necessary for fulfilling its function. The
changes in this reserve of the machine during its
service life are shown in Figure 1 (Szanté, 2002).

A
100 %

~«_ failure limit

Wear and tear
reserve

ty Aty time
< »€
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Figure 1. Effect of good storage on the changes of wear
and tear reserve (Vas and Vermes, 2006)

Atn is a gain in service life (th) obtained with storage
performed at the time tx.

National reports about the situation of storing
agricultural machines are rarely published (Janik et
al. 2003, Vermes et al. 2005), therefore the author
would like to examine this in the eastern region of
Hungary, first of all in the Great Hungarian Plain.

MATERIAL AND METHODS

Within the compass of the possibilities, the author
decided on the completion of a survey aided by
guestionnaire sent by mail. Some business units
were surveyed with the help of the students were
studying at the College of Szolnok in the
specialisation of Mechanical Engineering in the
Agriculture and Food Industry at the speciality of
Machine Stock Maintenance, who completed the
questionnaires via face-to-face interviews with
business units. The questions were about the data of
the enterprise; the whole maintenance of machines;
the storage of machines and corrosion protection
(Olah, 2015).

RESULTS AND DISCUSSION

The situation of storing and temporary protection
against corrosion according to a survey

With the analysis of the survey (Olah, 2015) that the
author conducted personally in the academic year of
2014/2015 among the private and group agricultural
holdings, information about the situation of the
machine storage is also received.

This evaluation included 30 agricultural enterprises.
27% of the firms were primary producers (8 pcs), 3%
of them were experimental farms (1 pcs), 30% of
them were family businesses (9 pcs) and 40% of
them were group holdings (total 12 pcs: 5 private
companies, 5 limited liability companies and 3 co-
operatives). 14 enterprises (47%) deal with only crop
production, 12 firms (40%) deal with animal
husbandry, too. Furthermore, this evaluation
involved one company without cultivated land and 3
integrator companies with tens of thousands of
hectares, too. The average agricultural area
(8+10,000 ha) is 1,160 hectares (this value is 101
hectares in the case of the private holdings, while the
average size of the land cultivated by companies is
3,544 hectares), the number of employees is under
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10 in 17 cases (57%) and in 5 cases (17%) have 10-
49 employees. The ages of the main machines and
equipment are very different, in the family farms
almost 25% of the tractors are under 10 years, while
in the companies this value is more than 45%. The
situation is a little bit better in the case of combine
harvesters, 37% of them are less than 10 years old
(Olah, 2015).

Data and ratios of the machine storage and
corrosion protection
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Area designated for machine storage: 22 enterprises
(73%) have separated area, 24 firms (80%) have
fenced area typically with a one-entrance solution
(Figure 2). The ratios are higher by 15 and 8
percentage points than 10 years ago (Vas and
Vermes, 2006). It can be seen that the companies
have higher proportion of separated, fenced yard
with two gates, than in the case of individual
businesses.

separated

area area

T T T
non-separated fenced area unfenced area one-entrance

drive through

solution system

Figure 2 Area designated for machine storage (Olah, 2016)

The storage area is guarded in 21 enterprises (70%),
25 agricultural producers (83%) have rainwater
drainage system (both values are higher by 20 and
17 percentage points than ten years before (Vas and
Vermes, 2006)), and 22 machinery yards (73%) have
night lighting (Figure 3). Almost all of the group

holdings (92% of them) have the above mentioned
features (except one that has no rainwater drainage
system).
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permanent guarding rainwater drainage night lighting covered storage
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Figure 3 Characteristics of the area designated for machine storage (Source: own editing)

22 agricultural businesses have covered storage
(73% which is 20 percentage points higher than a
decade ago) with floor area of average 364 m? (this
is 110 m? (43%) higher than in the first years of the
millennium (Vas and Vermes, 2006)), 269 m? of
them (108 m? (67%) bigger than 10 years ago) are
enclosed by walls (74% of all machine sheds, which
is an increase of 10 percentage points). The average
size of covered storage area of the individual farms

is 172 m2, 107 m? of them are enclosed by walls,
while the companies have more than four and five
times bigger values (717 m? and 567 m?).

Several business units mentioned that — especially in

winter month — machines (harvesters, seeders,
balers, tractors) are also put down under the lean-to
roof. However, trailers and soil preparation

equipment (plow, plough, cultivator) are always
outdoors (Olah, 2016).
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Figure 4 Surfaces of the open machine storage (Source: own editing)

10 firms have concrete ground, 7 have partially
concrete, 10 have breakstone, 7 have dirt ground,
and 2 have grassy ground (Figure 4/a). Based on the
values of 22 enterprises (9 group and 13 private
holdings) it can be claimed that 21% of all open
machine storage areas are concrete ground, 8% of
them are partially concrete, 27% of them are covered
with breakstone, and 44% of them are unpaved
(Figure 4/b). Ratios of fully concrete and dirt ground
have reduced (by 18 and 19 percentage points)
while the ratios of breakstone, partially concrete and
other (grassy) ground are increased (by 17, 3 and 17
percentage points) as compared to the results of the

previous survey (Vas and Vermes, 2006). The
average area of open machine storages is 1,780 m2.
This value is 830 m?2 by private farms, while the
group holdings have on average nearly four times
larger area (3,154 m?2).

It can be stated from the ratio of the sizes of the
covered and open storage areas, that more than four
fifths of the agricultural machines (83%) are stored in
the open air. Unfortunately, this value has not
changed since the 1990s (Vermes et al. 1996).
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Figure 5 Machine cleaning (Source: own editing)

Information of the machine cleaning is shown in
Figure 5. It can be established that circumstances of
the machine cleaning have not changed much during
the last ten years (Vas and Vermes, 2006). It can be
stated that the companies have wash bay, high-
pressure washing equipment and sewage disposal a
larger proportion than that of the individual and
family farm businesses.

In 87% of the firms the tasks of machine storage are
made by the operators themselves or together with

the yard persons or repairmen (it is similar to that in
2004 (Vas and Vermes, 2006)). Two small-holder
farmers (7%) provide these tasks itself (Figure 6).
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Figure 6 The tasks of machine storage performed by (Source: own editing)

Data of the completed tasks before storing machines
are shown in Figure 7. It can be ascertained that
there is external wash almost everywhere (93%), 17
firms provide temporary protection against corrosion
(57%) and only 8 agricultural businesses provide
long-term corrosion protection (27%). 23 enterprises
protect against corrosion with their own instruments
and employees as it was the case ten years ago

(Vas and Vermes, 2006). The internal cleaning rate
has improved by 7 percentage points, the ratio of
chocking up has decreased by 12 percentage points,
while the rest of the values have not changed
significantly since the previous survey (Vas and
Vermes, 2006).

30 4 @Mo (private)
[7-7] mMo (group)
25 4 .
BYes (private)
204 |18 OYes (group)

15 A

10

0 sk

detachment of
components

external wash internal cleaning

separate storage of
detached parts

chocking up

temporary protection long-term corrosion
against corrosion protection

Figure 7 Completed tasks before storing (Source: own editing)

CONCLUSION

Some conclusions from the findings and evaluations
of the investigations are:
- it seems that the enterprises do not manage the
maintenance according to its weight (it is similar
to that in 2004 (Vas and Vermes, 2006)), but the
cost of maintenance and the number of
employees are important;
- most agricultural firms do not operate up-to-date
storage systems;
- the whole process of storing needs
development, the reasonable areas are: the
importance of machine storage, the problems of
temporary protection against corrosion.
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CHOSEN QUALITY MANAGEMENT TOOLS USING IN THE ORGANIZATION MANAGEMENT
IMPROVEMENT

STASIAK-BETLEJEWSKA Renata

ABSTRACT

Contemporary organizations perceive the quality management concept as the one of the efficient method of today
organization conflict management. ldentification of factors that affects on the conflict occurance in the organization plays
significant role also in the organization improvement management. Paper presents research findings related to
managers’ problems connected with the organization management improvement. Analysis of the selected problems in
the organization conflict management was a basis for conflict solving in the analyzed enterprise. As a result of the
research analysis it was suggested to persuade managers to focus on the work environment analysis and building
corporate values that affects not only on the organization improvement but also on the final product quality.

KEY WORDS

conflict, quality management, improvement, Ishikawa diagram, Pareto-Lorenz diagram

INTRODUCTION

In today’s global world, mangers seek ways to
implement appropriate methods that can be applied
not only in the organization conflicts solving, but also
in the organization improvement.  Quality
Management field searches for new ways to improve
organizational performance (Lindermana et al 2004).

The quality management in the organizations is
related with some theories on the organization
improvement. Taylor (1911) suggested improvement
that is occurred by standardizing workers’ tasks and
providing incentives. Taguchi (1986) underlined the
product and the process design importance in
managing variation. Ishikawa (1985) promoted the
use of teams or quality circles and applying of the
quality tools in the organization performance
improvement. Other quality management
practitioners seek to create change and improve
organizational performance (Deming,
1986, Feigenbaum, 1991 and Juran and Godfrey,
1999). Lindermana (2004) suggests integrating
quality management practices with organizational
knowledge concepts that can provide insights into
how quality management lead to improved
performance. And it is also suggested that
improvement activities are connected with creation of
a new knowledge for the organization in the form of
corrective or preventive activities. As Deming (1994)
stated, that “best efforts and hard work, not guided
by new knowledge, only dig deeper the pit we are
already in”. It underlines the importance of
knowledge role in the organizational improvement
activities.

Implementation of the quality management allows
identifying common problems of the management
staff connected with the product and processes
improvement (Oakland, 2014 and Gimenez-Espin et
al. 2013). Problems of the management staff are
common in the sphere of interpersonal relations in all
enterprises. This phenomenon is extremely diverse
and complex, affecting the attitude, behaviour and

effects of both management and individual units of
labour.

A common and significant problem faced by

managers is inadequate human resources
management in organizations, mainly with the
planning staff, recruitment and selection of

candidates as well as appropriate incentive system.
Today, there is a major change and new trends in
both theory and practice of the organization and
management (Stachova and Stacho, 2012). These
are methods and techniqgues of management,
marketing methods, operations research and
information — decision processes. Conventional
theory and practice of the organization and
management is currently experiencing its great
renaissance, created by the new conditions resulting
from the transition. These changes are due to the
high demand for managerial staff, prepared for
conflict resolution.

Quality management theory provides also theory on
task conflict that refers to task-related disagreements
which, as well as having detrimental effects, may
encourage the exchange of ideas and improve
decision quality (Jehn & Mannix, 2001, Paulova and
Mikva, 2007). Relationship conflict describes
personalized disagreements that divert attention
away from the task and invariably harm team
performance (Janssen et al. 1999; Simons &
Peterson, 2000). Task and relationship conflicts are
highly correlated, so teams can rarely reap the
potential benefits that task conflicts may bring
(Peterson & Behfar, 2003).

The aim of the study presented in the paper is to
analyze selected problems of management in
connection with the resolution of conflicts that affect
products/services quality and to provide preventive
measures that should contribute to the management
system improvement. There was stated a thesis on
the problem causes identification in the field of the
human resources management in the chosen
manufacturing company in the employment level
planning stage, initial recruitment and selection of
the staff and an appropriate method of staff
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motivating will contribute to the formulation of
improvement activities by applying selected quality
management tools.

MATERIAL AND METHODS

The problem connected in the presented paper is
connected with the conflict that result from the
decision taken by managers in the employment level
planning stage, initial recruitment and selection of
the staff.

Problem is defined as a type of task (situation) that
cannot be only solved with the own knowledge base.
The solution is possible due productive thinking that
leads to the enrichment of knowledge on a given
subject. The problem can also be understood as an
issue expressed in the form of question. Its solution,
which is the correct answer to the question, is
sometimes not currently known and it requires
appropriate research efforts, such as: observation,
analysis, reflection, discussion. Problematic situation
occurs when an entity has a clear goal and it has no
knowledge how to transform the initial state to the
desired end state. Otherwise a problem situation
requires using of resources, both intellectual and
often physical, that can contribute to the transition
from the existing state to the intended aim (Cameron
and Green, 2015).

There are theoretical (cognitive) and practical
(empirical) problems. The essence of theoretical
problem is knowledge searching. Trying to solve a
problem, there is need to respond to following
questions: what is this?, how does it look?, what
factors affect it ?, why is this happening ?, what is it
reveals?

To solve a problem there are generally applied
empirical methods of the acquisition and analysis
system. The empirical study is based on careful
observation of events or phenomena. It is the type of
research that is based on data collection. There are
the following stages of the research: initial
formulation of the problem, specification of the topic,
the choice and justification of the research
hypotheses, operationalization of research issues
(choice of the community in which they carried out
the study, the choice of techniques and research
methods), preparation of research tools, sampling,
implementation of empirical research, verification of
the collected empirical material, analysis of the
empirical material, testing of hypotheses and
research results, writing the final study report.
Particularly difficult problematic situation sets
objectives. Practical problem solution can be
reduced to two phases: cognitive phase (What is it?
What are the symptoms? Why it is that ?),
improvement phase or the so-called creative phase
(fig. 1). Figure 1 is a sample diagram of practical
problem  solving, which is applicable in
manufacturing companies.

Situation evaluation

INPUT
Current state (t)

PROBLEM

v

| Task to do
v

GENERATING
SOLUTION

OUTPUT
Intended state (t2)

v

Fig. 1. A sample diagram of practical problem solving
in the manufacturing companies.
Source: based on Proctor 2002 and tasirnski 2007

Improvement and creative action can be related to
various aspects of the practice and it can be
classified as, for example:

- kind of action- "What can be changed?"
- subject of action - "who has done"

- way of action - "how to do it?"

- due date - "when you do this?"

- place - "where it is to be done?".

Classification of the managers’ problems is shown in
Figure 2

PROBLEMS OF MANAGEMENT BOARD MEMBERS

ORIENTATIVE DECISIVE  EXECUTIVE

CONVERGENT

v
OPTIMZING CREATIVE

R
DIVERGENCE

SYSTEM ANALYSIS
SYSTEM SYNTHESIS

Fig. 2. Classification of the management board
members problems.
Source: based on Proctor 2002.

There are system analysis and synthesis system
which are applied in solving of the optimization and
creative problems (PROCTOR 2002):

— system analysis (diagnostic), which is based
on the concept of change, is a detailed
analysis of the components of the current
system.

— system synthesis (an overview), where the
starting point is the concept of the new
solution, most often completely different from
the existing one. In the beginning stages of that
analysis, the existing system is ignored and
objectives of the new system are taking into

account.
Considering a number of possible solutions,
convergent  and divergent  problems are
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distinguished. Convergent problems are those for
which there is only one correct solution, which
resukts from the fact that in the initial situation are
given all the necessary information, and the solution
to the problem is only in making the correct
combination. In the other case, the initial data may
be partially unavailable, but the goal clearly defines
the situation final. Divergent problems have many
possible solutions. Initial situation may contain all
necessary information or only partially available. The
mindset convergent and divergent, can be
considered as the basis of creativity (creativity).

Conflicts in the work environment, which is a
psychological phenomenon, can be described as an
encounter of conflicting interests on the basis of two
non-contradictory needs not giving to satisfy, at the
same time stimulating and inhibiting the action of
individuals. These needs are often the manifestation
of the nature of the entity. Conflict relations are
characterized by the negative psychological
assessment and emotional antagonistic attitude
toward a partner, that is joint with the desire to harm
partner, denying partner's achievements and his/her
social position. Conflicts exploding in the workplace
can not be without adverse consequences for the
labour process, its rhythm, product quality and
without any negative impact on other employees who
witness a conflict between two persons. This is
undoubtedly a negative impact on the atmosphere of
work, interpersonal relations in the workplace.

The organizational culture of organization is one of
the four fundamental factors that determine
attractiveness of an employer and the
product/service quality. In the study presented in the
paper related to the organizational climate and
employee opinion author was focused on a number
of factors identified in Ishikawa diagram (1985) that
is based in the brain storming method. It was
assumed that solving the management problems
identified in the production company with applying
Ishikawa diagram will contribute to the product
quality improvement.

Ishikawa diagram is to introduce graphical
presentation of interrelationships causes analysis for
a specific problem. This knowledge is necessary to
eliminate or reduce the scale of the problem and
improve the quality of relations in the enterprise that
affects the final product quality [Ulewicz and
Blaskova 2016].

The research analysis includes also the other a
guality management tool (Pareto — Lorenz diagram)
that allows detecting and identyfing negative
phenomena with the greatest frequency of
occurrence and cause higher costs in the company.
Determination of the main reasons enables to take
preventive steps in the future, what incluence on the
costs and quality level.

FORUM MANAZERA 2/2016

Research findings and discussion

The research findings have been obtained during the
survey with workers of the chosen Polish production
company dealing with: production and regeneration
of spare parts and metallurgical equipment,
maintaining the main production lines and repair
specialist, design and realization of investments. The
anlayzed company has modern technical equipment,
technological opportunities and efficient
management system which enables the organization
to realize different orders for the production, service
and repairs. The core business of the company is:

— full range of machining (chip and grinding),
including machine CNC tools,

— cutting, bending, shaping and welding related
to the fabrication of steel structures,

— heat and thermo - chemical treatment,

—  repairs workshop,

—  processing rollers,

— additional services such as acceptance tests,
sharpening of cutting tools and training
welders.

On the basis of information gathered from the
production company, the main problem is the human
resources management related to organization
improvement management in the field of the final
product quality management that was determined to
identify different groups of factors affecting identified
problem such as: management, employees, work
organization, information, managers. The research
period concerns first half of 2015 (January - July).
Analysis of these factors is shown in Figure 3.

Analyzing Ishikawa diagram (Figure 3), it can be
observed that the work organization (25%) and
management (30%) have the greatest impact on the

problem of the human resources planning
management. Insufficient cooperation between
departments, which is the result of a lack of

agreement, causes conflicts through which new
problems arise, and thus are taken wrong decisions.

The excess of workers and supervisors
responsibilities as well as haste, make working
atmosphere becomes tense, which increases
mistakes’ number and taking a wrong decisions.
Improperly conducted recruitment and selection of
candidates causes employment of insufficient
qualified workers, without prior experience. The
reason for this deficiency is not properly carried out
the planning system personnel. Therefore, staff
problems often arise what should be immediately
eliminated and there should be implemented
preventive actions because each oversight and lack
of adequate response entail additional costs. Lack of
adequate incentive system makes employees treat
their tasks indifferently what influence on the quality
level of products and services.
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One of the analysed problem area is related to
workers’ group (15%) that is connected with lack of
their qualifications what affects on the analysed
problem occurrence partially. Unqualified personnel
cannot manage with identification of problems
concerning the product quality improvement what
results from improper product quality assessment.
Quantification of the product quality problems is
crucial for identification of personnel problems with
production tasks and quality organization
improvement in the context of human resources
management. This situation is a source of the
conflict in the organization.

The most important issue which should be
addressed to managers is inappropriate matching
employees with regard to their qualification, which is
the result of inadequate planning of human

INFORMATION
15%

lack of information
on demand for
a specific vacancy —————»

stress

legal ———— poor communication
of information

between

restrictions

continuous ————

insufficient
control
of workers

resources in the analyzed manufacturing company.
An employee who clearly will be presented to the
allocation of responsibilities, which will have a clearly
defined career path and provided an adequate
incentive system, will be satisfied with their work and
thus will raise the quality of the company.

In order to improve the methods of proper planning
staff, their respective qualifications and how to
motivate employees, managers should conduct more
frequent inspections, as well as the continuous
improvement of workers ‘ skills and qualifications of
those who are responsible for these processes in the
enterprise. Qualified employees and human
management improvement will certainly contribute to
the improvement of labour productivity, ingenuity,
which ultimately lead to the proper organization of
the work and exemplary management process.

MANAGERS
15%

MANAGEMENT
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taking wrong

decisions on
management

lack of training
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decisions improperly conducted

recruitment and selection
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Fig. 3. Graphical presentation of Ishikawa diagram for idenfication of the organization management problems.
Source: own elaboration

The next stage of the research findings analysis is
an analysis of factors (problem’s causes) that
influence on the problem occurrence. There are six
reasons that have been identified as the most
significant for the problem occurrence in the
analyzed enterprise. Table 1 presents data on the
major factors that contribute to formation of the
problem concerning the human resources planning.
Division of the factors was assigned according to the

problem’s cause (identified in Ishikawa diagram) and
its occurrence frequency identification related
illustrated by a particular symbol. In order to analyze
problem’s causes, identified factors have been
ranked in order of its occurrence frequency in the
study period (Fig. 4). Their percentage and
cumulative percentage have been presented in
Table 1
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Table 1. Factors influencing problems identified in the human resources planning management

Factors’ Factor Occurence | Occurrence percentage Occurrence
symbol (cause of the problem) frequency share accumulated
[%0] percentage share
[%]
N1 incentive system
180 26,9 26,9
N5 improperly conducted
recruitment 130 24,4 51,3
and selection
N3
inadequate employment 110 20,4 71,7
planning
N4 work in a stress 80 11,9 83,6
N6 unqualified staff 65 9 92,6
N2 lack of adequate control system
40 7,4 100

Source: own elaboration

Factors that affects analysed problem occurrence
have been analysed with using Pareto principle and

results were presented in Figure 4 that was
elaborated based on data show In Table 1.

80
70
60
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frequency [%)]

40

30

N
&
[©
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| ey ro g
N1 NS N3 N4 N6 N2
__ Factors’ denotation

Accumulated percentage share of factors’occurrence

Fig. 4. Pareto-Lorenz diagram for identification of the organization management problems’ hierarchy.
Source: own elaboration.

As a result of the analysis using Pareto - Lorenz inadequate forms and methods of the staff

diagram, it was found that in the considered research
period, the main causes responsible for occurrence
of the human resources planning problems in the
analyzed company are following:

— inadequate workers’ incentive system,

— improperly  conducted recruitment
selection of employees,

— improper planning staff.

and

The reasons that cause the problem formation are
related mainly to forms of management. Inadequate
gualifications of people planning staff demand and

recruitment and selection, as well as lack of
appropriate workers’ incentive system, that would
increase employee productivity and encouraged
potential candidates to apply for a vacancy, are main
problems that contributes to lowering company
reputation and the product quality level.

As a result of the analysis and research findings
interpretation author suggested some improvement
actions to the planning and management of human
resources in the analyzzed production company.
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Human resources are critical to the effective
functioning of the entire organization. Effective
human resource management has a very big
influence on the results of the production company
activity. Improper planning of human resources
including staff recruitment result in the problems with
finding new workers that is also related with some
expenses like training.

Planning staff in the analyzed production company,
should primarily focus on functions such as:

—  preventing a situation resulting in formation of
a staff excess or deficiency what is connected
with an optimization of personnel costs,

— optimal use of resources, knowledge, skills
and competencies of employees and selection
of appropriate methods for the development
and improvement of staff,

— development of adequate criteria for the
personel evaluation to keep track of the
employee suitability in the analyzed company
and its development.

Planning may include all work environment
stimulating trends or focusing only on some of them,
the most important for the selected organization.
Management should primarily focus on availability
and current updating of information on job vacancies
in the enterprise and the possibility of obtaining the
candidates.

There is important detailed analysis of the work,
which should define range of work duties on the
chosen work position. Provide information is useful
during the various stages preceding recruitment. It
should be made on the basis of an interview with a
person who previously occupied the post or of her
colleagues.

Information regarding a scope of tasks assigned to
the employee, workers’ connections with other
workers, as well as information on skills necessary to
perform specific tasks should also be collected in
performance of the recruitment process. Human
Resources department may organize a recruitment
and pre-selection of candidates, but the final
selection is a taks of one of the managers who
manages department in which the employee is to be
hired.

Unconsidered salary systems do not allow to attract,
retain and motivate good employees, and outdated
practices in the field of a personnel choice and it may
expose the company to expensive and quite
embarrassing court complaint for discriminating
against particular individuals or the whole group.
That's why the director of the company for the
personnel should be, as it is in most organizations,
vice-president, who reports directly to the Chief
Executive. The company develops strategic plans for
human resources and integrates them with other
activities within the framework of strategic planning.

Proper training of personnel and improvement of
managers allow employees the proper execution of
the work entrusted to them and to prepare for work in
other positions in the future. Evaluation of results is
essential to determine training needs, decisions
about the increases, if any promotions and ensuring
that workers receive feedback information. Managers
should always remember about the problem of
information value coming from this evaluation,
because it is difficult to accurately assess the various
aspects of efficiency and competence of the
employee.

CONCLUSION

The culture level and social - educational value of
the human collectives shouldn’'t be measured by the
number of occurring conflicts and problems, but the
culture of solving them. Hence the importance of
actions preventing the conflicts occurence. In the
workplace, there couldn’t be allowed formation of
insoluble conflicts. Their existence can completely
disorganize the work and poisoning the work
atmosphere. In the context of the above, the most
important suggestion is related not only to an
appropriate conflict resolution, but primarily the
elimination of the problems’ formation sources. Each
organization is characterized by a specific
atmosphere for themselves, which has a substantial
impact on the efficiency of its operation and
effectiveness of the objectives set. The existence of
a harmonious working environment affects the
organization development. The working atmosphere
is important not only for the quality of the work, but
also for the image of the company.
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DESIGN OF THE IMPLEMENTATION OF CONCEPT OF AGE MANAGEMENT IN INDUSTRIAL
COMPANIES

SPISAKOVA Alzbeta, VRANAKOVA Natalia, KOLTNEROVA Kristina, CHLPEKOVA Andrea

ABSTRACT

The paper deals with design of the implementation of concept of age management through by fulfilling the eight
conditions for medium and large industrial companies in Slovakia. The aim of the research was find how industrial
companies perceive the issues of age management while they do not use this concept. For more information we used
annual reports for year 2015 and questionnaire survey. Gained results shows how the industrial companies perceive age
management. They are trying to exploit certain elements but only to a very limited extent. Best solution for industrial
companies is implementation of concept of age management. This implementation brings many benefits for companies

and for their employees of different age categories.

KEY WORDS

age management, design, implementation, aging, cooperation

INTRODUCTION

Employees belong to one of the most important
capital in the industrial companies. When the
company want to ensure productivity and their
employees are from different age categories so the
company must adjust work condition, work
organization, education and others motivational
incentives their requirements. In this context it is also
crucial that companies monitor and analyze the
situation of aging employees and to keep statistics
about the average age. Also it is important prevent
age discrimination of employees and to allow
continuous development of their potential. Just this
issue deals with the concept of age management.
This concept is not only focused on older employees

but on all age categories of employees in
companies. The aim of the concept of age
management is adapt work conditions, work

organization and others motivational incentives for
different age categories of employees that working in
companies.

1 AGE MANAGEMENT

Age management represents human resource
management with respect to age, ability and
potential employees. This management is based on
the principle that allows each employee to fulfill its
potential and employee isn’t disadvantaged in terms
of age.

Storova (2012) describes age management that
takes into account the factor of age which has an
impact on employees in their daily activities, such as
planning and organizing the work but also in their
work environment.

Age management is defined as management that
emphasizes the age of employees and aims at the
overall approach to solving demographic situation
and demographic change in the workplace. But it is
not a rule that the concept of age management to be
understood only in connection with the trend of

aging. This concept focus on all age categories of
employees. (CIMBALNIKOVA, 2012).

Age management reflects the state of personnel
area that ensures cooperation between all age
categories of employees within the company. The
aim is meet the all needs of all age categories of
employees in accordance with the objectives and
principles of the company.

LEVELS OF AGE MANAGEMENT

Cimbalnikova (2012) distinguishes the following
three levels of age management:

e Individual level — is a interest an individual to
maintaining and restore  employability,
achieving satisfaction in a personal and
professional life and acceptation working
career. A significant part of this level is the
attitude to lifelong learning and to their own

health,
e Company level — is a interest of company in
maintaining and enhancing the human

potential. Employees are constantly adapted to
the needs of companies and increasing their
productivity. The responsible behavior by
employers include a reasonable workload,
occupational health and quality social
environment.

e National/regional level — interest at this level
is associated with the issue of dealing with an
aging population. Representative of this level
is a State which solve issues of reconciliation
of supply and demand in the labor market, the
problems of employment and unemployment,
issues of population aging on health area and
productivity.

52



FORUM MANAZERA 2/2016

AGING IN SLOVAKIA

Over the next decade the European Union will
increase the proportion of older employees. Because
of demographic change, i.e. longer average life and

lower birth rates then the European workforce will be
older. Older workers will in many countries represent
up to 30% or more of the population of working age
(ILMARINEN, 2012).

WORKING MEN IN SLOVAKIA BY AGE (IN THOUSANDS)

166 169,9 180

)5 340,3 346,8

2010 2011 2012

W 15-24 years MW 25-34 years

35-44 years
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2013 2014 2015

W 45-54 years 55-64 years

Figure 1 Working men in Slovakia by Age

WORKING WOMEN IN SLOVAKIA BY AGE (IN THOUSANDS)
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Figure 2 Working women in Slovakia by Age

Figure 1 and Figure 2 show how risen the number of
employed men and employed women. In 2015
worked about 21 800 men and 57 900 women more,
compared in 2010 for this age limit.

In the framework of the European Union will be due
to the aging of the population in the years 2050 to
miss 15% of the labour force. On the Slovakia it will
be up to 21%. For this reason, employers should
already in advance to think of it how they create
appropriate conditions for the work of the ageing
population. As well, employers should think about
how the will motivate different age categories of
employees. It is also necessary that companies take
the time to analyse of the age structure of their
employees. However, awareness in Slovak industrial
enterprises on active ageing is very low and often
mistakenly interpreted. Last but not least is a very
important communication within the company and
with every age category of employees with the

intention to point out the benefits of age diversity in
the workplace (MPSVR SR, 2014).

2 INDUSTRIAL ENTERPRISES AND AGE
MANAGEMENT

For the research ,how industrial enterprises in
Slovakia perceive the issue of age management® we
was selected ten industrial enterprises which do not
have the concept of age management in their policy.
These enterprises were divide into two groups:

e medium size companies (26 — 500 employees)
— 5 companies,

e large companies (501 of more employees) — 5
companies.

The analysis was carried out through the annual
reports for year 2015, which explained the age
structure or the average age of the employees. Also
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these companies was distributed a questionnaire
.How is perceived your company the issue of age
management?“ The questionnaire was composed of
ten questions as follows:

1. What is the average age of employees in your
company? — the answer to this question we have
obtained from the annual reports of industrial
enterprises for the year 2015 and also from the
responses from the questionnaire

THE AVERAGE AGE OF EMPLOYEES IN COMPANIES

60 47,62

46
39,34 44,5

37,9
40

20

Medium size companies

Company 1 Company 2

Company 3

45,96 43 46
35 36,2

Large companies

Company 4 Company 5

Figure 3 The average age of employees in industrial companies

Figure 3 shows the average age of employees in
medium sized and large companies. As can be seen
on the figure, so these randomly selected industrial
companies employ employees of various ages. And
this is one of the reasons why should learn and
implement in the framework of company policy and
the concept of age management.

The other nine questions in the questionnaire was
designed so that respondents from companies
answered or have marked the answer yes of no.
These are as follows:

2. Reduced the average age of employees in your
company compared to past seasons?

3. Itis in your company applied the principle of equal
opportunities for all employees?

4. Are or were your employees informed about
legislation in the area of age discrimination?

5. Are or were your employees of the personnel
department trained in the field of age management,
so that this information can be provided to other
employees in your company?

6. Offers your company flexible working hours
regardless of the age of the employees?

7. Has your company established a program for the
promotion of health and the welling of older
employees?

8. Is your business supported by the age diversity
through company culture?

9. Are in your company taking into account the
needs of older employees and especially in the
planning of educational activities?

10. Have older employees the possibility of your
company be mentors or coaches?

Medium size companies - answers to questions 2 - 10

6
4
2 5 4 5 4
0 1 1

Question 2 Question 3 Question 4 Question 5 Question 6 Question 7 Question 8 Question 9 Question 10

Yes

No

Figure 4 Medium size companies — answers to questions 2 - 10

Figure 4 shows the answers of the five medium size
company on questions 2 — 10. In seven answer
prevails the answer is no. Only in the seventh and

the tenth questions of the said enterprises in the
superiority of yes
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Large companies - answers to questions 2 - 10

6
4
- 3
4
2 5
3
1 2
0

2 1 2

Question 2 Question 3 Question 4 Question 5 Question 6 Question 7 Question 8 Question 9 Question 10

Yes
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Figure 5 Large companies — ansers to questions 2 — 10

The answers of large companies to questions 2 — 10
are shows on the Figure 5. When the responses of
large companies also dominate the answer is no.

On the basis of the evaluation of the responses, we
found that medium size but also large companies
even if you have a well established concept of age
management, so partly to try to use this elements.
However, only in very small quantities, which is
insufficient because the concept of age management
represents not only the creation of conditions which
take into account the age of the employees, but also
the creation, management and adjustment of
working conditions and processes for the various
age categories of employees and this mainly in the
context of the physical and social environment.

3 DESIGN OF IMPLEMENTATION OF
CONCEPT OF AGE MANAGEMENT

On the basis of the acquired findings through the
guestionnaire and also after studying the annual
reports of the selected industrial companies, we
propose to introduce age management through the
eight proposed conditions, which have arole in
defining the direction and goals of development in
the field of care for different age categories of
employees. Ultimately, this will be a great help for
the selected industrial companies. It concerns the
following.

l. Knowledge of the topic of age — knowledge
of management of the company and the
senior employees associated with the future
composition of the workforce, e.g. ageing of
employees, early retirement, lack of young
employees and others.

Il Accommodating attitude towards age -
management business and head of staff
should have a positive attitude towards the
aging employees, their knowledge and use of
these positives in favour of the employees,
but also the whole of the undertaking.

Management that understands

individuality diversity the

and

responsibility of management of the business
and leading employees to responsibly access
the individual employees of all age
categories.

High-quality and functional ageing
strategy — which is part of the corporate
policy, and its importance lies in measuring,
equality, and cooperation between employees
of different ages, lifelong learning, and other.
Good work ability — support the growth of
working skills, which motivates and increases
the willingness of employees to remain in the
company until retirement.

A high level of responsibility the
responsibility of management and leading
employees to fulfil the concept of the sharing
of competences and learning between
employees of different ages, in particular
selling from the older to the younger
employees.

Good organization of work and the
working environment — the responsibility of
management and senior employees to
ensure such work organisation, working
hours and work environment the physical and
social, that corresponds to the needs of
employees of different ages.

Happy life the responsibility of
management and leading staff to ensure your
well-being and recognition for older workers,
thereby contributing to their quality of life and
they did so with dignity and with a good
feeling going into retirement.

V1.

VII.

VIIIL.

CONCLUSION

We have selected 10 of the industrial enterprises,
which have introduced the concept of age
management, and we have divided them into groups,
medium-sized and large enterprises. To check the
current situation have been selected enterprises
distributed the questionnaires with ten questions.
The questions were constructed so as to include the
individual elements of the concept of age
management. Largely businesses on the questions
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answered no which means that the concept of age
management is for them the ideal solution.

There are several reasons due to which selected
companies have not this concept. Among the
reasons may include suppression of the problem of
aging employees in the business, ignorance of the
principles of age management, and the overall
concept of age management, or the unwillingness of
the company to adopt new measures. Likewise,
employees may not be also identify with this concept
and are not willing to adapt to new conditions in the
business, constantly educate themselves and
develop their potential.

If they want businesses to ensure their prosperity
and to manage human resources with respect to age
of employees, should be in function of the strategic
objectives in the personnel policy to include age
management and seriously to him to deal with.

For the successful implementation of the concept are
necessary to comprehensive measures that offer a
synergy at the level of national policy, respect the
specification of the business and also the nature of
the workforce in the enterprise. In this case, the
introduction of age management, we will focus only
on two levels, namely the enterprise and the
employee, which will bring the following results:

For company:

increase overall productivity,

increase competitiveness,

reduce absenteeism of employees,
improve personnel management,
increased expertise of employees,
improvement of the image of the company.

F

o

r employee:

improve functional abilities,
promote health,

enhancing competences,
enhancing working abilities,
reduce work fatigue,
improve the quality of life.
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PROCESS-BASED ELIMINATION OF THE COMPANY CRISIS RISK ORIGINATION

SEFCIKOVA Miriam, NOVAKOVA Renata

ABSTRACT

The definition of a business crisis in Slovakia has become formalized for its legislative definition in the context of the
Commercial Code since the year 2016. This situation was by then perceived theoretically and solved solely by law
governing bankruptcy and restructuring. However, practice has created the need to include this phase of company life
into the formal legislative amendment. When entering into bankruptcy or restructuring, it turned out that the company/
debtor fails to manage business risk, which is fully passed on to creditors. In most cases where it comes to the
declaration of bankruptcy on the basis of the creditor's legal proposal, even the bankruptcy truste finds that the company
did not have any effort to cover this business risk, but on the contrary, its representatives took steps for the benefit of
themselves, or related persons, which came to the multiplication of damage to the detriment of existing, possibly future
creditors. Serious risk of loss of assets of the company, which may serve to satisfy creditors' claims, should be the
driving force for corporate responsibility and responsibilities of the persons representing the company. The aim of this
theme is the prevention of damage to the creditors and strengthening accountability for business.

KEY WORDS
risk, business crisis, creditors' claims, bankruptcy, value of the company

INTRODUCTION

1 THE ANALYSIS OF LEGAL BASE:
Company is considered to be a living organism, as BANKRUPTCY OF THE COMPANY
its driving principle is human capital. Like other living
organisms, as well as business goes through phases i _
of their living - since its establishing (legislative 1he Commercial Code provides for the performance
requirement is the creation of Incorporation), through ©f business a number of conditions, among which
growth, culmination, degression, after a decline to &S0 includes the implementation of its own
extinction expressed deletion from the Commercial responsibility for the entrepreneur. He fully bears the
Register. Total over the life of company, its €conomic risk and_ for |_nfr|ngement of obhgauon_s
continuance or repetition of individual life phases incurred in connection with the performance of his
depends on human potential, which should activity corresponds to its entire business assets.

effectively manage and utilize tangible business | case the company will not sustain this risk it enters
page. This creates company value. The value of the  the phase of degressivity, which can be dissolved
company depends on its ability to use all the jthout liquidation ending the transition to another
components and making a profit. Profit as such, |egal entity or bankruptcy. Liquidation is excluded in
today's practice is not considered a primary goal of this case because it is a process possible where the
the company. Thereby is maximizing the value of the  5s5ets exceeds the liabilities of the company and
company. The positive economic result is considered can be expected realistic prospect of liquidation

to be one of the motive and supporting corporate syrplus for its distributon to the partners
objectives pursued together with other objectives at  (shareholders) of the company.

lower levels. Also if a company makes a loss, it is o ] i )
still a continuing business, but with disappointing ©Obligations of undertakings is to reduce business
economic results, which reduces the amount of risk by preventing bankruptcy in order not to

equity and the economic risk in relation to the threat €ndanger the crisis and therefore must act with due
of crisis is growing. diligence, that would act as another reasonably

] o ) careful person in a similar position to overcome the
The main objective of the research is to state the yisis which consists in insolvencies or in liabilities in

procedures  (methods) for establishing the gycess.
boundaries of the threat of bankruptcy and to reduce

business risk. Research is done in monitoring the

behavior of enterprises in Slovakia, during the
bankruptcy and restructuring proceedings. The

research is intended to reflect legislative changes

which reflect the drawbacks proceeding with
additional objective of the research which is to
implement these changes with a possible reference

to its incompleteness or its insufficiency.
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BALANCE SHEET (a)

BALANCE SHEET (b)

equity capital
long-term assets

liabilities

current assets (long/ short-term)

long-term assets

liabilities *

current assets (long/ short-term)

Z ASSETS Z CAPITAL

Z ASSETS

* (-)equity capital

Z CAPITAL

Fig. Nr. 1: Healthy company balance sheet (a) a balance sheet of liabilities in excess (b)

Recognition of assets and sources of its coverage is
always in accordance with balance rule, where
assets are equal to the capital, which is divided into
equity capital and liabilities. If the equity capital is
negative, then the liabilities exceed the assets.

In the event of insolvency of monitoring we have
available liquidity ratios, i.e. the ratio between liquid
assets and liabilities, with the ratio at the time of
bankruptcy of less than one to negative. The theory
defines three levels of liquidity, the immediate use
only funds available for the liquidity where readers
already contains the full definition of current assets
after deducting its low liquid components (medium-
and long-term receivables, unsalable supplies, etc.).
To determine the insolvency, this indicator is strictly
defined so as not to be differences in interpretation in
substantiation proceedings.

The conditions for determining the coverage of
liabilities financial assets, i.e. if 30 days overdue are
not financial liabilities are covered by these assets,
which include cash, accounts receivable account
(deposits redeemable at notice of less than three
months), financial receivables and debt securities,
which the payment period expires 30 days (there are
also those which are overdue no more than 30
days), claims on money and debt securities that are
repayable on demand (at sight) assuming repayment
if they were on their repayment requested the next
day.

The debtor is required to prevent bankruptcy. It
follows that if the company risks bankruptcy, must
also take appropriate and proportionate measures in
order to continue his business, but not at the
expense of its creditors. Price of liabilities generally
is less than the cost of equity capital. Therefore,

companies seeking to participate in the financing of
its activities by the external capital, which is not
unlike equity capital fixed maturity along with its price
in the form of interests. In case the borrower, which
uses that foreign capital is not repaid on time, there
is a creditor to claim additional accessories in the
form of interest payments, interest and late fees, the
potential costs of enforcement of the claim.

The function of a bankruptcy proceeding is to isolate
the debtor by court-supervision without further
damage for creditors such as employees, social and
health insurance authorities, tax authorities, and not
excluding business partners and others. In
bankruptcy it occurs overlapping claims of creditors
who signed them in one counterpart in a competent
court and in one counterpart with the bankruptcy
trustee who was appointed to this position on the
basis of its listing administrators led by the Ministry
of Justice of the Slovak Republic. Bankruptcy
proceedings are regarded as mixed action that
contains elements contentious, non-contentious and
enforcement proceedings. It is a specific type of civil
procedure (Durica, 2010).

Over the period from 2008 to 2015 inclusive, the
Slovak courts have been given a total 9,992
applications for a declaration of bankruptcy, of which
7,433 proposals were made by the debtor himself
(including liquidators), i.e. the degree of
responsibility stood at 74.4%.

The highest degree of borrowers responsibility were
in 2011 at a ratio of 82.5% and the lowest in 2014 at
a ratio of 71.1%. The growth rate of proposals
submitted is not copied the growth rate of proposals
submitted debtor himself. This responsibility had
worsen discipline in 2009, 2012 and 2014. At other
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times the growth rate of debtors’proposals exceeded
the growth rate of total proposals. These statistics
need to be added as well as the proposals made on
the authorization of restructuring on the years 2008-
2015, when a total of 878 submitted proposals were
realized, i.e. about 1.038% less than the application
for a declaration of bankruptcy. Consequently
borrowers opinion that the actual restructuring
solution considered as unacceptable, respectively.
They are of the opinion that this phase of life of the
company may deter part of their customers and
therefore choose more risky process in relation to
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creditors and to maintain with all its strength in the
market. This step may lead either to recovery or to
the filing of the bankruptcy petition and even by the
debtor, creditors or vice versa. And here arises the
process of proving the degree of responsibility and
guilt of the person liable for the debtor's filing of the
proposal in a timely manner with regard to the
proceedings with due diligence. If found guilty it
occurs setting the record of responsible natural
person in Disqualification Register and fined 12.500
euros.

=}
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Fig. Nr. 2: Statistics of court proposals in bankruptcy ,B“ and restructuring ,R“ in Slovakia since the year 2008
(Ref.: Ministry of Justice of SR, data provided by the District Courts of the Slovak Republic)

In relation to responsible business it means that the
company (borrower) should precede its bankruptcy
by all possible legal methods available such that
business losses were borne by creditors. To satisfy
them should be available all business assets up to
the amount of creditors’ claims. To avoid the
reduction of these assets for the benefit of business
owners, the legislation defined in the crisis ban
restitution substitutes its own resources so as to fulfill
the real purpose of bankruptcy and to satisfy claims
of creditors to the greatest extent possible.

2 THE RESEARCH OUTPUTS FOR PROCESS
OF ACCOUNTABILITY FOR RISK
REDUCTION

Total research is aimed at establishing a
methodology to help businesses to regard its
position in relation to bankruptcy if they know that
they have this condition threatens. In this case are
indicators of financial analysis methods of classical
or bankruptcies models predictive analysis useless.
In this case, there is the need to address the
situation in accordance with applicable legislation in
the country, applying procedures focusing on
indication of the threat of bankruptcy. As part of the
research there were determined in order of
importance the following procedures as follows: (1)
The calculation of the equity ratio (2) The procedure

for determining the value of the company, (3) The
risk measurement for the statistical variation and
NPV and (4) Using the EVA.

(1) The calculation of the equity ratio

Obligations of each entity within the meaning of the
Act to monitor the rate of equity and liabilities, so that
there is no violation of the law in time did not refer a
proposal to resolve the crisis. For the year 2016 is
marginal ratio of 100: 4, which by the year 2018 to
stabilize at a ratio of 100: 8. The obligation of an
entity is monitoring this ratio throughout the
accounting period, despite official recognition of the
state of management takes place once a year
preparing the financial statements of the last day of
the period of a calendar year (except for the
economical year).

The financial statements are not consistent with
respect to the accounting law that divides entities to
big, small and micro sized entities. Into account in
the survey was taken classical accounts of
entrepreneurs in the double-entry bookkeeping,
which is detailed in scope compared to the financial
statements of micro entity.

Based on the principle of balance sheet assets (line
01) must be equal to the source of its financing (row
79), while equity capital is reported on line 80, and
liabilities on the line 101, the first monitoring principle
ratio is as follows:
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line 101 acquires the ratio of 100 : line 80
acquires the minimum ratio of 8

resulting = line 80 = 7.41% of the value of

line 01

In determining the boundaries of bankruptcy, it is
necessary to avoid the accounting procedures and
before the above calculations, it is necessary to
apply a specific approach may not be accounted for
in accordance with the state of the resource property
coverage as follows:

1. is examined as a recognized contribution
made by a member of the statutory body,
employee reporting directly to the statutory
body, company secretary, director of the
branch company, a member of the
Supervisory Board

2. examines how the recorded performance from
the person who has a direct or indirect
shareholding representing at least 5% of the
company's share capital or voting rights in a
company or has the abilty to exercise
influence over the management of the
company, which is comparable with the
influence corresponding to this share,

3. examines the performance as recognized by
silent partner

4. exploration is recognized as the fulfillment of a
loved person referred to in points 1st-3rd

5. it reviews the performance as recorded by a
person acting on behalf of the persons in
points 1st-3"4 (Commercial Code, 2016)

These transactions referred to paragraphs 1 to 5 in
accordance with the accounting practices and are
recognized in equity as part of the liabilities of the
accounts 249 Other short-term borrowings, 333
Other liabilities to employees, 361 Amounts owed to
affiliated entity and entities within proportionate
participation, 365 Other liabilities to partners and
members, 471 long-term liabilities to affiliated entity
and entities within participating interests, 479 Other
long-term liabilities (possibly different depending on
the selected accounting treatment) must be
numerically subtracted from the line 101 and added
to the line 80 although they are under the accounts
placed on lines 108, 110, 130, 131, 140, i.e. the
summary line 101. In case of the absence of transfer
within accounting works, it is necessary to justify this
calculation in the notes to the financial statements. It
follows that the entity has no obligation to charge to
the needs expressed by the ratio of 100: 8. This
subsequently examining the bankruptcy trustee and
in case of detection of an altered discharge the
responsibilities consequences to the person of the
debtor. This procedure is called compensation of
own resources.

(2) The procedure for determining the value of the
company

For an application, the first source is accounting as
an information system that provides basic
information. These may not be even those on which
they received the final value of inputs because of the
needs of their objectification for the method of
valuation of assets and liabilities, input historic
prices, overdue receivables, moral depreciation,
failure to comply with accounting practices,
compensation of own resources, the way the use of
intangible assets and so on. Expert activities task is
to provide the individual subjects in the form of his
investigation findings that help in decision making.

Authoritative basis for the initial decision is stating
interested in the company expiry or the continuation
of its activities by business owners. Conditions to
continue is that the company may not be in the state
of liabilities in excess. If the conditions are met, the
company may elect its debt relief of legal protection
in the form of restructuring.

To determine the general value the expert methods
are used, the use of which provides expert in the
field of Business Economics in accordance with the
form of purpose to assess either by equity method,
business methods, combined method, liquidation
method or comparative method, whereby it is
enacted.

The goal of this research is the accuracy and
objectivity of the inputs to the overall process of
determining the value of a company. In order to
determine the possible proceeds in the event of
bankruptcy is the recommended equity method,
which determines asset valuation on the date of
valuation, and disregards the economic benefits
arising from business activities, i.e. be determined by
the value of an asset deal (Va), which will be
deducted from the value of liabilities (V.). In
determining the value of foreign resources must be
excluded from the value of performance in place of
their own funds, which do not enter into the
evaluation as well as total equity. If necessary, entry
of a company into bankruptcy, the company general
value determined by the values of all items of assets
multiplied by the ratio of converting into money (r) be
added general value of financial accounts, which are
call money, valuables and cash in bank accounts (Vr
funds). This approach to setting value will also be
used separately for assets that are used to settle
secured claims.

The convert into money coefficient is an important
factor determining the potential framework of
proceeds from the realization of assets of the
company. It ranges of between 0 and 1. The
coefficient for the licensed property is worth 0. It is
determined by the expertise and experience of an
expert, and its height must be justified and
reviewable. The starting point is the expertise of
market conditions for the type of property and assess
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the current situation starting marketability of the
property at the time of valuation. Account should be
taken of the fact that monetization must take place
as soon as possible for maximum yield, which is
itself excluded. In case it is no realistic prospect of a
high risk of loss of profit on the sale of this coefficient
is reduced, such as overdue.

The formula that has been modified based on
research of the following form:

V=(rx V) + V) - (V V)

[€]

\% - value of the company
r - convert into cash ratio

Va - value of individual asset

VE - value of funds

VL - value of liabilities

Ve - value of future expenditures

The modification is based on the liquidation
approach used in the case of liquidation of the
company. What is the difference is that this
modification takes into account the costs of financial
distress, so called future expenses (Ve), which can
have an obvious nature concerning the solution in
bankruptcy, such as the payment of court fee,
reimbursement of lawyers' fees, payment of interests
and etc. Costs of financial distress have a dual
nature, in addition to the obvious sites, also have the
character of the loss of opportunity which is reflected
in the opposite coefficient (r).

The indicator of the company value should be
observed as a trend indicator in terms of its
development. In the event that will be in the timing of
the decline, it is a degression and direction of
bankruptcy. In the event that gaves a negative value,
the company is already in bankruptcy.

(3) Risk measurement for the statistical variation and
NPV

Business risk reflects the fact, provided there is a
difference in the actual development of management
than planned. It focuses in the future, when the
company must make a qualified appraisal of future
scenarios in which a negative scenario is the
possibility of bankruptcy. This method of determining
the risk consider only two scenarios - the expected
planned and the threat of crisis. The company plans
future expected cash flows are calculated using the
indirect method and determines the probability
distribution of these flows, with the probability of the
occurrence must be considered on the basis of the
current market position in relation to its segment
surroundings and at the same time with respect to
the general risks resulting from the macro
environment of the company.

Indirect method of calculating cash flow is based on
future incremental variables involved in generating
profit, i.e. costs and revenues, and subsequently
take into account changes in individual items of
assets and capital, and again need to modify part of
the commitments in case the nature of compensation
of own resources. Costs must contain obvious future
costs of financial distress, i.e. those that would be
incurred in the event of bankruptcy.

Future expected cash flows of the individual variant
entering the net present value (NPV) calculation is
necessary to discount the same discount rate WACC
either or opportunity cost of capital. Then, based on
the product of the volume of the resulting individual
net present values (NPV) and probability (p) they
occur, determine the average net present value
(ANPV), whereby the determined statistical standard
deviation (0) as the absolute level of risk. Deviation
is monitored over time and the more variation in
sequence the higher the risk and increases the
threat of bankruptcy is more realistic. (Valach, 2001)

Chain calculation is as follows, where:

ANPV =3 (NPV-p) — 8 =% (NPV-ANPV)? p
— 5=V& [€]

ANPV - result average cash flow

NPV - individual expected net present value
according to individual scenarios

p - origination probability of expected individual
NPV according to individual scenarios

0?2 - dispersion of expected individual NPV

0 - statistical NPV variance

In the case if we take into account the chronology of
the period when the reference year is the year of "1"
and the comparable period is the previous year '0',
then this result indicated

NPVo 2 NPV1 A0 < O1v
NPVo > NPV1 A 00 <01

that under these conditions the company in danger
of bankruptcy threat of being at "1".

(4) Using the EVA.

In principle, the economic value added indicators of
economic profits and benefits to business owners in
the form of excess ROE above the opportunity cost
of capital market opportunities. Modification of the
method is possible in the time observing highlight the
threat of bankruptcy risk through its development so
that the company will monitor the difference between
the ROA and WACC. In this case, it should be noted
that the aim in pursuit of EVA is not raising profits,
because with him the same feelings indicator ROA,
and thus in fact EVA change. The aim is to ensure
that the employed capital does not exceed the
overall earning power. Treatment method is that the
WACC must include the costs of financial distress,
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i.e. the threat of bankruptcy. In case that indicator
has decline trend, the company is threatened by the
crisis.

CONCLUSION

The paper points to monitor the threat of bankruptcy
in order to reduce business risk in relation to the
company itself as well as in relation to creditors. This
is the principle of corporate responsibility. The aim of
the research is to provide subject to a procedure,
which would have facilitated business inquiries in
cases indication of the threat of bankruptcy.
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PERSONALNY CONTROLLING V PRIEMYSELNEJ PRAXI
PERSONNEL CONTROLLING IN INDUSTRIAL PRAXIS

VANOVA Jaromira, SZABO Peter, BARAN Dusan, HORVATHOVA Martina, HOMOKYOVA Maria

ABSTRAKT

Controlling je mozné povazZovat za servisni funkciu manaZmentu, ktorej predmetom je ziskavanie poZadovanych
informacii o planovanych a skutoénych urovniach hospodarskych javov a procesov so zvlastnym zameranim na
zistovanie odchylok skuto¢ného priebehu od priebehu planovaného. Osobitny vyznam controllingu potom spociva v
rieSeni tzv. systémov véasného varovania, ktorych tlohou je na zaklade registracie a vyhodnocovania réznych signalov
upozorriovat’ na pravdepodobné zmeny, faktory a vplyvy, ktoré mbézu perspektivne ovplyvriovat mnohé aktivity
a vysledky organizacie. Sucasne, controlling predstavuje Specifickii formu prace s informaciami a jej ulohou nie je
riadenie realnych procesov, ale cely podnik prostrednictvom informéacii o skutoénych procesoch. Pomerne mladou
oblastou controlligu je prenesenie jeho mySslienok do oblasti personalistiky, kde sa aplikuju postupy controllingu na oblast
riadenia ludskych zdrojov.

KLUCOVE SLOVA
Controlling, personalny controlling,riadenie fudsky zdrojov, KPI

ABSTRACT

Controlling can be considered as service management function, which subject is to gathering the required information on
planned and actual levels of economic events and processes with a special focus on deviation detection of true course
from the planned course. Special importance consists in solving the so-called. early warning systems, whose task is to
highlight on probable changes, factors and their impacts, that may affect prospectively many activities and results of the
organization. Simultaneously controlling represents a specific form of work with information and its role is not to manage
the real processes, but the whole enterprise through information about the real processes. Relatively recent controlling
area is transferring the ideas from management and economics to the field of human resources management, where
controlling applies its approaches to human resources.

KEY WORDS
controlling, personnel controlling, human resources, KPI

uvoD rozdiely v Zivotnej Urovni v §tate i v réznych Castiach
sveta a pod. Tento fakt nuti spolo¢nost’ hladat nové
pristupy k rieSeniu tychto problémov. Musime
konstatovat, Zze doba ,mechanistickych pristupov*
sa skoncila. V sucasnej dobe je potrebné stéle viac
uplatfiovat' kreativny pristup a hladat nové cesty,

Controlling predstavuje Specificki formu prace s
informéaciami a jeho Ulohou nie je riadit realne
procesy, ale cely podnik prostrednictvom informécii
o reédlnych procesoch. (Baran, 2008) Controlling

ner_noénc_)’zamieﬁat’ s_manainjentom ani sjednou_ ktoré vedu k netradiénym, ale pritom optimalnym
s dispozitivnych funkcii manaZmentu kontrolou, aj |jaseniam pre dané podmienky a situacie. (Baran,
ked kontrola je nevyhnutnd na splnenie Uuloh 2001)

controllingu. (Baran, 2015)

Personalny controlling stoji na rozhrani dvoch
odbornych disciplin, a to personalneho manazmentu
a controllingu. Rozumieme pod nim prierezovu
funkciu, ktora prispieva k podpore planovania,
usmernovania, kontroly a obstaravania informacii pre
vSetky personalne opatrenia. (Friedli, Thom, 2001)

Pomerne mladou oblastou controligu je prenesenie
jeho myslienok a aplikacia postupov controlingu na
oblast fudskych zdrojov. Personal je jednym
z najdrahsich, najcitlivejsich a najmenej
predvidatelnych zdrojov podniku. Prinos tohto
faktora k Uspechu podniku by mal byt meratelny

a vyhodnocovany. Vo vacsine spolo¢nosti su naklady na personal suma
vo vykaze ziskov a strat. S ohladom na vysoky
PERSONALNY CONTROLLING podiel persondlnych ndkladov na celkovych

nakladoch podniku prichadza potreba vyuZivat

] ) ) R _nastroje controllingu aj voblasti personalneho
Personalny controlling by mal podniku pomoct pri  manazmentu. Personalny controlling mézeme
realizacii rozhodnuti o nasadzovani a vyuzivani  povazovat za metodu manazmentu na optimalizaciu
pracovne; sily s ohfadom na obchodné ciele. MNoho  gtryktary a vysky nakladov na personal, na zaklade
zmien v podniku Casto stroskota, nakolko pri ich kiorej “mozeme analyzovat, planovat, riadit
planovani sa nezohladiovali makke faktory, ako si g kontrolovat ziskané personaine data. Personainy
psychologické a sociologické, Dynamika spolocného  controlling  podporuje  ekonomické  a strategické
rozvoja je nezvratna, ale prinaSa so sebou tieZ ysienie a meni poziciu personalnej prace. Jeho
nevyhnutné  socialne problémy napr. ohrozenie \ohu nemozno  vidiet vsnahe o redukciu
psychického a fyzického zdravia populacie, velké personainych nakladov, ale vich optimalizacii.
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Podstatnym bodom analyzy nie je iba oblast
nakladov, ale aj poznatky o spravani zamestnancov
v pracovhom procese. V centre pozornosti su
zamestnanci so svojimi potrebami a schopnostami.
(Vanova 2008)

Fundovany persondlny controling moéze byt
vyznamnou podporou pre rozhodnutia manazmentu
podniku. To je spojené s profesionalizaciu
personalneho manazmentu a so zmenou
personalneho manazéra na business partnera pre
vedenie spolo¢nosti. Tu vznikda moznost zladit
personalne procesy s obchodnymi a prispiet tak
k tvorbe hodnét. (Wolf, 2008)

Je zrejmé, Zze profesionalizacia personalneho
manazmentu vyzaduje tiez Specializované metody
controllingu  a nastroje  riadenia  strategickych
problémov  aciefov  voblasti  personalistiky.
Personalny controlling sluzi na podporu efektivnej
realizacie podnikovych procesov a dosahovanie
udrzatelnych cielov podniku.

Personalny controlling zahffia opatrenia na meranie
ariadenie optimalneho pomeru nakladov na
zamestnancov aich vykonu s prihliadnutim na
ekonomické zaujmy a rozvoj podniku.

Za tymto uCelom zbiera data suvisiace
s personalom, spracovava ich a vyhodnocuje na
zaklade vopred stanovenych ukazovatelov. Ziskané
informacie sluzia personalistom a podnikovému
vedeniu Kk prijimaniu  personalnych  rozhodnuti
a planovaniu v oblasti riadenia fudskych zdrojov.

V personalnom controllingu podla viacerych autorov
mobzeme rozliSovat tri oblasti:

= controlling efektivnosti — zameriava sa na prinos
personalnej prace k celkovému Uspechu
podniku, hodnoti napr. mieru fluktuacie, dobu

nepritomnosti v praci, vysledky zistovania
spokojnosti zamestnancov
= controlling u€innosti — zameriava sa na

monitorovanie vynakladania/vyuZivania zdrojov
v personalnej oblasti vo vztahu k vysledkom,

= controlling nakladov. (Friedli, Thom, 2001)

= podla nasho nazoru patri eSte Stvrta oblast a to
controlling hospodarnosti, ktori  hodnoti
optimalnost vynakladanych nakladov, a nie je
zhodny s controllingom efektivnosti.

Na personalny controlling je potrebné pozerat ako
na nastroj, ktory poskytuje informaény servis a
podporu pre rozhodovanie. Pri zbere a spracovavani
dat v personalnom controllingu je nutny citlivy
pristup, nakofko tieto sa tykaju ludi a Casto zahffiaju
aj osobné udaje zamestnancov. Musia byt dodrzané
legislativne poziadavky, predpisy a zmluvy, ale aj
zohladnené moralne a etické principy.

Nastroje personalneho controllingu

Mnoho aspektov v oblasti personalnej prace ma
obmedzené moznosti kvantifikacie a su s tazkostami

hodnotené klasickymi kritériami

a kritériami ziskovosti.

ekonomickymi

V zavislosti na predmete sa moézeme v literature

stretnut’ s rozliSovanim personalneho controllingu

ako:

= kvantitativneho (priamo meratefné udaje ako
Struktura personalu, personalne naklady..) a

= kvalitativneho (makké faktory ako spokojnost
zamestnancov, spravanie sa manazmentu resp.
vedenia podniku, emocionalna vazba).

Dalej mozno rozliSovat:

= strategicky personalny controlling (ide
o dlhodobu orientaciu, ,o chce podnik
dosiahnut*) a

= operativny personalny controlling (naklady,
vynosy, hospodarsky vysledok, kratkodobé

smerovanie ,ako to chce podnik dosiahnut™).

Operativny personalny controlling je zamerany na
kazdodennu ¢innost podniku a zaobera sa viac
kvantitativnymi ukazovatefmi ako naklady
a ekonomické veli€iny. V oblasti kvalitativnej sa
zameriava na kvalitu a efektivnost resp. uc€innost
procesov, Strukturu a spésoby vzorov spravania sa
vedenia podniku a personalneho manazmentu.

V operativnom personalnom controllingu ide o
vnutornu ulohu poukazovat na nakladanie resp.
plytvanie zdrojmi a moznosti racionalizacie procesov
v oblasti personalneho riadenia.

Cast procesov v persondlnom manaZmente ma
strategicky vyznam a vplyv na podnikova hodnotu
ajej rast. Strategicky personalny controlling
zabezpecuje existujuci potencial uspechu podniku
a prispieva k tvorbe a vyuZivaniu nového potencialu
pre dosahovanie podnikovych ciefov. Je orientovany
na efektivnost a dlhodobo do buducnosti.

Strategicky personalny controling sa zaobera
integraciou dat a planovania suvisiacich
s personalom do podnikovej stratégie ako aj spatnou
vazbou a prenosom informacii zo strategického
planovania do oblasti personalistiky. Strategicky
personalny controlling sa koncentruje na hodnotenie
cielov podniku, ide najma o hodnotenie personalne;j
stratégie v ramci podnikovej stratégie a hodnotenie
konkrétnych realizovanych strategickych opatreni.

Néstroje personalneho controllingu mozu byt

= orientované na vysledky — pracuju s nakladmi
resp. vydavkami na pracu, zbieraju data
vztahujuce sa kvykonom (analyza Struktary
personalnych nakladov, systém ukazovatelov).

= procesne orientované nastroje — zamerané na
pracovny vykon zamestnancov v hodnotovom
retazci podniku a eliminovanie/redukciu
spravania, ktoré ma brzdiaci vplyv na proces
(personalny audit, Target Costing,
Benchmarking).
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V suCasnosti su Standardné nastroje v oblasti
personalneho controllingu zaloZzené na
kvantitativnych  operativnych  (resp.  beznych)

ukazovateloch
a skutoéného stavu.

a porovnavani planovaného

Vhodné nastroje, ktoré by mali podporovat ciel
controllingu a pripravu rieSenia strategickych uloh —
(napr. na vykonnost orientované  systémy
ukazovatefov, kvalitativne ukazovatele alebo SWOT
analyza) su doteraz malo rozSirené.

CIELE A ULOHY PERSONALNEHO
CONTROLLINGU

Hlavnou udlohou personalneho controllingu je
pripravit informacie =z oblasti personalistiky pre
strategické rozhodnutia, sprehladnit personalne
naklady, aby sa podporilo  dosahovanie

hospodarskych cielov podniku. Ciefom nema byt
poskytovanie informacii, ale prostrednictvom nich
podporovat dosiahnutie hlavného ciela podniku a
najma naplnenie jeho poslania. Personalny
controlling by mal poskytnut relevantné informacie
prispbsobené poziadavkam ich prijimatelov. Dolezita
je spolahlivost poskytovanych dat, najmad ak su
spracovavané kvalitativne udaje.

Napriek tomu, ze personalny controllings disponuje
vlastnym suborom $pecializovanych nastrojov, nie je
v kone¢nom dbsledku  iba Ciastkovou funkciou

persondlneho manazmentu. Koncepcia a ciele
personalneho controllingu su zamerané na
controlling celého podniku. Prebera tak ulohu
spojovacieho ¢lanku medzi personalnym

manazmentom a controllingom.

V ramci riadenia podniku je beZnou praxou tvorba
ukazovatefov, ktoré =zahffaju aj rézne aspekty
riadenia fudskych zdrojov. Dosiahnuté vysledky
tychto ukazovatefov by mali podliehat systematickej
analyze abyt dalej interpretované v celkovom
kontexte a vzajomnych vztahoch.

Vyvoj/stanovenie systému Human Resource Key
Performance Indicators by mal vychadzat
z konkrétnych podmienok podniku a podnik ich
vyuzivat pre riadenie podnikovych procesov.
Naplnenie jednotlivych ukazovatefov by malo
podporovat dosahovanie vopred stanovenych
podnikovych  cielov. Ciefové hodnoty KPI
ukazovatefov je potrebné stanovit realne a tiez
stanovit ich  kritické hranice. Odchylky od
stanovenych cielov je potrebné interpretovat a prijat
napravné opatrenia v oblasti fTudskych zdrojov, aby
bolo mozné dosahovat podnikové ciele. Aby sa
prijali adekvatne rozhodnutia je potrebné analyzovat
problémové oblasti anajst pri€iny vzniknutej
situcie. Iba tak mézu byt prijaté spravne napravné
opatrenia.

VYSLEDKY PRIESKUMU

V rokoch 2014-2015 sme sa vramci prieskumu
realizovaného UPIM MTF STU zamerali na
zistovanie stavu voblasti riadenia vykonnosti
podnikov a vykonnosti zamestnancov
v priemyselnych podnikoch na Slovensku. NiZSie je
uvedena vybranad Cast  vysledkov  ztohto

dotaznikového prieskumu.

Dotaznik sme rozposlali 500 podnikom v SR, spat
sme ziskali 146 vyplnenych dotaznikov z podnikov
z réznych odvetvi priemyslu. Dotaznik obsahoval 38
otazok.

Tab.1 Podniky podla velkosti zti¢astnené v prieskume

pocetnost’ | %-ny podiel
malé podniky 26 18
stredné podniky 66 45
vel'ké podniky 54 37

Z prieskumu vyplynulo, Ze pravidelné hodnotenie
pracovnej vykonnosti zamestnancov realizuje iba
79% podnikov, 4% uviedlo, ze toto hodnotenie
vykonava nepravidelne a 17% tato Ccinnosti
nevykonava.

Pri merani vykonnosti vSetky dotazované podniky
uviedli, Ze vyuzZivaju najma finanéné ukazovatele
(100% podnikov). Najcastejsie sledované
ukazovatele su: Cisty zisk/Net Profit (59,3%), trzby
(57,7%), cash flow (46,3%) EBIT alebo EBITDA
(44,7%), ROl (30%), pridand hodnota na
zamestnanca (26,8%), ROE (17%), EVA (15,4%).

Nefinanéné ukazovatele vyuziva iba 55,28%
dotazovanych podnikov, vSetky z kategérie stredné a
velké podniky. Vyuzivajd najma nasledujuce
ukazovatele: pocCet reklamacii (43%), spokojnost
zakaznikov (36%), spokojnost zamestnancov (33%),
fluktuacia zamestnancov (24%), podiel na trhu
(23%), miera absencie zamestnancov (22%).
Podniky vyuZivaju su€asne viacero ukazovatelov.

Podniky sa zameriavaju viac na sledovanie
tradiChych a  prepracovanych  ekonomickych
(finanénych) ukazovatelov a z oblasti personalistiky
vyuzivaju vybrané ukazovatele najma velké
a stredné podniky a aj to nie v dostato€nej miere.

Zodpovedi na otazku, aky koncept riadenia
vykonnosti podniku a zamestnancov podnik vyuziva
vyplynulo, Ze podniky najCastejSie vyuzivaju pri
riadeni vykonnosti koncept KPI - Key Performance
Indicators (44%) aMBO - Management by
Objectives (31%), BSC (Balanced Scorecard)
vyuZiva iba 10,3% dotazovanych podnikov a MBC —
Management by Competence 6%, zvy3né podniky
uviedli, Ze nevyuZivaju Ziadny z vySSie uvedenych
konceptov, resp. vyuZivaju vlastny koncept riadenia
vykonnosti. (vid graf 1)
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VyuZivanie vybranych konceptov
riadenia vykonnosti podnikov v SR

MBC iné

6% 9% KPI

BSC 44%

10%

31%

Graf 1: VyuZivanie vybranych konceptov riadenia
vykonnosti podniku v podmienkach SR

Zistené udaje ukazovatelov (finanénych aj
nefinanénych) podniky vyuZzivaju najma za ucelom
stanovenia cielovych hodnét do dalSieho obdobia
(87,9%), hodnotenie uatvarov resp. zamestnancov
(69,7%), zlepSenie Cinnosti (aktivit, procesov)
v ramci Utvarov podniku (69,7%) a na porovnavanie
s konkurenciou (27,3%)

Napriek tomu, ze KPl a MBO su podla vysledkov
prieskumu najCastejSie vyuzivané koncepty riadenia
vykonnosti, stanovenie objektivnych a realnych
ciefov ako aj nastavenie meratelnych kritérii v tejto
oblasti je stale povazované za problém.
Z uvedeného vyplyva, Zze problémom v oblasti
riadenia vykonnosti a tiez HRM je najma stanovenie
meratelnych  kritérii, ktoré by podnik mohol
jednoducho kvantifikovat, porovnavat a na zaklade
dosiahnutych vysledkov prijat’ potrebné opatrenia.
Ulohou personalneho  controllingu je  najst
a poskytnut manazmentu podniku v tejto oblasti
relevantné udaje resp. ukazovatele.

Problémy/otazky na diskusiu

V personalnom controllingu prevazuju kvalitativne

data, kde kauzalne vztahy medzi vstupom
avystupom su Castokrat tazko  zistitelné.
Stochasticky charakter socidlnych javov len

s tazkostami umoznuje dokazat, ze urcité efekty su
dosledkom jedného konkrétneho opatrenia. Preto
musia byt realizované nepriame  merania
a zistovanie a s moznymi interpretaciami je potrebné
nakladat flexibilne a premyslene.

Na rozdiel od inych oblasti je v oblasti ludskych
zdrojov nérocnejSie merat efekty z vynaloZzenych
finanénych prostriedkov a zistovat, aky prinos maju
investicie do ludskych zdrojov. Napriek tomu musia
podniky aj v oblasti personalistiky brat do uvahy
naklady aprinosy zo svojich planovanych
a realizovanych aktivit, ako aj navratnost investicii
do ludskych zdrojov. Vo vnutri podniku nie su
Z hladiska jeho vykonnosti a vykonnosti
zamestnancov dostatone zname SirSie suvislosti
avyznam jednotlivych persondlnych aktivit. Je
pochopitelné, 2e pri  principe  efektivheho
a hospodarneho riadenia, podniky nie su ochotné
vynakladat’ finan&né prostriedky, resp. investicie do

Cinnosti, u ktorych nie su zname prinosy a vyznam
jednotlivych aktivit pre podnik.

Problematické pre personalny controlling je, Ze vela
faktorov v tejto oblasti sa neda priamo odmerat
a mbézeme ich zistovat iba nepriamo, napr. motivacia
zamestnancov, ich iniciativa, @ angazovanost
a lojalita, pracovna klima/nalada. Potrebné je
stanovit, ktoré ukazovatele prostrednictvom akych
kvalitativnych faktorov poskytuju tieto informéacie.

ZAVER

Podnik méze na riadenie fudskych zdrojov ako
aj analyzu personalnych nakladov vyuzit Siroké
spektrum metdd, nastrojov, foriem a prostriedkov,
ktoré su bud orientované na sucasnost alebo
strategicky, do buducnosti.

Uspech  podniku  podmiefiuje  aj  S$truktdra
zamestnancov, ¢o sa tyka najma ich kvalifikacie,
kompetencii, motivacie, angazovanosti a lojality.

Kazdy podnik si musi vytvorit vlastné nastroje
a indikatory na sledovanie vykonnosti a potencialu

zamestnancov Vv zavislosti od svojho poslania
a stanovenych cielov.

Uloha ludského faktora ako déleZitého
a rozhodujuceho nastroja konkurencieschopnosti

podnikatel'skych subjektov je vS&eobecne uznavana,
ale bezne sledované ukazovatele ako pocet
zamestnancov alebo personalne naklady
nevypovedaju 0 kompetenciach a inova¢nom
potenciali podniku.

V désledku toho manazment zameriava svoju
pozornost na ciefovo orientovany controlling.
Personélny controlling by mal zavfsit proces, pri
ktorom manaZzér zisti, &i jeho podriadeni su efektivne
zapojeni do napinania podnikovych cielov.

Prispevok bol napisany a uverejneny v ramci
vyskumného projektu VEGA 1/0218/16 "Model
implementacie controllingu ako nastroja riadenia
v skupine podnikov stredné podniky strojarskeho a
elektrotechnického priemyslu®.
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KALKULACNY SYSTEM VERSUS FINANCNE UCTOVNICTVO
CALCULATION SYSTEM VERSUS FINANCIAL ACCOUNTING

TALNAGIOVA Viktéria

ABSTRAKT

Kalkulacny systém tvori neoddelitelni sucast nakladového controllingu i celého uctovného informacného systému
priemyselnych podnikov. SluZi pre manazment podniku ako délezity zdroj ekonomickych a podnikovych informacii pre
efektivne riadenie podnikovych entit.

Nakladovy controlling pri tvorbe kalkulacného systému vyuzZiva vSetky informacné zdroje podniku vratane vystupov
z finanéného uctovnictva, preto je nevyhnutné aby tieto data boli koncipované tak, aby poskytovali informacie vyuZzitelné
pre riadenie podniku ako celku. DélezZitost tohto prepojenia sa prejavuje nie len v oblasti efektivneho a hospodarneho
riadenia nakladov, ale najmé v oblasti pridanej hodnoty a zisku. Cielom prispevku je preto poukazat na délezitost
prepojenia kalkulaéného systému a financného uctovnictva podniku a priniest tak novy pohfad na mnohé zname
skutocnosti.

KLUCOVE SLOVA
kalkulacny systém, naklady, financné uctovnictvo, controlling, IFRS

ABSTRACT

The costing system is an integral part of the cost controlling and the accounting information system of industrial
enterprises. It is used by the company’s management as an important source of economic and business information to
manage corporate entities effectively.

The cost controlling uses for own sources all enterprise information, including the reports of the financial accounting.
Therefore it is essential that these data have been drawn up to provide information useful for the management of the
company as a whole. The importance of this connection is manifested not only in an efficient and cost-effective cost
management, but especially in the area of added value and profit. The paper therefore highlights the importance of the
calculating system and financial accounting of the enterprises and bring new perspectives to many known facts.

KEY WORDS
costing system, costs, financial accounting, controlling, IFRS

uvoD

Rastuca zloZitost ekonomického Zivota, stupriujuca
sa konkurencia a rast dynamiky trhov vyZaduju
vyuzivanie Coraz presnejSich nastrojov riadenia
podnikovych entit. Podniky si nuatené neustale
zdokonalovat' svoje interné procesy a systémy
riadenia a reagovat na nové situacie novymi
funkciami riadenia, ktoré by umoziovali pruzne sa

informacie o Struktire nakladov podla charakteru,
miesta a pri€iny ich vzniku vo vnutri podniku.

BUDOVANIE KALKULACNEHO SYSTEMU
A KALKULACIi V PRIEMYSELNYCH
PODNIKOCH

prispbsobit  neustdlym zmenam ekonomického
prostredia, ¢i zmenam ekonomického cyklu. Jednym
z nastrojov riadenia podnikovych entit je kalkulaény
systém  podniku, ako nastroj uplatfiovania
a vyuzivania hodnotovych vztahov v riadeni podniku.

Kalkulagny systém je SirS§i pojem ako sustava
kalkulacii najma preto, Ze obsahuje suhrn vSetkych
druhov kalkulacii aj ich metodoldgiu a metodiku
z pohlfadu podniku. Do kalkulacného systému teda

patria nielen jednotlivé druhy kalkulacii, ale aj
vhodné kalkulaéné metddy.
Kalkulacie su problematika, ktora asi najviac

zatazuje i zaujima controllérov a manazérov. Je to
podmienené tym, Ze bez spravnej kalkulacie, je
problém spravne sa rozhodovat. V poslednej dobe si
podniky sami kon&truuju svoje kalkulagné vzorce a
tvoria vlastné kalkulacie, ktoré maju pre potreby
podniku vacsiu vypovedaciu schopnost a poskytuje

Kalkulacie predstavuju podsystém informaéného
systému podniku s réznymi vztahmi k ostatnym
podnikovym  podsystémom. Tento podsystém
vyjadruje, ako treba postupovat pri zostavovani
kalkulacii nakladov podnikovych vykonov. (Skoda,
2006)

Pri kalkulaciach nakladov podnikovych vykonov je
potrebné vyrieSit dva Uzko prepojené okruhy
problémov, a to: (Ponisciakova, 2010)

a) Prec€o priradit naklady vykonu? Odpoved je v

spravnej volbe rozsahu a  Struktdry
kalkulaénych poloZiek.

b) Ako priradovat néklady vykonu? Teda ide o
hladanie vhodnych postupov kalkulovania.

Rozhodnutie na urovni nakladového controllingu
o spbsobe kalkulovania podnikovych vykonov ma
z pohladu ocenovania tychto vykonov a nasledného
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vykazania vysledku hospodarenia mimoriadny
vyznam. Napriek tomu, Ze predstavuju kategoriu na
vnutropodnikovej Udrovni, vyznamnym spdsobom
ovplyviiuje vychodiska pre stanovenie Standardnych
cien podniku, od ktorych je uz iba krok k vykazanym
vynosom vo finanénom uétovnictve.

V neposlednom rade, je takisto délezité aj to, ktoré
nédklady a v akom objeme sa do kalkulacie zahrna,
Co tiez vyplyva zo spdsobu ich kalkulovania. Z tohto
doévodu treba kalkulatnym metédam venovat
dostato€nu pozornost aj z hladiska vysledku
hospodarenia na Urovni finanéného uctovnictva.
(Tumpach, 2008)

Vo finanénom Uctovnictve sluzia kalkulacie pre
ocenenie podnikovych vykonov vlastnymi nakladmi,
pri ktorych sa rieSia tri zdkladné skupiny otazok:
(Skoda, 2010)

1. Akym spésobom vypocitat vySku vlastnych
nakladov vyrabaného vykonu? Otazka je, Ci
pouzit tradiény kalkulaény vzorec, alebo
stanovit cenu vyrabaného vykonu inym,
alternativnym spdsobom.

2. Ktoré z uvedenych nakladov zapoc€itanych v
kalkulacii nakladov vlastnych vykonov zahrnat
a ktoré nezahrnut do ocenenia pre ucely
finanéného uctovnictva? Takto vykalkulovany
naklad sa totiz premieta do bilancie v
polozkach vyrobkov.

3. Zahrnut do kalkulacie vlastnych nakladov
vyrabanych vykonov vzhfadom na pouzity
vyrobny postup vSetky, resp. iba variabilné
naklady? Ma to tiez vplyv na ocenenie
vlastnych vykonov na urovni finanéného
uctovnictva.

Vlastnymi nakladmi sa vSeobecne rozumeju priame
naklady vynaloZzené na vyrobu alebo inu &innost,
pripadne aj Cast nepriamych nakladov /pri zdsobach
vlastnej vyroby/, ktora sa vztahuje na vyrobu alebo
inu ¢innost, ak je vyrobny cyklus dlhSi ako jeden rok.
Slovo ,pripadne” pri ocefovani zasob vlastnej vyroby
dava moznost volby, tj umozfuje ocenit tieto
zasoby v uUpinych nakladoch, ako aj v Ciastkovych
nakladoch podla kalkulaéného vzorca a tym vytvara
priestor na manipulaciu s vySkou vlastnych nakladov.
(Skoda, 2010)

RozliSovanie priamych a nepriamych nakladov ma
preto vyznam nielen zpohlfadu nékladového
controllingu a vnutropodnikové riadenie, ale aj
zpohladu externych  pouZivatelov  uctovnych
informacii podniku. RozliSovanie tychto nakladov je
zakladom pre ocenenie aktiv vytvorenych samotnym
podnikom. Ocenovanie takto vytvoreného majetku
zohladniuje spravidla vSetky priame naklady,
pripadne nepriame naklady technického a
prevadzkového charakteru — nezahriiuje vSak
nepriame naklady na zasobovanie, spravu a odbyt.

Tento spbésob ocefovania majetku vytvoreného
samotnym podnikom ovplyvnuje vysledok
hospodarenia podniku, pretoZe ovplyvriuje pomer, v
akom su naklady podniku rozdelené na naklady
obdobia, ktoré su vykazované priamo vo vykaze
ziskov a strat a ovplyvnuju vysledok hospodarenia.
(Tumpach, 2010)

Finanéné naklady suvisiace s pouzitim cudzich
zdrojov (napriklad uroky) mézu byt zahrnuté do
vlastnych nakladov iba vtedy, ak spadaju do obdobia
ich vytvarania. Z pohladu nakladového controllingu a
vnutropodnikového  uctovnictva sa  vlastnymi
nakladmi rozumie bud skutona vySka nakladov
alebo vyska operativnych (planovanych) kalkulacii.
Naklady podla operativnych kalkulacii su stanovené
v konkrétnych  technickych, technologickych,
ekonomickych a organizaénych normach ur€enych
technickou pripravou vyroby na uskutoCnenie
vykonov. (Foltinova, Kalafutova,1998)

Kalkulacia vlastnych nakladov aktivovanych vykonov
vo vlastnej rézii je zalozena v zasade na rovnakych
principoch ako kalkulacia obstaravacej ceny u
majetku nadobudnutého kupou od externého
dodavatela. Udaje o vyske vynaloZenych vlastnych
nakladov poskytuje vnutropodnikové uctovnictvo
daného podniku. Vnutropodnikové uctovnictvo sa
preto organizuje v Uzkej nadvaznosti na financné
Uctovnictvo. (Lapkova, 2006)

Pri zostavovani kalkulacii v SR, treba reSpektovat
zakon €. 431/2002 Z.z. zakon o uctovnictve a platné
postupy uctovania. Uvedené predpisy vSak nemozno
pri tvorbe nakladovych kalkulacii povazovat za
ramcoveé pravne predpisy.

Na rozdiel od minulosti, neexistuje v sufasnosti s
vynimkou regulovanych sietovych odvetvi v SR
vSeobecne zavazny predpis, ktory by usmerrfioval
zostavenie kalkulacii vlastnych nékladov a tym i
obsah poloziek kalkulaéného vzorca podniku. V
suCasnej praxi sa preto nadalej ,de facto” uplatfiuju
kalkulagné vzorce v podobe zodpovedajlcej stavu z
roku 1990. (Tumpach, 2008)

DoterajSie skusenosti od roku 1990 su také, ze
podniky do kalkulacie vlastnych nakladov vykonov
Casto zahrnu i naklady, ktoré s prisluSnym vykonom
nesuvisia. Pozornost zainteresovanych pracovnikov
sa sustreduje predovSetkym na dafiové a nedariové
vydavky na urovni finanéného uctovnictva, pricom si
neuvedomuju, 2Ze spravne ocenenie majetku
vytvoreného vlastnou &innostou ovplyvriuje vysledok
hospodarenia podniku, a tym aj zaklad dane.
(Cilikova, 2008)

Uvedené skutocnosti dokazuje ivysledok analyzy
vzoriek 50-tich kalkulacii vlastnych vykonov na obr.
1, ktora bola realizovana v obdobi od 2014 — 2016
priemyselnych podnikoch. Vysledky analyzy potvrdili,
ze sedem Kkalkulacii obsahovalo inaklady, ktoré
s prislusnym vykonom na kalkulaénu jednotku
nesuviseli.
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L spravne kalkulovany vykon

H nespravne kalkulovany vykon

Obr. 1 Kalkulacia viastnych vykonov

V su€asnom obdobi sa nevenuje v priemyselnych
podnikoch dostatoCna pozornost vnutropodnikovému
riadeniu a metodike U¢tovania v samotnom podniku.

Nakladové druhy zachytené vo finanénom
uctovnictve nevyhovuju potrebam
vnutropodnikového riadenia ani potrebam

nakladového controllingu. Maju také &lenenie, ktoré
nie je triedenim ani z kalkulaného ani z kapacitného
hladiska a nie je ani triedenim podla ¢innosti.

Naklady vo finan¢nom uctovnictve sa prvotne
sleduju podla druhu spotrebovanych ekonomickych
zdrojov, a nie podla toho, na aké vykony alebo
Cinnosti boli vynalozené. Vyska vlastnych nakladov
teda nie je na prvy pohlad zrema - a tieto
informacie je tak potrebné vygenerovat vo
vnutropodnikovom uc&tovnictve. V pripade modelu
zameriavajuceho sa na ucCelové ¢lenenie nakladov
sa vysledkovo uctuju tie naklady, ktoré vznikaju
priamo v suvislosti s produkciou. Informovanost
externych a internych pouzivatefov o ucelovom
vynalozeni nakladov je zamerané rovnako (liSi sa iba
stupfiom detailnosti), preto je mozné finanéné a
vnutropodnikové uctovnictvo viest v jednom okruhu
uctov. V tomto pripade nie je potrebné z hladiska
vykazania spravneho vysledku hospodarenia a stavu
zasob uskuto€hiovat’ Ziadne dalSie korek&né upravy.
(Tumpach, 2008)

Konkretizaciou funkéne — (&elového Elenenia
nakladov pri kalkulacii vlastnych vykonov je ich
kalkulaéné triedenie. Rozumie sa tym také
usporiadanie nakladov, ktoré zabezpedi kalkulaciu v
pozadovanej Strukture nakladov, schopnu vypovedat
0 Uulohe a vyzname jednotlivych nakladovych
poloziek pri vyrobe vykonu. Je samozrejme v
kompetencii prisluSného narodného zakonodarcu, i
umozni podniku tak, ako umoznuju IFRS, zostavenie
vykazu ziskov a strat v druhovom alebo v ucelovom
¢leneni nakladov. Pre podniky v oblasti vyroby, ktoré
maju potrebu zostavovat kalkulaciu nékladov
vlastnych vykonov je takéto zostavenie vykazu
ziskov a strat ovela vyhodnejSie. Slovenska pravna
Uprava uctovnictva vSak nedava moznost vyberu pri
zostavovani vykazu ziskov a strat. U nas ma vykaz
ziskov a strat predpisany format, kde sa prezentuje
druhové &lenenie nakladov. (Skoda 2010)

V praxi v8ak jednoznaCne prevaZuje zostavenie
vykazu  ziskov astrat vdruhovom  Cleneni
v podnikoch vykazujucich podla IFRS. Doékazom
tohto tvrdenie su vysledky vyskumu, ktory sa
uskutocnil analyzovanim 35-tich podnikov
vykazujacich podfa IFRS. Vysledky vyskumu

znazornuje obr. &. 2

25

4 druhové ¢lenenie nakladov

H funkcne - Gcelové clenenie nakladov

Obr. 2 Vykaz ziskov a strat podfa IFRS

Prvym krokom k zostaveniu spravnej kalkulacii je
rozlozit naklady na naklady zahrfiované a
nezahriiované do kalkulacie. Vznika tak skupina
nakladov nezahrfiovanych do kalkulacie (napriklad
Skody, naklady na predaj nepotrebnych zasob), ktoré
nepatria do vlastnych nakladov jednotlivych vykonov
a neprechadzaju kolobehom. Dal$ou aplikaciou
kalkulaéného triedenia nakladov je ich triedenie na
naklady priame a nepriame, ktoré vyplyvaju z
moznosti ¢i nemoznosti jednoznacne priradit’ naklady
jednotlivym vykonom ako ich koneénym nositelom.
(Skoda, 2006)

Priame naklady su tie, ktorych vySku je technicky
mozné a ekonomicky pripustné uréit na kalkulaénu
jednotku priamo — a to bud sledovanim nakladov
priamo vo vztahu ku konkrétnemu vykonu (napr. na
zéklade vyrobnych prikazov), alebo ak podnik
vytvara iba jeden druh vykonu, podielom celkovych
nakladov a celkového objemu vykonov. (Tumpach,
2008)

Nepriame naklady nie je mozné bezprostredne
priradovat k jednotlivym vykonom a to z dévodu, ze
sU vynalozené spoloCne na viac druhov vykonov.
Musia sa preto rozvrhovat prostrednictvom
rozvrhovej  zdkladne resp.  zodpovedajucimi
kalkulaénymi postupmi.

RozliSovanie priamych a nepriamych nakladov je
zdkladom pre ocenenie zasob vlastnej vyroby
(polotovarov vlastnej vyroby, nedokondenej vyroby a
dokonéenych vyrobkov) ako aj dlhodobych aktiv
vytvorenych samotnym podnikom v skladbe
vlastnych nakladov.
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TRADICNA KALKULACIA VLASTNYCH
NAKLADOV V PRIEMYSELNYCH
PODNIKOCH

Clenenie nakladov na priame a nepriame ma okrem
nakladového controllingu a vnutropodnikového
riadenia aj velky vyznam pre externych pouzivatelov
uctovnych informacii podniku.

Ide najma o tieto pripady: (Tumpach, 2008)

a) rozliSovanie priamych a nepriamych nakladov
méze ovplyvriovat vysku realizaénych cien v
pripade zakazkovej vyroby (jobs orders),
zmlav o investi¢nej vystavbe (construction
contracts), alebo Statom regulovanych cien;
cena byva totiz v tychto pripadoch odvodena
od vySky vlastnych nakladov podnikovych
vykonov (spravidla priamych nakladov a
vyrobnej/prevadzkovej rézie), zvySenych o
dohodnutu ziskovu prirazku,

b) ocefovanie majetku prostrednictvom
vlastnych nakladov zohladfuje spravidla
vSetky priame naklady, pripadne aj nepriame
naklady technického a prevadzkového
charakteru — nezahffa vSak nepriame naklady
na zasobovanie, spravu a odbyt. Tento
spbsob ocefiovania majetku vytvoreného
samotnym podnikom ovplyviiuje vysledok
hospodarenia podniku, pretoze ovplyviiuje
pomer, v akom su naklady podniku rozdelené
na naklady obdobia, ktoré su vykazované
priamo vo vykaze ziskov a strat a ovplyviuju
vysledok hospodarenia, a naklady viazané vo
vykonoch podniku vykazované do ich predaja
alebo spotreby v suvahe.

Vysledkom rozliSovania priamych a nepriamych
nakladov je aj skladba vlastnych nakladov podla
poloziek tradi¢ného kalkulacného vzorca, obr. €.3

1. priamy material

(2= ]

priame mzdy
ostaimeé priame naklady

virobna réiia

|

lastmé naklady vyroby

5. spravma réiia

Vliasmé naklady vwkonu

6. odbyviové naklady

Uplné vlasiné niklady vykonu
7. ziskfstrata

Predajna cena

Obr. 3 Tradi¢ny kalkulacny vzorec (Burcl, Bestvinova,
2004

V poslednej dobe si podniky sami konStruuju svoje
kalkulacné vzorce a tvoria vlastné kalkulacie, ktoré
su prispdsobené potrebam samotného podniku.
Vznika tak modifikovana podoba vSeobecného
kalkulaéného vzorca, ktora ma vacsiu vypovedaciu
schopnost pre potreby riadenia a usmerfiovania
nakladov.

Napriek tomu v8ak praxi prevlada uplathovanie
tradiéného kalkulaéného vzorca, ktory zodpoveda
stavu zroku 1990. Toto tvrdenie podporuje
i vysledok analyzy kalkulaéného systému 20 — tich
priemyselnych podnikov na obr. ¢ 4, pri€om viac ako
polovica kalkuluje vlastné naklady vykonu
prostrednictvom tradi¢ného kalkulaéného vzorca ako
spolahlivého meradla pre ocenenie vlastnych
vykonov.

14

i tradi¢ny kalkulaény vzorec

H modifikovany kalkulacny vzorec

Obr. 3 Ocenenie viastnych vykonov

Dobra nakladova kalkulacia podava nielen
informacie o celkovej vySke nakladov na vykon, ale
poskytuje obraz o tom, z akych skupin sa naklady
vykonu skladaju. Takato Strukturovana kalkulacia
nielenze podava informacie o vyske jednotlivych
nakladovych skupin, ale umoZiuje stanovit' droveri
ceny pri rbznych nepredvidanych situaciach.
Kalkulacia tiez napokon podava informaciu o tom,
aka urovef nakladov je uhradend, a poskytuje tak
daleko presnejsi obraz o schopnosti vykonu prispiet
k tvorbe zisku. (Popesko, 2008)

Pri ocenovani zasob vlastnej vyroby sa podniky v SR
riadia najma zakonom o uctovnictve a postupmi
uctovania pre podnikatefov, ktoré su z hladiska ich
ocefiovania  konkrétnejSie. Podla  prisluSnych
ustanoveni je z hladiska ocenovania zasob vlastnej
vyroby pre ocenenie vo finanénom uctovnictve
rozhodujuci vyrobny cyklus, v ktorom vyroba
prebieha a mozno ho zhrnuat nasledovne: (ékoda,
2006)

1. Zasoby vlastnej vyroby vyrabané vo vyrobe s
kratkodobym nepretrzitym cyklom, v
hromadnej a velkosériovej vyrobe (pokial je
vyroba jedného vykonu kratSia ako jeden rok)
sa pre Ucely finanéného Uctovnictva oceriuju
maximalne vo vySke priamych nakladov
vyroby. Minimalnou cenou vlastnych nakladov
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je v pripade vyroby s kratkodobym
nepretrzitym cyklom iba polozka priamych
materialovych nakladov. Nepriame naklady
vyrobnej a spravnej réZie sa pri vyrobach tohto
typu do ocenenia vlastnych nakladov vykonov
pre U€ely finanéného Uctovnictva nezahffiaju.

2. Zasoby vlastnej vyroby vyrabané v
malosériovej alebo kusovej vyrobe a vyrobe s
dlhodobym cyklom sa pre ucely finanéného
uctovnictva ocenuju v polozkach priamych
materialovych nakladov a vyrobnej rézie. V
pripade, Zze vyrobny cyklus trva dihSie ako
jeden rok, zahrnie sa do ocenenia aj spravna
rézia, ktorej suCastou su aj zasobovacie
naklady. Tato uroven je zaroveh maximalnou
mozZnou cenou pre ocenenie vykonov. Pokial
ma podnik politiku ocefiovania vo variabilnych
nakladoch, fixna ¢€ast vyrobnej a spravnej
rézie do ocenenia zasob pre ucely finanéného
uctovnictva nezahrnie.

3. Pri vyrobe dlhodobého majetku vytvorenou
vlastnou c&innostou sa pre ucely finanéného
uctovnictva do ocenenia vo vlastnych
nakladoch zahrna priame naklady vyroby,
vyrobna rézia (dplna, pripadne iba je
variabilna zlozka, podla politiky ocefiovania v
danom podniku) a spravna rézia, ak trva
vyroba dlhodobého majetku viac ako jeden
rok. Tato cena je pre ucCely finanéného
uctovnictva minimalnou a zaroven
maximalnou cenou.

4. Pokial su prostriedky na zabezpecenie vyroby
obstaraného uverovou formou, do ocenenia
pre ucely finanéného uc&tovnictva vstupuju aj
uroky cudzieho kapitalu za predpokladu, Ze
vyroba spada do obdobia ich vytvarania.

Je zrejmé, Ze zahrnutie odbytovej réZie (v zavislosti
od typu vyroby aj spravnej €i vyrobnej rézie) do
ocenenia vykonu vo vlastnych nakladoch pre ucely
financného Uctovnictva je nespravne. Aj napriek
tomu v8ak mnohé podniky tieto pravidla
nereSpektujt a do skladového ocenenia zasob
zahrnu aj odbytovu réziu, €im umelo zvySuju ich
hodnotu, ktora je v skutoCnosti z vnutropodnikoveého
hladiska nizSia. (Kupkovic, 1999)

Profesor D. Baran uvadza (Baran, 2006) ,tato forma
kalkulovania s nakladmi, v8ak nie je zbytocna a
vyuziva sa najma v pripadoch, ked sa stanovuje
cielova cena produktu, ktora ma pokryt vSetky
vzniknuté naklady a vytvorit poZadovany zisk®. Tieto
naklady su sice objektivne, ale do ceny vykonu
oceneneho vo finan¢nom uctovnictve nevstupuju.

Vyhodou tohto tradi€ného pristupu kalkulovania
vlastnych nakladov je jednoduchost a sucasne
moznost vyuzit’ informacie o nakladoch aj pre ucely
zostavenia uctovnej zavierky, preto je tento pristup
preferovany v ramci predpisov  finanéného
uctovnictva dodnes. (Tumpach, 2008)

Pri ocefiovani zasob vlastnej vyroby sa podniky
vykazujuce podla IFRS riadia najma Standardom IAS
2 Zasoby. Zasoby vlastnej vyroby (hotové vyrobky,
nedokonéena vyroba a polotovary vlastnej vyroby)
sa podla tohto S&tandardu ocefuju vo vlastnych
nakladoch, ktoré sa priamo vztahuju k jednotkam
produkcie. Tieto naklady zahrfiuju priame naklady
(priamy materidl a priame mzdy) a systematicky
rozvrhnutd fixnd a variabilna réziu. (Krupova, 2010)

Variabilna vyrobna rézia predstavuje tie nepriame
naklady na vyrobu, ktoré sa menia priamo alebo
takmer priamo s objemom vyroby, ako su nepriame
materialy a nepriame mzdy. Fixna vyrobna rézia
predstavuje tie nepriame vyrobné naklady, ktoré
zostavaju relativne nemenné bez ohladu na objem
vyroby (v ramci urcitého rozsahu produkénej
kapacity). (Jilek, 2011)

Fixna Cast vyrobnej rézie je alokovana na zaklade
beznej kapacity vyrobného =zariadenia. Bezna
kapacita vyrobného zariadenia je oCakavany objem
vyroby, ktory sa v priemere dosiahne pocas
niekolkych obdobi alebo sezén za beznych okolnosti
so zohladnenim straty kapacity v doésledku
planovanej udrzby. Pokial je vyrobeny mensi objem
vyrobkov, ako je bezna uroven vyuzitia kapacity,
podiel rézie aktivovanej do ceny zasob sa nezvysuje.
Nepriradena c¢ast fixnej rézie je zahrnuta do
nakladov bezného obdobia. Nedostatocné vyuZitie
vyrobnej  kapacity, teda ovplyvni  vysledok
hospodarenia v obdobi, kedy k nemu doSlo. Tato
poziadavka Standardu, brani  nadhodnoteniu
vyrabanych zdsob vo finanénom Uuctovnictve, v
obdobi poklesu vyroby. V pripade zvySenia vyrobnej
kapacity (nad bezZnu uroven) je v8ak fixna réZia na
jednotku znizovana. (Dvofakova, 2008)

IFRS su v posudzovani jednotlivych nékladov na
vyrobu a ich zahrfiovanie, pripadne nezahrfiovanie
do vlastnych néakladov ovela striktnejSi ako
slovenskd pravna Uuprava. Spravnu réziu (podla
konceplného ramca) rozdeluji na vyrobnid a
nevyrobnu, ¢im chcu jednoznacne oddelit tu Cast
nakladov, ktori do ocenenia vlastnymi nakladmi pre
UCely finan€ného uctovnictva v pripade vyrobného
cyklu dlhSieho ako jeden rok treba zahrnut a Cast,
ktora sa do ocenenia zahrnut nesmie. Takuto
kategorizaciu slovenska pravna uprava uctovnictva
nepozna. Uvedenym pristupom je jednoznacne dana
minimalna a zaroven maximalna uUroven nakladov,
ktora je =z&kladom na ocenenie vykonov Vv
uctovnictve a mdze byt rozdielna jedine v zavislosti
od tohto, &i vyrobny cyklus trva kratSie alebo dlhsie
ako jeden rok. (Skoda, 2010)

Do vlastnych nakladov mozno zahrnat' tzv. ostatné
naklady, ktoré predstavuju napr. naklady na navrh
designu produktu uréeného pre konkrétneho
zakaznika, pripadne Uroky cudzieho kapitalu, ale len
v pripade vyroby ,kvalifikovatelného majetku®, kde
jeho dozrievanie, pripadne mozZnosti jeho predaja
vyZzaduju uplynutie dlihSieho €asového intervalu. K
Castym chybam v suivislosti s ocefiovanim zasob

72



FORUM MANAZERA 2/2016

dochadza najma z nedodrzania poziadaviek IAS 36
Nehmotné aktiva. Tento Standard jasne vymedzuje,
ktoré nehmotné zlozky su aktiva, a ktoré naopak nie
su. Napriklad Ciastky vynaloZzené na vyskum nie su
aktivom, a preto nemézu byt sucastou ocenenia
zasob. Rovnako aj tomu napriklad u nakladov na
reklamu a propagaciu, naklady na pripravu a zabeh
novej vyroby ako i €iastky vynaloZenej na zaskolenie
zamestnancov alebo na reorganizaciu podniku a
pod.. (Kritofik a kol. 2011)

Uvedené skuto€nosti su z hladiska ocenovania a
vykazovania vo finanénom uétovnictve velmi
délezité, aj napriek tomu sa im nevenuje dostatona
pozornost, a mnohokrat su zasoby vlastnej vyroby
pre Ucely vo finanénom Uuctovnictve vykazané v
nespravnom oceneni. ZvySovanie skladovej ceny je
neekonomické, neodraza realtu a vedie Kk
nespravnej interpretacii pri vykazovani celkovej
vysky zasob a tym aj celkovej vysky aktiv. (Skoda,
2007)

ZAVER

Jednym z vyznamnych uloh  nakladového
controllingu, ktory prispieva k riadeniu a dosahovaniu
zisku je tvorba kalkulaény systém podniku. Sucastou
kalkulaCného systému su kalkulacie, ktoré umozriuju
zistovat rozsah a Struktdru vynalozenej prace na
konkrétny vykon. Vyjadruje totiz prepojenie medzi
naturalne vyjadrenym vykonom a finanénym
ohodnotenim. Déolezitost tohto prepojenia sa
prejavuje nie len v oblasti efektivneho
a hospodarneho riadenia nakladov, ale najma
v oblasti pridanej hodnoty a zisku. Preto je
nevyhnutné venovat kalkulaciam nalezitu pozornost
ato nielen zpohlfadu nakladového controllingu
a vnutropodnikového riadenia ale aj z pohladu
finan€ného uctovnictva. Vzdjomna synergia medzi
kalkulaCnym systémom a finanCnym uctovnictvom
musi viest k efektivnemu riadeniu nakladov, zisku
a k zabezpeceniu optimalnej finanCnej situacie
podniku. Toto prepojenie si vyZaduje nielen zmenu
postojov a spésobu myslenia v podnikoch, zmenu
organizacie ale i tvorbu kvalitnej informacnej
zdkladne. Na tychto predpokladoch méze podnik
vybudovat dobre fungujuci kalkulaény systém
v hadvaznosti na informacie z finan&ného
uctovnictva.
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