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Abstract. The main objective of human resources management is to achieve success and competitive advantage on the grounds
of an integrated set of cultural and personnel procedures. It presupposes a team of competent and trustworthy people who will per-
ceive their activities in a team as their personal mission. It is required from them to act effectively in all issues related to their employ-
ees. A precondition of such a conceptual activity creating is the existence of adequate organisational documents like organisation-
al strategy and individual functional strategies. It is at the same time assumed that human resources specialists are familiar with
the content of works carried out in their organisations. Information on individual works and preconditions of their execution have to
be collected on the grounds of complex work analysis, creating a basis for job diagnosis, and finally, for personnel decision-making.
Creation of a labour potential which would be a guarantee of effective performance of the tasks resulting from company’s goals is
impossible without an efficient management system. To build such a system of human resources management means to identify a
present state, as well as to predict, search and solve possible problems.
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MPAKTUYHE 3ACTOCYBAHHA AEAKUX TEOPETUYHUX NMIAXOAIB B YMPABNIHHI NIOACBKUMW PECYPCAMU
AHoTauia. OCHOBHOIO METO yNpaBiHHA NOACEKUMU PecypcamMm € JOCATHEHHA YCMiXy Ta KOHKYPEHTHMX NepeBar Ha OCHOBI MO-
6y[0BM IHTErpaTUBHOI CUCTEMM KYNbTYPHUX | KaapoBux npoueayp. BoHa nepepbavae HaABHICTb KOMNETEHTHUX Ta HaZiiHWNX
nojen, Aaki byayTe CNpUAMaTH CBOK AiANBHICTb Y KOMaHAi AK NepcoHanbHy Micito. Lie Bumarae edoekTUBHMX Ljil y BCiX NUTaH-
HAX, NOB’A3aHNX i3 NMIOACBKMMKN pecypcami. [lepeayMOBOKO CTBOPEHHA Takoi KOHLEeNTyaslbHOi akTUBHOCTI, Ha AiyMKYy aBToOpIB, €
po3pobka BiANOBIAHMX OpraHi3auinHMX OOKYMEHTIB, AK-OT opraHidauiiHa cTpareria Ta okpeMi hyHKuioHanbHi cTpaterii. [pun
LboMy nepeabavaeTbeA, Wo daxiBui B ranysi NioACbKMX pecypciB 3HaMOMi i3 3MICTOM pobiT, BUKOHYBaHWX y CBOIX opraHizaLifx.
BigomocTi npo ¢hianyHi poboTn Ta yMOBM iX BUKOHAHHA MOBUHHI 36MpaTUCA LWIAXOM KOMMSIEKCHOMO aHanisy i AiarHoCTUKY npadi,
Lo, B OCTAaTOYHOMY NiACYMKY, AO3BONMTL NPUAMaTH aAeKBaTHI PILLEHHA LOAO PO3BUTKY 3HaHb i HaBUYOK nepcoHany. CTBopeH-
HA TPyJOBOro noTeHuiany, AKMn 6yB 61 rapaHTielo eheKTUBHOIO BUKOHAHHA 3aBAaHb, WO BUMANBAIOTD i3 Linen KoMmnaii, He-
MOXIMBO 6€3 eheKTUBHOI CUCTEMUN MEHeOKMeEHTY. [1obyaoBa Takoi cuctemn ynpasniHHA NIIOACBKUMU pecypcaMun AacTb 3MOry
BM3HAYUTK iX MOTOYHWI CTaH, @ TAKOX CMPOrHO3yBaTyh, BUABUTY | BUPILLUTM MOXIIUBI Npobnemu.

Knto4yoBi cnoBa: ynpasniHHA NEpcoOHanoMm; Micia opraHisaduii; cTpaTeria opraHisauii; kKagposa cTpaTeria; aHanis.
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NMPAKTUYECKOE NPUMEHEHME HEKOTOPbIX TEOPETUHECKUX NOAXOA0B

B YNPABJIEHUM YEJTOBEYECKUMW PECYPCAMU

AHHOTauunA. OCHOBHOW LieNblo yNpaBneHuA YenoBe4YeCKMIN pecypcamm ABNAETCA AOCTUXKEHME ycrnexa U KOHKYPEHTHbIX npe-
MMYLLECTB HA OCHOBE MOCTPOEHMA UHTErPATUBHON CUCTEMbI KyJbTYPHbIX U KaapoBbix npoueayp. OHa npeanonaraeT Hannyne
KOMMETEHTHbIX U HAAEXHbIX NoAeNn, KOTopble 6yayT BOCNPUHMMATbL CBOK AEATENIbHOCTb B KOMaHAEe Kak MepCoHasnbHy0 MUC-
cuto. 310 TpebyeT ahheEKTUBHBIX AEACTBUIA BO BCEX BOMPOCAX, CBA3AHHbIX C YeNnoBe4YecKMmn pecypcamu. Mpeanockinkom co-
30aHNA TaKon KOHLUENTyaslbHOW akTUBHOCTU, MO MHEHWIO aBTOPOB, ABNAETCA pa3paboTka COOTBETCTBYHOLUMX OPraHM3aumoH-
HbIX [OOKYMEHTOB, TakuMX KaK OpraHu3auvmoHHaA cTpaTernma W oTAefbHble (OYHKUMOHanbHble cTpaternu. [Npu aTom
npeanonaraeTca, YTO CneumanucTbl B 061aCT YeNIOBEYECKNX PECYPCOB 3HAKOMbI C COAEP XKaHNEM paboT, BbIMOSIHAEMbIX B CBO-
nx opraHmsaumax. CeepeHuna o unsmyeckmx paboTax 1 yCrnoBmuaAX UX BbINOHEHNA OOMKHbI cOBMpaTbCA NyTEM KOMMAEKCHOro
aHanunsa n AMarHoCTUKWN TpyAa, YTo, B KOHEYHOM cHeTe, NO3BOMUT MPUHUMATL aeKBaTHbIe PeLleHnA OTHOCUTENbHO pa3BUTUA
3HaHU 1 HaBbIKOB nepcoHana. Co3gaHne TPyA0BOro NoteHumana, KoTopbii 6bin 6bl rapaHTuen apEeKTUBHOIO BbIMOSIHEHUA
3ajay, BblTeKaoWwmx U3 Lenein KomnaHum, HeBO3MOXHO 6e3 ah(heKTUBHOM CUCTEMbI MeHeaXXMeHTa. [oCcTpoeHne Takom cuc-
TEeMbl ynpaBeHna YenoBEeYECKUMIN pecypcamm No3BONUT ONPeaennTb NX TEKYLLEE COCTOAHME, a TakXe CNporHo3npoBaThb, Bbl-
ABUTb N PeLLNTb BO3MOXHbIE NPOBnembl.
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1. Introduction

Knowing the present state of human
resources management and its confrontation
with modern trends in this sphere is considered

Tab. 1: Size structure of analysed organisations

to be the key precondition of its enhancement
and gradual advancement towards the level of

developed organisations in the world [1], and

this paper therefore also deals with this issue on
an example of evaluating selected problems in

The number of employees more than
in an organisation 50 - 300 301 -1.000 | 1.001 - 5.000 5.000
Share of organisations

in % in 2010 62 25 12 )
Share of organisations

in % in 2011 70 2 i 2
Share of organisations

in % in 2012 72 20 6 2

human resources management. This selection is
related to the fact that the first sphere includes
the baseline characteristics and activities, by
means of which the conceptuality and level of the whole human
resources management system can be substantially affected
(the existence of a human resources management department,
respectively of a personnel department, the position of a per-
sonnel manager in the management of an organisation, the
existence of organisational documents) [2, 3, 4], the second
sphere includes the work analysis (job analysis), creating a
basis for job diagnosis and is a basis for dealing with individual
human resources management functions [5, 6].

2. Brief Literature Review

Human resources management and its confrontation with
modern trends in this sphere is considered to be the key pre-
condition of its enhancement and gradual advancement towards
the level of developed organisations in the world [7, 8]. The main
objective of human resources management is to achieve suc-
cess and competitive advantage on the grounds of an integrat-
ed set of cultural and personnel procedures. It presupposes a
team of competent and trustworthy people who will perceive
their activities in a team as their personal mission. It is required
from them to act effectively in all issues related to their employ-
ees. Therefore, the level of the whole human resources man-
agement system can be substantially affected (the existence of
a human resources management department, respectively of a
personnel department, the position of a personnel manager in
the management of an organisation) [9, 10].

A precondition of creating such a conceptual activity is inter
alia the existence of adequate organisational documents like
organisational strategy and individual functional strategies. It is
at the same time assumed that human resources specialists
are familiar with the content of works carried out in their organ-
isations. Information on individual works and preconditions of
their execution must be collected on the grounds of complex
work analysis. The work analysis primarily provides information
on job creation and description as well as on the specification of
requirements for employees and the creation of

Source: Own research

Human resources management is an activity focusing on
employees, and with other functional spheres of management,
it participates in the fulfilment of the goals of employees as well
as of the organisation as a whole [13, 14, 15, 16]. The existence
of a human resources management department, respectively of
a personnel department is therefore considered to be a sub-
stantial characteristic feature of an organisation with a direct
connection to the main goal of our research. 66-70% of the
organisations had a human resources management depart-
ment, respectively a personnel department or at least a human
resources specialist in the analysed years (Table 2).

We subsequently also focused on further facts affecting the
ensuring of human resources management in an organisation.
We were determining where the person currently responsible
for the issues of human resources management was hired
from. The objective of this question was to determine whether
organisations prefer hiring of employees at such a strategic
position from internal or external sources and whether empha-
sis is also put on their practical experience in the given sphere.
Our research indicated that organisations equally use both
external and internal sources to hire a person responsible for
human resources management (Table 3).

We also focused on determining whether persons responsi-
ble for human resources management have positions in top
managements or other top executive teams of organisations.
Our research implied that although the persons responsible for
human resources management have positions in organisation-
al managements in more than three fourths of organisations, it
is not the case in 23-49% of organisations.

Several subjects (partners) enter the management of
employees; however, the decisive role is played by human
resources management departments, personnel departments,
respectively human resources specialists in small organisa-
tions. They are a guarantee of fulfilling the goals and strategies
of managements in the respective sphere, i.e. they coordinate

the profile of their competence this will help to cre-
ating a basis for job diagnosis and finally for per-
sonnel decision-making. The creation of a labour

Tab. 2: Existence of a human resources management department,

respectively of a personnel department

potential which would be a guarantee of effective Existence of a human resources management Yes No
. department, respectively of a personnel department
performance of the tasks resulting from company — -
.. . . . . Share of organisations in % in 2010 66 34
goals is impossible without an efficient manage- Share of organisations in % in 2011 70 30
ment system [11, 6, 12]. To build such a system of Share of organisations in % in 2012 67 33
human resources management means to Source: Own research
identify a present state, to predict, search and - :
solve possible problems. Tal_). 3: Source where the person currently respons_lble
3. Purpose for the issues of human resources management was hired from
The present S.tate of hum?n rgsources Person responsible for human Share of Share of Share of
management and its confrontation with mod- resources management was organisations organisations organisations
ern trends in this sphere on an example of hired: in 2010 in % in 2011 in % in 2012 in %
evaluating selected problems in human from internal sources,
resources management. particularly:
4. Methodology & Results From among;the HRM/department 23 28 24
The Group of Respondents Characteris- gmp oyees
. P ,p : 7 From among employees, however not 27 30 26
tics and the Substantial Organisational Docu- of the HRM department
ments Existence in the Interviewed Organisa- from external sources,
tions. The first research phase had 239 n - P_""’"“"’E"(’jy-' -
‘L : _ person having worked as a human
part!c!pants, the second gnd third ones — 340 resources specialist for another 34 20 24
participants each. The size structure of the organisation
!ntgwlgwed organisations |s.showr.1 in Table 1, A person neither having worked as a
indicating that the organisations with the num- human resources specialist nor from 16 22 26
ber of employees from 50 to 300 were the most organisation’s internal sources
represented in our research each year. Source: Own research
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and professionally regulate those
engaged in managing people. They

Tab. 4: Spheres with elaborated documents in the analysed organisations

ensure that management acts effective- Has your Yes, Yes, No,
ly in all issues regarding their employ- organisation a document in a document in a non- in %
ees and that optimal condition are cre- elaborated the writing in % written form in %
ated in order to exploit the potential of following 2010 | 2011 | 2012 | 2010 | 2011 | 2012 | 2010 | 2011 | 2012
P P . documents?
people for both their own benefit and The mission of
4 - fanti s s on 0 73 71 65 16 13 14 11 15 21
the benefit of their organisation [5]. Also, organisation
on thg grounds of .thcle given reason, we The st_rattc_egy of 76 68 64 17 18 14 7 14 22
were interested within our research in g;g:g:naellos: s = = = 7 T = = = =
. . . IS I M
the present state in this sphere in Ecological strategy 44 | 39 | 43 19 16 11 37 | 45 | 46
gg%;amfsaglons operating hmd Slovakia. The code of ethics 58 | 53 | 49 16 18 18 | 26 | 29 | 33
% of the organisations had a person- The code of corporate

nel department or at least a human social responsibility o1 >3 >3 1 20 18 >0 > >
resources specialist in 2010, 70% of the Innovation strategy 39 23 26 23 26 23 38 51 51

. . . o Quality strategy 58 60 16 8 26 32
organisations had one in 2011 and.§7 %o ErdbnoNTics S\Fatedy 16 20 18 16 &6 o
in 2012, which means that conditions Organisational culture
for development in the sphere of strategy 25 33 29 32 26 21 43 41 50

human resources management are
starting to be created from a formal
viewpoint.

Organisational culture, which has a
substantial impact on how internal and external environments of
an organisation accept a strategy and its supportive functional
strategies, has a separate position and impact on the formation,
creation and implementation of organisational strategy into life.
All the given documents are not only important for working in
the sphere of human resources management but their particu-
lar outward definition and declaration also significantly affect the
way an organisation is perceived by its environment.

The creation and form of individual organisational docu-
ments is entirely based on the decision of organisational man-
agement. Regarding realising, respectively not realising the
need of organisations to create individual organisational docu-
ments, we were determining their existence, respectively ab-
sence in a written, respectively non-written form. Our research
indicated that 85% of the analysed organisations on average
have organisational mission and strategy in a written, or, respec-
tively, non-written form. Personnel strategy, the code of ethics
and ecological strategy are less represented. Less than 40% of
the interviewed organisations have defined having other docu-
ments like the code of corporate social responsibility, innovation
strategy, quality strategy, ergonomics strategy and organisation-
al culture strategy in writing (Table 4).

Aiming at determining whether conditions are created in
organisations for conceptual work in the sphere of human
resources management, we conducted an analysis of the exis-
tence, respectively absence of substantial organisational docu-
ments. Documents defining the mission and strategy of an
organisation, personnel strategy, organisational culture, environ-
mental strategy, the code of ethics, the code of corporate social
responsibility and goals in the sphere of innovations are not only
important in the sphere of human resources management but
their particular outward definition and declaration significantly
affect the way an organisation is perceived by its environment.

The analysis of individual spheres in which organisations
have, respectively have not elaborated documents indicated
that although more than 90% of the interviewed organisations
declared the existence of a defined mission and strategy of their
organisation, only less than 50% of them have defined other
spheres in writing. It is necessary to state that the existence of
other analysed documents focused on social goals of organisa-
tions (Table 4) is at a substantially lower percentage level. It can
therefore be assumed that only less than 50% of the analysed
organisations have an adequately and complexly defined mis-
sion and strategy of their organisation.

Work Analysis — Basis for Job Description and
Specification of Requirements for Employees. With regard to
the fact that work analysis primarily provides information on job
creation and description as well as on the specification of
requirements for employees and the creation of the profile of
their competence, we focused within our research on determin-
ing whether organisations conduct job analysis, for what posi-
tions and in what time frequency, respectively for what reasons.

Table 4 is not complete.
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Source: Own research

Note. With regard to the fact that not all documents were analysed in 2010, like in the other two years,

Determining the focus of organisations on job analysis, we
were also analysing the awareness of human resources man-
agers, who should participate in it and, particularly, initiate it.
Results indicated that only approximately 60% of the organisa-
tions focus on this function (Table 5).

In organisations conducting job analysis, we subsequently
focused on determining the complexity of its conducting, i.e. we
were determining for which jobs they conduct work analysis.
Managing positions were analysed in the lowest extent (Table 6).

In case organisations conduct job analysis, we were inter-
ested in what initiates it, respectively what the frequency of its
conducting is. Organisations most frequently identified the cre-
ation of new positions as the initiator, and those organisations
conducting the analysis regularly most frequently indicated the
year interval (Table 7).

The method of conducting the analysis has a substantial
effect at conducting any analysis from both the time viewpoint
and the viewpoint of quality level. Therefore, we also focused
our research on determining the methods used at job analysis.
Organisations most frequently use interviews (Table 8).

Work analysis is the key function of human resources man-
agement, which results from so called cross-sectionality of this
function. The substantial fact in relation to job analysis is a need
to conduct it before conducting any activity related to the func-
tions of human resources management, as its results substan-
tially affect all these activities. Responses of organisations to
the question whether they deal with job analysis indicated that
approximately 40% of them do not conduct job analysis at all.

Tab. 5: Conducting of job analysis

Share of
Do you conduct job analysis? organisations in %
2011 2012
Yes, we do 59 62
No, we do not 41 38

Note. The analysis of the present state of the focus of organisations
on work analysis was only conducted in 2011 and 2012.
Source: Own research

Tab. 6: Conducting of job analysis for
individual positions

Positions for which organisations Sharerof ;)nr%/inlsatlons
conduct job analysis 2011 2012
Management 60 56
Specialists 66 69
Administrative employees 63 70
Manual workers 61 67

Note. The analysis of the present state of the focus of organisations
on work analysis was only conducted in 2011 and 2012.
Source: Own research

© Institute of Society Transformation, 2015



ECONOMICS AND MANAGEMENT OF ENTERPRISES

Tab. 7: Reason, respectively time frequency of
job analysis conducting

of streamlining of their job. This discrepancy was clarified
at the analysis of answers to question what methods
organisations use at work analysis (Table 8). The inter-

viewed organisations identified interviews as the most

preferred method of analysis. The interconnection of this

fact with the most frequent answer at identifying the

analysis conductor indicates that 60% to 62% of the inter-

viewed organisations conduct job analysis by means of
an interview of the employee working at the analysed

Reason, respectively time frequency of Share of organisations in %
conducting job analysis 2011 2012
At job creation 55 53
At changes to job content 45 45
At personnel audit 24 24
Regularly:

- yearly 14 15

- twice a year 8 4
Other 4 2

position with a direct superior. The given fact clarifies the
low determined percentage indicating that only 12-15% of

Note. The analysis of the present state of the focus of organisations on work

analysis was only conducted in 2011 and 2012.
Source: Own research

Tab. 8: Usage of individual methods at job analysis

Share of organisations in %

Methods used at job analysis

2011 2012
Interview 62 60
Questionnaire 43 27
Observation 28 49
Other 6 4

Note. The analysis of the present state of the focus of organisations on
work analysis was only conducted in 2011 and 2012.
Source: Own research

In line with the given results we can assume that these organi-
sations do not realise its importance.

Regarding organisations conducting job analysis, we were
interested in the reason, respectively time frequency of con-
ducting job analysis (Table 7). Organisations most frequently (in
more than 50% of cases) conduct the analysis at job creation.
This is the most frequent answer, however organisations could
indicate more than one of the options, which implied that some
organisations wait for an audit or a term when they normally con-
duct the analysis, and do not conduct it flexibly when needed.

Regarding the creation of a new job, it is necessary to define
tasks, rights and duties in order for an employee to carry them
out effectively, hence it is necessary to define competence (the
level of education, abilities and attitudes). The creation of a new
job is at the same time a process of creating specific conditions
for it, while respecting the needs, rights and duties of other
employees in the organisational structure of an organisation. It
is necessary to deal with job creation almost continuously in
cases of changes to organisational goals, changes, respectively
modifications of used technologies, innovation implementation,
changes to the offer on labour market as well as in many other
cases [5]. The aforementioned implies the importance of work
analysis in context with the given situation, hence we consider
the inactivity of organisations in such cases to be significantly
negative. 55% of affirmative answers were recorded in 2011 and
53% in 2012, only representing less than 25% of the whole
analysed group of 340 organisations in both years.

The second option implies a similar negative result, when
45% of the organisations in both years indicated that they con-
duct work analysis in the case of changes to job content. It is
necessary in this relation to point out especially its interconnec-
tion with another function of human resources management —
education of employees, as it is only possible on the grounds of
job content change defined in advance to systematically edu-
cate employees and prepare them for the given change.
Determining the frequency of conducting job analysis, we ar-
rived at the result that approximately 10% of the organisations
conduct the analysis regularly, while the frequency is at least
once a year, and thus they at the same time deal with it at the
creation of new jobs as well as at changes to job content. We
consider such behaviour of organisations to be desirable.

After determining the reason and frequency of conducting
job analysis in the organisations, we were further determining
who conducts it. The interviewed organisations could identify
more than one answer. Low percentage (12-15%) was surpris-
ing in the option that the analysis is conducted by an employee
holding the given position. This employee should most frequent-
ly point out deficiencies, reveal bottlenecks and the possibilities

the organisations use the employee holding the given
position to conduct the analysis. We consider this finding
to be positive, as when the analysis is conducted by a
superior together with a subordinate, no loss of informa-
tion which such an employee has occurs, on the contrary, room
is created for an immediate discussion of interview participants
and for searching for possible solutions to a determined prob-
lem, respectively possibilities of performance improvement at
the given position. It is adequate to combine such an interview
with the questionnaire method. It is desirable in such a case that
the employee working at the analysed position as well as their
direct superior fill in a job analysis questionnaire in advance,
while both of them have room to consider individual answers, or
indicate facts desirable to discuss during the interview. In case
such an interview is held regularly once, respectively twice a
year, it is adequate to connect it with a motivational interviewing,
respectively career interviewing, as information obtained from
job analysis can be immediately used to create the plan of edu-
cation and career progression, or to interconnect them with the
evaluation and subsequent remuneration of employees.

5. Conclusion

Employees represent a priority source of effective activity
and prosperity of an organisation. However, this statement can-
not be understood in general. Its validity is derived from how
employees are prepared for their tasks and what conditions are
created to fulfil them.

In this paper, we wanted to point out the baseline problem-
atic spheres deserving the attention of experts due to their sig-
nificance, and to a certain extent enabling a confrontation of the
existing development in human resources management in
organisations in Slovakia and knowledge on modern tendencies
in the given sphere in the world.
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