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Uvod

Medzinarodna vedecka konferencia ,Vyzvy, trendy a indpiracie na trhu prace 2022“ nadvazuje na
predchadzajice Uspesné konferencie z minulych rokov 2018, 2019, 2020 a 2021, ktorych zborniky su
evidované v databaze Web of Science spolo¢nosti Clarivate Analytics (roky 2020 a 2021 v procese
evaluacie). Ide o sériu tradi¢ne poriadanych podujati Fakulty socialno-ekonomickych vztahov v oblasti
riadenia ludskych zdrojov, personalneho manazmentu a trhu prace. Konferencia sa oby&ajne kona v
prostredi kupelného mestecka Trencianske Teplice. Z dévodu globalnej pandémie sa konferencia
kona v hybridnom rezime na pdde Fakulty socialno-ekonomickych vztahov Trencianskej univerzity
Alexandra Dubceka v Trencine aonline prostrednictvom platformy MS Teams. Konferencia
a predkladany zbornik tvoria sériu vystupov v ramci projektov VEGA ¢. 1/0462/20 “Vyhodnotenie
zmien v kvalitativnej Struktire medzinarodnych ekonomickych vztahov pod vplyvom Industry 4.0 s
implikaciou na hospodarske politiky EU a SR”, VEGA &. 1/0689/20 ,Digitdlna ekonomika a zmeny v
systéme vzdeldvania ako reflexia na poZiadavky trhu prace® a VEGA ¢. 1/0357/21 ,Multiplikacné
efekty kvality fudského kapitalu na ekonomickt vykonnost a konkurencieschopnost ekonomiky SR*.
Zameriava sa na aktualne otazky trhu prace a na oblast’ riadenia ludskych zdrojov, vyhladavania
zamestnancov, pracovnej migracie, sociologie, politologie, pravnych disciplin, hospodarskej politiky,
medzinarodnych ekonomickych vztahov, medzinarodného obchodu, regionalneho rozvoja, demografie
a na problematiku zavadzania novych technoldgii vo vSetkych oblastiach spolo¢enského
a ekonomického Zivota.

Na plenarnom zasadnuti vystupi Ing. Martin HoStak, PhD. z Republikovej Unie zamestnavatelov a
PaedDr. Lucia Lednarova Ditétova - TREXIMA Bratislava, spol. s r.0.. Medzinarodny vedecky a
organizacny vybor zaruCuje dosiahnutie vysokej kvalitativnej urovne uskutonenej konferencie. Pod
jeho vedenim bude vydany recenzovany zbornik prispevkov, ktory bude zaslany na indexaciu do
databaz Web of Science spolocnosti Clarivate Analytics a Scopus spolo€nosti Elsevier.

Cielom konferencie je stanovit zakladné otazky pre nezavisly zakladny vyskum, ktory bude
realizovany v ramci projektov VEGA, realizovanych na Fakulte socidlno-ekonomickych vztahov
TrencCianskej univerzity Alexandra Dub&eka v Trencine.

Introduction

The International scientific conference "Challenges, Trends and Inspirations within the Labor
Market 2022" builds on previous successful conferences from previous years 2018, 2019, 2020 and
2021 of which proceedings are registered in the Clarivate Analytics Web of Science database (2020
and 2021 within the process of evaluation). It is a series of traditionally organized events at the Faculty
of Socio-Economic Relations in the fields of human resources management, personnel management,
and the labor market. The conference usually takes place in the spa town of Trencianske Teplice. Due
to the global pandemic outbreak, the conference was held within the hybrid mode at the Faculty of
Social and Economic Relations, Alexander Dubek University in Trencin and online via the MS Teams
platform. The conference and the presented proceedings belong to the series of outputs within the
projects of Slovak Ministry of Education Grant Agency VEGA reg. no. 1/0462/20 “The changes
assessment within the qualitative structure of international economic relations under the influence of
Industry 4.0 with implications for the EU and Slovak Republic economic policies”; VEGA reg. no.
1/0689/20 "Digital economy and changes in education system as a reflection on the requirements of
labor market"; and VEGA reg. no. 1/0357/21 "Multiplier effects of human capital quality on economic
performance and competitiveness of Slovak economy"”. The conference scope is focused on current
labor market issues and human resources management, job search, labor migration, sociology,
political science, legal disciplines, economic policy, international economic relations, international
trade, regional development, demography and the new technologies implementation in all areas of
economic and social life.

The plenary session will be held by the keynote speakers Ing. Martin HoStak, PhD. - The National
Union of Employers and PaedDr. Lucia Lednarova Ditétova - TREXIMA Bratislava, spol. s r.0. The
International Scientific and Organizing Committee guarantees to meet the high-quality level of the
conference. Under its leadership, a peer-reviewed collection of papers within the Conference
proceedings will be issued and published and submitted for indexing to Clarivate Analytics' Web of
Science and Elsevier's Scopus databases.

The goal of the conference is to outline the principal questions set for the independent basic
research, which will be executed under the VEGA projects being solved at the Faculty of Social and
Economic Relations, Alexander Dub&ek University in Trengin.
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THE USE OF PROJECT MANAGEMENT WITH REGARD TO INCREASING
THE SUCCESS AND SUSTAINABLE DEVELOPMENT OF ENTERPRISES IN
THE SLOVAK REPUBLIC

Michal BRUTOVSKY!
Erika MOSKOV A2

Abstract: Project management is currently one of the most frequently used tools for optimising and
innovating processes as well as introducing changes. In any project management that operates in the
current dynamic environment of corporate projects, managers should focus on increasing the safety of
activities and processes, which is a prerequisite for increasing the success of the implemented project
activities of enterprises from the point of view of risk and sustainable development. Raising awareness
of the possibilities and approaches to risk management in project management supports the success of
implemented activities, the development and increase of the knowledge level of all interested parties.
The aim of the article is to present the conclusions of a statistical survey that mapped interest in key
project topics such as optimisation, innovation and transformation during the COVID 19 pandemic in
Slovakia in comparison to neighbouring countries over the course of one year.

Key words: development, enterprise, management, project, risk

JEL Classification: O3, 125, L2

1. INTRODUCTION

In today's turbulent business environment, projects are the main tools for optimising and
implementing innovation and are characterised by their uniqueness and uncertainty.
Businesses in Slovakia are making great efforts to address the challenges associated with the
current business environment to ensure their success and sustainability. For this reason, it is a
prerequisite that managers are interested in the possibilities of using projects as a tool for
introducing change and achieving corporate goals. By optimising production, business but
also administrative processes, companies can save financial resources and at the same time
increase efficiency.

The pressure of the business environment to improve performance and the ability to respond
flexibly has become a factor that ensures the success, prosperity and competitiveness of a
business today. Therefore, project management is used to plan and execute complex, usually
one-off actions that need to be carried out in the required time with the planned costs in order
to achieve the set objectives. In the context of the COVID 19 pandemic in particular, project
management has emerged as an appropriate tool to reduce the risk of failure to achieve
objectives. However, it is not suitable for dealing with a crisis as such, where specific
activities are needed as part of crisis management.

Project management is currently one of the most effective ways to manage change and solve
strategic or other important tasks in companies or organizations. It is about planning,
delegating, monitoring and managing all aspects of a project, motivating stakeholders and
achieving project objectives within the expected parameters of time, cost, quality, scope,
benefits and potential risks.

L Ing., Faculty of security management, University of Zilina, 1. maja 32, 010 26 Zilina, Slovakia, e-mail:
michal.brutovsky @conextra.sk

2 Ing., Faculty of security management, University of Zilina, 1. maja 32, 010 26 Zilina, Slovakia, e-mail:
erika.moskova@uniza.sk
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2. PROBLEM FORMULATION AND METHODOLOGY

The business environment in Slovakia is affected by the current global situation and the
impact of the Covid 19 pandemic, the conflict in Ukraine and the related energy crisis, as well
as the unstable political situation and environmental changes. To ensure sustainable
development and business success, companies need to focus on optimisation, transformation
and innovation of key processes. Globally, project management is one of the most widely
used tools for implementing change and achieving business objectives within the constraints
of time, cost and quality at the output.

The aim of the paper is to present the findings of a statistical survey that mapped the interest
in key project topics such as optimization, innovation and transformation during the COVID
19 pandemic in Slovakia in comparison with neighbouring countries over a period of one
year. In line with the stated aim, the methodology of the paper was chosen. In the first part of
the article, an analysis was made, focusing on project management and key themes such as
optimization, transformation and innovation. Empirical research and analysis, synthesis and
comparison of data from statistical surveys were used to assess the current state of interest in
project topics in Slovakia and to draw conclusions.

3. PROBLEM SOLUTION

A project is seen as an activity that needs to be planned, thought through and implemented.
The following definitions and terminology are the most common in the literature and have
their own specificities depending on the methodology or standard in which they occur. A
project is a temporary effort aimed at creating a unique product, service or result
(PMBOOK®Quide, 2013). The Prince2 methodology defines a project as a temporary
organisation that is created for the purpose of delivering one or more products in accordance
with an agreed project rationale (PRINCE2®2009). The aim of the project is to bring about
change in the form of a new product design, an organisational change or a change in the
processes that are carried out in the enterprise.

Project management is the application of knowledge, skills, tools and techniques to project
activities so that the project meets its requirements. It involves planning, organising,
monitoring and reporting on all aspects of the project and motivating all those involved to
achieve the project's objectives (ICB — IPMA Competence Baseline 2006). Project
management is closely related to concepts such as optimization, innovation and
transformation. By linking project management activities with other automated activities
within a company's information and management systems, work tasks are optimised and thus
costs are minimised. Nowadays, innovation and innovation capability of an enterprise is
considered as a necessary condition for its competitiveness on global markets. According to
the European Commission, innovation is defined as the renewal and extension of the range of
products and services and their associated markets, the creation of new methods of
production, supply and distribution, the introduction of changes in management, work
organisation, working conditions and the qualifications of the workforce (Inova¢ny, 2017).

In an era of increasing globalisation and digitalisation worldwide, innovation is becoming an
increasingly important determinant of business success. It provides businesses with higher
growth, increase efficiency, competitiveness and enable businesses to create new markets.
Particularly in the current dynamic period, the need for innovation is even greater, as has been
highlighted by the current pandemic, during which businesses have been forced to react
quickly and flexibly to market changes. Despite the fact that there is already support for
innovative enterprises in Slovakia and efforts to create an innovation-friendly environment,
Slovakia's innovation performance still lags behind other (mainly Nordic and Western) EU
countries, which can be ranked among the global innovation leaders (Inovacny, 2020).
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Every company that wants to be competitive in today's globalized market needs to innovate
and projects are the tool for innovation, therefore one of the key monitored topics in project
management was focused on innovation. The pandemic has also shown that businesses that
have focused on digital innovation are able to adapt quickly to new situations. Projects
focusing on digital business transformation are on the rise, as several studies show that this
digital progress will continue as the transition to digital business is now considered safer and
brings with it an increase in profits. Businesses will also focus on building resilience,
automating other tasks and encouraging consumers to maintain some of their new digital
habits that require fewer face-to-face interactions (Aureusplus, 2022).

Recently, building business resilience has been linked to project management. For some time,
the term resilience has been used in project management research to address the ability to
organize under a variety of scenarios of uncertainty and sudden change, including disruptions
in the form of shocks or stressors. Resilience research goes beyond traditional project risk
management and the assumption that humans can manage risks. Risks are potentially
unknown in advance and therefore unmanageable, and projects are inherently sensitive to
external shocks (Bredillet, 2016). Recently, Nachbagauer and Schirl-Béck (2019) argued that
past project management research has neglected risk and uncertainty in hierarchical planning
and a control-oriented approach, whereas we need a resilient approach based on self-
organization.

4. PROBLEM RESULTS AND DISCUSSION

Raising awareness of the possibilities and approaches to risk management in project
management promotes the success of implemented activities, the development and increase of
the knowledge level of all stakeholders. The Google Trends tool was used to gather
information on the interest in key project topics, which allows to get an overview of the
search for keywords or phrases during a defined period of time. The reason for this was the
fact that the primary information we want to obtain about a particular issue is gathered
through the Internet. The key project management topics were statistically analysed over a
period of one year 2/2020 - 2/2021. This period is specific due to the impact of the ongoing
COVID-19 pandemic. The latter is expected to result in an increased interest of industrial
enterprises in project management topics such as optimization, innovation and transformation
in any environment. A comparison between the Slovak Republic and the neighbouring
countries of the Czech Republic, Austria, Hungary, Poland and Ukraine was made as part of
the analysis. The obtained statistical outputs provided interesting insights.

How the Slovak Republic performs in comparison with our neighbouring countries can be
seen in the overview of Table 1.

Table 1: Comparison of interest in project topics in Slovakia and neighbouring countries

Optimisation Innovation Transformation
Country Ranking Country Ranking Country Ranking
Austria 72 Austria 137 Ukraine 28
Ukraine 142| Czech Republic 153| Czech Republic 78
Czech Republic 145 Hungar 167 Austria 97
Hungary 152 . Slovakia 122
Poland 156 Ukraine 177 Hungary 139
Poland 181 Poland 145
Countries total 170 Countries total 193 Countries total 154

Source: prepared by authors, according to Google Trends (2021)
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The obtained results showed that the Slovak Republic ranks 164 out of 170 countries
surveyed in terms of interest in the field of optimisation. In comparison, all neighbouring
countries ranked better, namely Austria ranked 72 and the Czech Republic 145.

The innovation results confirmed the previous trend that Slovakia is not exploiting the
potential of project management, ranking 168 out of 193 countries. Compared to the 5
neighbouring countries surveyed, Slovakia ranked 4th, with less interest in the topic of
innovation in Poland and Ukraine. Austria ranked best at 137.

In the last area examined, focused on transformation, Slovakia ranked 122 out of 154
countries surveyed. Interestingly, Ukraine ranked 28th among the countries surveyed. This
was indicative of a desire to transform business activities to a competitive level, which has
now been prevented by the military conflict in Ukraine. Austria and the Czech Republic are
also focusing on transformation projects to a greater extent than Slovakia.

Project management is perceived as a tool to achieve the company's objectives within the set
time, quality and within the agreed budget. Awareness and knowledge level about project
management and risk management in it is crucial for successful project implementation. Most
importantly, projects in these three topics are currently the most in demand.

As a result of the significant disruption caused by the global COVID-19 pandemic, many
companies and institutions around the world are experiencing ongoing difficulties. These
difficulties are exacerbated by the consequences of the ongoing conflict in Ukraine, the
energy crisis, etc. Therefore, more time is needed to enable the systems to meet the conditions
of the originally set time windows and timelines for the different project processes. This
should logically lead to a higher interest in the mentioned topics, because well-optimised and
innovated processes or transformed complex systems bring this advantage. The
implementation of project activities has a very broad focus, whether it is the overall
transformation of the company, the transformation of the IT structure, the start-up of a new
product line, the implementation of a new information system, the purchase of production
equipment, the optimization of processes, the construction of a customer centre, etc. Figure 1
shows that there was no significant increase in interest during either the first or the second
wave of the pandemic. Paradoxically, a downward trend can be observed.

Figure 1: Evolution of the global interest in the project topic ""optimisation' via Google search
over the period 2/2020 - 2/2021

\/’W

Source: prepared by authors, according to Google Trends (2021)

Same as with the topic of optimisation, the topic of innovation did not see any ground-
breaking interest during the pandemic waves. This is based on the fact that innovation projects
entail a higher level of risk than conventional projects. The higher the level of inactivity, the
higher the level of risk and often the financial burden of the project, which companies were
not willing to take during the pandemic. The development trend in Figure 2 can be considered
stable.
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Figure 2: Evolution of the global interest in the project topic "innovation™ via Google search
over the period 2/2020 — 2/2021

Source: prepared by authors, according to Google Trends (2021)

Figure 3 shows that the transformation theme has seen several increases. This indicates that
businesses have shown interest in complex systems change rather than focusing on process
improvement.

Figure 3: Evolution of the global interest in the project topic '‘transformation' via Google
search over the period 2/2020 — 2/2021

Source: prepared by authors, according to Google Trends (2021)

The transformation of the company is usually aimed at increasing the efficiency of the
company, which was a very important aspect at the time of the pandemic in terms of
optimising costs and ensuring continuity of processes. If enterprises can get the continuous

improvement process right, they can make more optimal use of internal resources and succeed
in a highly competitive environment.

The obtained results were confirmed by the Survey on Project Management in Slovakia
conducted in July - September 2020, which was attended by 237 respondents from different
levels of project management. Answers to the question focused on the room for improvement
in the field of project management were oriented towards increasing awareness of the
importance and benefits brought by experienced professionals in project management, a clear
definition of the position of the project manager, his/her competencies and responsibilities.
Also the need to introduce project management into government administration, to train
people, to raise awareness and expertise (IPMA, 2020).

The latest project management statistics also show that 58% of organisations fully understand
the value of implementing project management as a way to achieve better performance. This
means that 42% of companies underestimate the importance of project management as a key
component of project success. A robust project management system undoubtedly increases
the chances of success, saves costs and reduces risk. Project management "Pulse™ statistics
show that high-performing organizations with project management best practices are 2.5
times more likely to meet their original goals (89% vs. 34%). Also important is the fact that
risk management is one of the most prevalent practices and only 3% of respondents said they
never use risk management practices (PMI, 2022).
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5. CONCLUSION

Project management is one of the tools to increase the success and promote the sustainable
development of a company. It is widely used at a time when improving the efficiency of
business processes is essential and concepts such as optimization, transformation and
innovation are part of everyday managerial decision-making. It is clear that managers have to
learn to live with uncertainty and projects are a tool where we can take uncertainty into
account and manage the risks associated with future developments. A successful project
manager is one who can envision the entire project from start to finish and is able to achieve
the set goals. Raising awareness of project management and its application in practice would
improve the position of Slovak companies in the global competitive market.
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RISKS ASSOCIATED WITH THE PROVISION OF SUITABLE WORKING
CONDITIONS AND THEIR SIGNIFICANCE IN IMPROVING THE
PERFORMANCE OF EMPLOYEES IN SPORTS ORGANISATIONS IN
SLOVAKIA

Kristian FURIAK®
Katarina BUGANOVA*

Abstract: A prerequisite for a successful organization is satisfied employees who have created
adequate working conditions. A suitable working environment and conditions play an important role,
especially in sports organizations and their employees, providing room for improvement and
performance growth. Employers realize that employees are key because their potential and ability to
perform satisfactorily are directly linked to adequate working conditions and the working
environment. This contribution aims to point out the risks associated with ensuring suitable working
conditions and their importance in the field of motivation, increasing the satisfaction and performance
of employees in sports organizations in Slovakia. For sports organizations in a dynamically changing
environment, the retention or acquisition of employees is one of the key attributes that determine the
degree of its success and viability.

Keywords: risks, employees, working conditions, sports organizations, performance

JEL Classification: J240, J810, M540, M550

1. INTRODUCTION

Nearly all living and working situations changed as a result of the COVID-19 pandemic (e.g.,
remote working, virtual communications), requiring ongoing adaptation to shifting
circumstances and navigating an unpredictable environment. Due to the pandemic, sports
organizations had to deal with a variety of stressors, including an increase in workload, the
possibility of being laid off or fired, the risk of contracting the virus, difficulties in
communicating with athletes, a rise in athlete mental health issues, and ongoing operational
and safety changes. Stress brought on by COVID-19 may have severely hindered people's
resources, resulting in a high degree of stress that eventually led many to consider quitting
their jobs as a solution to reduce stress. Indeed, due to a more constrained ability to get
resources that would mitigate stress, these alterations may have endangered people’s ability to
resist stress (Hobfoll 1989; Chun et al. 2022).

The number of sporting facilities is growing, which is escalating rivalry within the sector that
operates these facilities. For a sports facility, the function of staff who interact directly with
clients at service points is essential to thriving in a cutthroat market. Particularly, a leader's
management of a sports center organization affects how its members behave. It has a
significant impact on organizational success since it dictates the operational direction and job
performance. Having supportive coworkers can reduce stress and make it easier to attain goals
since social relationships can actually have stress-reducing effects (Hobfoll 2002; Hrabek et
al. 2020). The ability of an organization to continue being financially and socially sustainable
has been stressed by sports organizations as a critical component of the managerial strategy
for decades. Self-leadership is being emphasized as a crucial component for the sustained
success of an organization and is one of the internal marketing methods to respond flexibly to
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the quickly changing business environment (Hutchens et al. 2020; Neck et al. 2006; Stenling
et al. 2006).

The instability of the business environment of sports organizations has brought several issues
that need to be considered in ensuring their competitiveness. A stable working environment
and working conditions are a prerequisite for enhancing the performance of employees in
sports organizations and are affected by several risks and this topic will be addressed in this
article.

2. AIM AND METHODOLOGY

Sports organizations and their activities are an essential component of contemporary society,
within which they fulfil several important functions. In addition to the social aspect of
sporting activity, organizations active in this field have a particularly important place as part
of the national economy, where they create a significant number of jobs. The aim of this
article is therefore to analyze and present the issue of the risks associated with ensuring
appropriate conditions for employees in the sports sector and the importance of these
conditions in the motivation and performance of these individuals. Indeed, one of the
specificities of the business of sports is that the success or failure of an organization is very
closely linked to the performance of its athletes, which is the basis for other important
indicators determining the state in which the organization finds itself.

In line with this objective, an appropriate methodology was chosen for this paper, which
consists of the use of empirical research methods, analysis, synthesis, and comparison of data
obtained from previous research and scientific literature in this area using exploratory
research methods. Based on the above, it is possible to construct a comprehensive framework
taking into account the environmental factors acting on sports organizations and describing
the relationships between the individual components useful for a closer understanding of the
issue of risks and their potential impact.

3. THE IMPACT OF THE WORKING ENVIRONMENT ON EMPLOYEE
PERFORMANCE

The work environment and the factors that determine it are one of the key areas with a major
impact on the employees of an organization and thus on their work performance. Employees
are one of the most important elements in an organization, and the basic requirement for the
success of an organization in a market environment lies precisely in sufficient motivation,
reward, and care, all of which should ultimately lead to sufficient employee satisfaction. In
this context, human resource management is used as a tool designed precisely to ensure and
implement appropriate management of employees in the internal environment of the
organization and is the answer and the means to create appropriate internal conditions to
stimulate employee performance (Diamantidis et al. 2018; Park et al. 2019).

When addressing the issue of the impact of the environment on employee performance, it is
particularly useful to recognize that organizations operating in a dynamically changing
environment are influenced to a very high degree by specific factors of the external
environment, which are also reflected in their internal environment. In this context, it can be
stated that the ability of an organization to provide the appropriate conditions for an optimal
level of performance and satisfaction of its employees is largely determined by its ability to
cope with the effects of external factors (Adamik 2020; Buganova et al. 2021). To further
understand the impact of the environment on the organization, it is necessary to define the
components of the environment itself. This can be divided into the external environment,
representing the influence of factors that originate outside the organization, and the internal
environment, whose factors originate from within the organization. The external environment
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can be further divided into the global environment, the macro-environment, and the micro-
environment. From the organization's point of view, it is further necessary to realize that in a
globalized market, the organization itself has very little influence on the factors of the external
environment and therefore, in the vast majority of cases, cannot actively change this
environment according to its needs (Buganova et al. 2021; Robinson 2010; Varmus et al.
2019). The specific conditions based on the individual components of the external
environment have significant impacts on the situation in the organization and thus also on the
functioning of the internal environment. The impact of these environments in their specific
conditions determines the satisfaction and performance of the employees working in the
organization (Figure 1).

Figure 1: External and internal environmental factors influencing the success of sports
organizations (adapted from Buganova et al. 2021, Robinson 2010, Varmus et al. 2019)
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The eventual success or failure of sports organizations is largely determined by internal and
external environmental factors, which can be assessed at the following levels:

e Macro-environmental factors primarily influence the decision-making of managers in
individual organizations, but may not directly affect a specific area or activity
associated with its operation. Very significant in the environment of the Slovak
Republic, in this case, is the influence of legislation, the impact of which is manifested
primarily in the area of their financing (the amended Act on Sport).

e Industry environmental factors are those that directly affect the activities and
functioning of organizations and have an impact on the achievement of their
objectives. These include influences from competitors, athlete groups, members of the
organization's legal agencies, etc.

e Factors from the internal environment directly affect the organization and determine
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its very character. These primarily include internal documents, and resources of the
organization, considered important from the perspective of sports organizations,
including club documents, resources, club culture, and traditions. Cultural and
traditional or values factors also strongly influence sports organizations in terms of the
external environment (Buganova et al. 2021).

However, it should be noted that the specific environmental factors of the organization have a
major impact on the employee's performance. For this reason, the conditions in which the
employee performs his or her work activity must be taken into account in the evaluation.
Kravcakova (2014) states that this area includes mainly conditions at the workplace, the level
of technical security, organizational provision of work, remuneration system, safety, spatial
arrangement of the workplace, social relations at the workplace and, last but not least, the
level of management and the attitude of superiors (Bednarik 2013; Krav¢akova et al. 2020).
Thus, by taking a proactive approach to improving the conditions in which employees
perform their duties, the organization can more or less influence the level of their performance
and thus the level of quality of the work performed. It is in the fundamental interest of any
organization that its employees perform adequately and thus make a substantial contribution
to its development.

3. WORKING ENVIRONMENT IN SPORTS ORGANISATIONS IN THE SLOVAK
REPUBLIC AND RELATED RISKS

Sports organizations should be able to respond to and deal with the risks posed by specific
aspects of their business environment appropriately. However, risks may also present certain
opportunities that provide organizations with room for growth and further development. In
this context, it is most appropriate to reflect on the topic of the implementation of a risk
management process in sports organizations, both in relation to their business activities and
the impact of the working environment on the performance of their employees.

In the environment of the Slovak Republic, the issue of sports organizations and their
functioning has entered general awareness, especially with the crisis associated with the
pandemic COVID-19. Currently, there are a total of 7233 entities operating in Slovakia that
can be considered sports organizations. These organizations can be further classified into
different types, with different types of organizations having different representations. It
should be noted that a sports organization can be registered in several types of organizations
(Table 1) (Buganova et al. 2022).

Table 1: Representation of individual types of sports organizations within the Slovak Republic

REPRESENTATION IN
TYPE OF ORGANIZATION THE SR
Quantity
National sports organizations 4
National sports associations 74
Sports associations 208
Other sports organizations 447
Other sports organizations 832
Sports clubs 5678

Source: Increasing The Competitiveness And Sustainability Of Sports Organizations Through Risk Management
According to the Slovak Sports Portal administered by the Ministry of Education, Science,

Research and Sport, there are currently a total of 349,358 natural persons registered in the
Slovak Republic who are active in the field of sport, either within sports organizations or
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independently of them. A large number of these persons can be considered employees of
sports organizations in various positions. According to the information from the portal, the
activities of these persons are classified into several groups. As in the case of the register of
organizations, a single natural person can be registered under several types of activity (Table
2).

Table 2: Representation of different types of sports activities of natural persons in sport

TYPE OF ACTIVITY OF A NATURAL REPRE?E'NETATION IN
PERSON S.R
Quantity
Amateur athlete 324399
Professional athlete 1468
Trainer 13695
Instructor 2776
Sports massage therapist 1832
Organizer 6588
Main organizer 7397
Security Manager 298
Union delegate 707
Sports referee 7365
Another sports expert 20989
Controller 566
Functionary 9035
Doping Commissioner 1

Source: Register fyzickych oséb v Sporte

A large part of the natural persons listed in Table 2 can be considered employees of sports
organizations in Slovakia. This category does not include referees and doping commissioners,
who by their activities should be independent of individual organizations and interest groups
that appear in the sporting field. According to data from the Statistical Office of the Slovak
Republic, a total of 2 409 199 natural persons were employed in the national economy in the
second quarter of 2022. Individuals employed in sports organizations, therefore, represent
almost 13% of all those employed in the Slovak Republic (Legal 2022; Statistic 2022).

Sports organizations represent a rather specific category of organizations. They move in the
sports business environment, which shows certain differences compared to the normal
business environment. In the current conditions, sports business and sports organizations are
becoming a global phenomenon, with their activities expanding very rapidly. As a result of
this rapid and wide expansion, sports are becoming an extremely complex sector that requires
specific forms of management and approach in its particular circumstances. One of these
specificities is the involvement of a relatively large number of stakeholders, which can
include the community of athletes, fans, sponsors, customers, community and non-
governmental organizations, as well as governments and public authorities. In recent years,
the sport has increasingly become an important component of the national and international
economic environment and its impact in this area is growing (Escamilla-Fajardo et al. 2020;
Pellegrini et al. 2020; Tiikel 2020). Sports entrepreneurship has two main aspects: sport and
business. Although the two aspects represent different perspectives on sports
entrepreneurship, they are ultimately integral and inseparable parts of it. In the field of sports
business, three main objectives can be defined that sports organizations pursue in their
activities: making a profit; achieving sporting results; making a profit, and achieving sporting
results at the same time. The management of a sports organization should keep these groups
of objectives in mind and should understand that to succeed in the field of sports business it is
necessary to pursue both the sporting and the business side of this activity (Varmus 2019).

22



Conference proceedings: CHALLENGES, TRENDS AND INSPIRATIONS
WITHIN THE LABOR MARKET 2022

The basic characteristics of an entrepreneur include an emphasis on risk-taking. Generally
speaking, people in the field of sports are risk takers, regardless of what activities they engage
in this field. Groups that take risks in sports include not only athletes but sport event
organizers, officials, coaches, club owners, and others. The degree of risk-taking behavior of
individuals in sports depends on their characteristics, including entrepreneurial and physical
risk. There is now an increasing emphasis on activities related to the care of employees. As
employers increasingly recognize that their employees - their potential, ability, and capacity
to perform satisfactorily - are the key to progress, caring for them is one of the most important
HR activities. Today, sports organizations are affected by several risks that can fundamentally
threaten their operations or eventual survival. The main feature of such risks is the high
degree of variability and dynamic occurrence based on external and internal factors. In terms
of employee performance, sports organizations are currently most frequently threatened by
destabilization of the working environment closely linked to fundamental changes in the
external environment of the organization, the negative impacts of the COVID-19 pandemic
(canceled events, closed venues, reduced or no access to training for athletes). Another
important factor is the conflict in Ukraine, which puts international sporting events at risk, or
the participation and participation of foreign athletes in sporting events in general. In the
Slovak Republic environment, there are specific other risks, such as funding cuts and the
subsequent lack of financial resources in the organization, which are the main causes of their
failure. One of the most pronounced problems of today is the energy crisis, which carries
several risks for sports organizations, mainly related to the almost unsustainable operation of
sports venues. Closely linked to the energy crisis is the political instability, not only at the
national level but also across the whole of Europe, which is also affecting the working
environment in the sports sector. In terms of the internal environment, the risks stem mainly
from cultural and interpersonal relations, insecurity and unsuitable working conditions,
inappropriate management, lack of opportunities for career progression and development, and
lack of recognition for individuals and groups. The physical risks caused by the effects of the
COVID-19 pandemic on the health and performance of staff, which will continue to occur in
the long term, must also be taken into account (Buganova et al. 2022; Hudakova et al. 2022).

Experts dealing with this issue also mention the following risk factors: poor sports
performance and its impact on club funding and fan interest, rising costs associated with the
current economic situation, loss of fan interest and subsequent economic and performance
decline for organizations, problems arising from injuries to athletes, or the low number of
sports venues and their inadequate condition, often requiring major renovation. A particular
factor, in this case, is the political obstacles accompanying the acquisition of some foreign
athletes as a result of the Russian attack on Ukraine (Adamik 2020; Buganova et al. 2021;
Hrabek et al. 2020; Marsh 2020; Zajickova et al. 2020). Furthermore, organizations
operating in the field of sports face a range of business, innovation, and social risks that also
have a direct impact on their internal environment (Oliver 2006; Kedar-Levy 2008). Business
risks are most often taken by team owners and organizations offering multi-million contracts
to athletes based on the assumption of their future performance. In addition, the cost of
expanding stadiums and increasing franchise fees add to the operational risk. Similarly, event
cancellations are generally considered to be a type of event failure. In this area, several main
reasons have been identified that cause event failure: deficiencies in strategic planning and
financial decision-making, increasing competition in markets, conflicting and socially
unacceptable behavior of participants or adverse weather conditions, military conflicts, and
epidemics (Poczta et al. 2020).

Thus, the performance and success of a sports organization are largely dependent not only on
financial security, efficient management, and material and technical equipment, but the main
and decisive factor is the employees or human resources. Satisfied employees are good
employees who can perform better in meeting their needs. To provide them with a stable
working environment, sports organizations need to implement risk management in their
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management systems. They can make use of the 1SO 31000:2019 Risk Management Standard
- Guidelines, which apply to all types of organizations. Prevention in terms of risk assessment
and management will enable them to prepare for adverse circumstances that may arise from
the nature of their business environment, enabling their employees to work in a stable
environment and focus on their performance, and thus also be able to improve the overall
competitiveness of their organization.

4. CONCLUSION

The business of sports, like any other business in general, takes place in an environment that
is inherently unstable and exhibits a high degree of variability. The factors that cause this
instability therefore also affect the sports organizations themselves and fundamentally
determine the degree to which they succeed or fail. One of the main tasks of organizations
operating in such an environment is to ensure the highest possible degree of stability
regarding the conditions of their internal and external environment to create a stable working
environment that enables their employees to improve their performance. It is the topic of
employee performance that is one of the key issues in sports organizations, as their success or
achievement is measured, among other things, by the sporting results they exhibit.

It is imperative for employers to be aware that employees represent one of the key resources
of any organization, as their potential and ability to perform satisfactorily are directly linked
to adequate working conditions and the working environment. To this end, it is necessary to
continuously highlight the potential risks associated with ensuring appropriate working
conditions and, in particular, their importance in motivating, and enhancing the satisfaction
and performance of employees in sports organizations in Slovakia. Not only retention but also
the ability to attract quality employees is one of the key attributes that sports organizations
should possess to survive, and cope with crises and their future development. Emphasis on
this area should therefore be an integral part of the sports business itself.
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INVESTMENT SECURITY FOR THE CREATION OF NEW JOBS IN THE
AGRICULTURAL SECTOR OF UKRAINE
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Abstract: The welfare of the population living there is at the heart of the recovery and development of
rural areas of any country. Today, lack of jobs, unemployment, is often a problem in Ukrainian
villages. Employment of the population in rural areas has its own character and peculiarity. The most
acute problems of the rural population are poverty; labor migration; unemployment; decline of social
infrastructure; the deepening of the demographic crisis and the death of villages, which are directly
related to the sphere of employment. Population employment is one of the main indicators of
transformational processes in the economy. A characteristic feature of the rural labor market at the
current stage is the preservation of a long-term negative trend in the growth of both open and hidden
unemployment among the rural population. The crisis in the last ten-year period led to a sharp
reduction in the demand for labor both directly in rural areas and beyond. The purpose of the article
is to determine directions of investment support for the creation of new jobs in the agricultural sector
of the economy. The practical significance of the work is that the author's conclusions, new provisions
and factual material enrich the source base of the researched problem, expand the cognitive canvas of
economic literature.

Key words: demographic crisis, investment support, jobs, rural settlements

JEL Classification: E20, E27, H32, J10, J43

1. INTRODUCTION

In the light of the activation of the European vector of the development of the economy of
Ukraine, the implementation of the European experience in the development of rural areas is
gaining special relevance. At the current stage, the main problem of the development of rural
areas of Ukraine is the reduction of rural settlements and the aging of the population. Ukraine
has significant agricultural potential with scientifically based technologies and experienced
personnel. However, agrarian and land reforms led to a socio-demographic crisis in rural areas
of Ukraine. Thus, over a long period of time in Ukraine, the population of villages is
decreasing, the rural settlement network is shrinking. The changes that have taken place here
during the past quarter of a century are amazing. Thus, at the beginning of 2021, there were
officially 28,254 rural settlements in Ukraine, which is 408 units. less than on the date of the
last preliminary survey (01.11.2005), conducted by the State Statistics Service of Ukraine
(Lanchenko, 2019), and by 616 settlements less than at the beginning of 1990. In addition,
394 settlements (1.3% of their total number) had no population at all, but they were not
removed from the register. The reduction of the rural settlement network was accompanied by
a significant decrease in the density of the rural population both in Ukraine as a whole and in
individual regions.
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2. PROBLEM FORMULATION AND METHODOLOGY

Yes, we believe that unemployment and poverty of the rural population remain the main
problems hindering the effective development of rural areas. These processes led to
significant migration processes observed in Ukraine in recent years. An important place is
occupied by pollution of the natural environment in rural settlement networks, which is far
from the incentive that makes the rural area attractive for investment. Such trends led to the
flow of negative consequences not only in rural areas, but in the entire state. Under such
circumstances, a necessity arises activation of entrepreneurial activity as a key driver of socio-
economic development of the village. It requires the implementation of a comprehensive
comprehensive policy for the development of rural areas, which would provide for the
creation of favorable conditions and the formation of a favorable environment for the
existence of business in the agrarian sector of Ukraine.

In the process of research, general scientific and special methods were used, in particular:
dialectical - to determine the relevance and theoretical basis of the investigated problem;
abstract-logical - for determining the essence and relationship of economic categories and
forming conclusions; monographic, economic-statistical, system analysis - for the study and
analysis of socio-economic indicators of the development of the agrarian sector; graphic - for
processing and providing visualized information, generalization method - for summarizing.

3. RESULTS

Activation of investment activities of agricultural employers of Ukraine is of great importance
for reproductive processes in the agrarian sector of the economy of Ukraine, improvement of
the structure of means of agricultural production, quality of manufactured products and
increase of jobs in the agrarian sector of the economy. An unsatisfactory situation has
developed in the field of employment - there is a rapid reduction of the labor force in the
agricultural sector, but alternative jobs have not been created, which increases migration
flows in the direction from the village to the city or other countries of the world.

Agricultural enterprises invest mainly in technical renewal and re-equipment of the machine-
tractor park to ensure the timely implementation of all agro-technological techniques. A
positive trend is the increase in the amount of capital investment in the construction of
premises (buildings and structures), in particular for animal husbandry, and their
reconstruction. Reproduction of the fixed assets of agricultural employers requires a larger
volume of investments, special credit provision of working capital, the formation of a system
of state support and the corresponding organizational and economic mechanism of investment
in the agricultural sector. Deterioration of indicators of financial and economic activity of
animal husbandry caused their investment unattractiveness, which made further growth of the
agrarian economy impossible.

When assessing the investment potential of the agricultural sector, it is first of all important to
pay attention to the volume of capital investments, which allow companies to earn income for
many years due to the addition or improvement of production capacities and improvement of
operational efficiency. For a long time, own funds accounted for up to 87% of capital
investments in the agricultural sector. Unfortunately, for most small and medium-sized
agricultural enterprises, their own financial resources are not enough to ensure extended
reproduction and development. Data on the inflow of capital investments show that (Table 1):
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Table 1: Indicators of the dynamics of the inflow of capital investments into the Ukrainian

economy

Indicator 2017 2018 2019 2020 2021
Capital investments in the economy, | s,esc15 | 5787265 | 6239790 | 508217,0 | 5288020
million hryvnias.
Growth rate of investments in the 124.7 129.1 107.8 814 1041
economy, %
Capital investments in agriculture, | g0/007 | 50505 | 585550 | 501890 | 491274
UAH million.
Spe_cmc weight of investments in 14,0 113 9.4 9.9 9.3
agriculture, %
Growth rate of investments in 1276 1027 90,0 85.7 97.9

agriculture, %

Source: calculated by authors based on data Kernasyuk, 2022

- capital investments in the Ukrainian economy have been growing in recent years, although a
noticeable decrease in this dynamics in 2020-2021 due to the Covid-19 pandemic;

- capital investments in agriculture have slightly decreased since 2019 compared to previous

periods;

- the specific weight of investments, as well as the rate of growth of investments in
agriculture, shows a downward trend, which partly demonstrates the real state of the sector's
investment attractiveness. At the same time, the indicator of capital investments in the
agricultural sector has an unstable trend, in particular, investments in the sector are
disproportionate to production, as shown in Figure 1.

Figure 1. Comparison of production and capital investments in the agricultural sector of

Ukraine.
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= Capital investments in agriculture, UAH billion

=@=Gross value added of agriculture, UAH billion

Source: constructed by the authors.

2021

According to the State Statistics Service of Ukraine, the total added value in 2020 was UAH
3,595 billion, and the added value of agricultural products was UAH 344 billion (Table 2).
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Table 2: Added value of agricultural production in Ukraine

Indicators 2015 2017 2018 2019 2020
Gross value added, million hryvnias 1689387 | 2516906 | 3017896 | 3421628 | 3594990
Gross_added value of agriculture, million 232368 | 270395 293162 347501 344023
hryvnias
% of gross value added 13,8 10,7 9,7 10,2 9,6

Source: Compiled by authors based on data Kernasyuk, 2022

According to Table 2, the share of agricultural production in the economy has decreased by
4.2% over the past five years, which is quite significant and indicates the gradual loss of
importance of agriculture in the economy. In 2020, the growth of added value in all industries
amounted to 5%, and in agribusiness it decreased by 1%. In addition, there are also certain
problematic aspects of assessing the effectiveness of the current model of agricultural
production development, which are associated with the formation of an unbalanced structure
of industry specialization, when the gross output of crop production significantly exceeds
livestock production (Kernasiuk, 2022).

The decrease in the number of agricultural enterprises also led to a reduction in the number of
their employees. This, in turn, led to a situation in which the dismissed workers had to search
for new types of employment. The most successful and active ones, who had access to the
necessary resources, started their own entrepreneurial activities.

An important element in the assessment of investment potential is the well-being of the
population, which is expressed in the ability to have a stable job and a high salary. 17.1% of
the country's population is employed in agriculture, which is a fairly high indicator, and also
confirms the importance of this industry for the employment of the population (Table 3). In
particular, it is important for rural employment, which includes entrepreneurs and owners of
agrarian businesses. The analysis of the dynamics of employment indicates the unevenness of
work: the most employed were in 2019 - 3 million people, and in 2020 - about 9% of people
lost their jobs. But in general, the decrease in employment in agriculture is logical, since the
level of automation of crop and livestock production processes is increasing every year. The
average monthly wage in the agricultural sector was UAH 9,757 in 2020. It should be noted
that in 5 years, the level of wages in agriculture increased by 2.5 times, which affected the
interest of the population to work in this field.

Table 3: Employment in agriculture of Ukraine

. 2015 2017 2018 2019 2020
Indicators
year year year year year
::;'::r of employed population, thousands of | ) /o> | 151564 | 163609 | 165783 | 159153
Employed in agriculture, thousands of people 2870,6 2860,7 2937,6 3,010,4 2721,2
Employees, thousands of people 5930 5844 599,5 6369,6 6213,7
The number of agricultural workers, thousands 569,4 5581 5457 535,0 499.9
of people
oS/hare of the population employed in agriculture, 17,5 17,7 18,0 18,2 17,1
(1)

Share of employees employed in agriculture, % 9,6 9,5 91,0 8,4 8,0
Labor productivity in agriculture, thousand UAH 624,0 755,4 867,7 928,6 857,2
Average monthly salary in agriculture, UAH 3309 6057 7557 8856 9757
The share of agorarlan wages in relation to the 78.9 853 85 2 844 84,2
average wage, %

Source: calculated by authors based on data Kernasyuk, 2022
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According to data for 2020, the average salary of the population in agriculture is 84.2% of the
average salary in the country. At the same time, the peak of wage growth in agriculture was
observed in 2017-2018, after which the level of wages in agriculture decreased compared to
other sectors of the economy. Today, the automation of agriculture is considered a
cornerstone of its future development, as the reduction of labor costs leads to a decrease in the
cost of production, which allows more export contracts to be concluded.

At the national scale, the directly proportional impact of investment volumes on the
employment level is confirmed by the results of research by Yu. M. Marshavin. He
substantiated three levels of influence of investments on the functioning of the labor market.
At the first level, investments form the quantitative and qualitative composition of jobs in
construction, in enterprises and in industries that produce means of production. The second
level of interaction between investment and employment consists in the formation of new jobs
created at the stage of investment impact of the first level, and the modernization of existing
ones. At the third level, investments, causing structural shifts in the components of the
macroeconomic system, contribute to the development of highly profitable industries and
enterprises. The elements of labor market regulation are defined as: investments; interest rate
on loans; taxes; net export; consumer spending; development of entrepreneurship (Marshavin,
2013).

In agriculture, there is a trend of significant differentiation of forms of management, namely,
the concentration of production in large agricultural holding companies on large areas of
agricultural land, and the production of labor-intensive agricultural products in rural
households, and the production of medium-sized employers is decreasing. However, these
agricultural holdings are not recorded in the statistical accounting, since the holding (parent)
company can own property or a corresponding share of property in various agricultural
enterprises, which according to the accounting can fall into different categories: large,
medium, small and micro enterprises.

In the agricultural economy of Ukraine during the last decade, there is a trend of increasing
investments, but the social and labor problems of the development of the industry remain
unresolved. In connection with the intensification, introduction of innovations and
improvement of technical and technological equipment of any production, the problem of
"substitution of labor by capital™ arises (Zoyarna, 2011). However, due to the conservative
features of the development of labor-intensive types of agricultural activity - cattle breeding,
pig breeding and fruit growing, where automation, electrification and mechanization of
technological processes have already reached a high level, and many labor techniques are
difficult to adapt to these processes, then such a problem is less threatening in ensuring
rational employment in the field (Zakharova, 2010).

G. T. Kulikov, having studied the methodological and practical principles of creating new
jobs, generalized the value approach to their assessment (Kulikov, 2015). This is necessary
for analyzing the costs of creating new jobs, forecasting their number and value for the future,
determining the amount of investments in fixed and working capital. A trend of increasing the
cost of creating one workplace in Ukraine has been established, which indicates the need to
increase investment volumes. It is different depending on the country, region and type of
economic activity.

In general, the average cost of creating 1 workplace in the agricultural sector of the economy
is UAH 999.1 thousand. Then, in order to ensure additional rational employment in
agricultural enterprises of 938.7 thousand people, it is necessary to attract 937.9 billion UAH
of investment resources. Thanks to the increase in rational employment in the formal sector of
the agrarian economy, the state can receive additional financial resources of UAH 160.6
billion every year (taxes and fees, savings from unemployment benefits and utility subsidies)
(Lanchenko, 2019).
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4. CONCLUSION

Today, the domestic labor market remains in a state of crisis, in need of change, as well as
adaptation to global standards. In modern conditions, the main factors affecting the processes
taking place in the labor market are: structural restructuring of the economy, in particular, the
predominant development of the agricultural sector; accelerated economic growth; increasing
the potential of entrepreneurship; scientific and technical progress, informatization of society;
state regulation of labor potential development, labor market and employment.

Among the labor market regulation tools, the most promising are those that take into account
the objective influence of global trends and are aimed at activating innovative employment,
entrepreneurial activity of the population, ensuring the balance of the educational services
market and the labor market, forecasting the volume and structure of demand and supply in
the labor market, increasing competitiveness of specialists and expanding the circle of decent
jobs. The development of organic agriculture in the countries of the world has shown a
number of advantages for the village, which can be implemented in Ukraine as well: creation
of new jobs in rural areas; increasing the efficiency of the functioning of small farms due to
the diversification of agricultural products; increasing the income of agricultural enterprises
and, as a result, increasing the budgets of rural communities, other positive social changes that
are extremely relevant for the state.
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EFFECT OF PERSONNEL ASPECTS ON SUSTAINABLE DEVELOPMENT
OF SMES IN THE VISEGRAD REGION

Jin DVORSKY®
Marinko SKARE 10

Abstract: The aim of the article is to quantify and evaluate the impact of personnel aspects on the
sustainability of small and medium-sized enterprises in the business environment of the countries of
the Vysehrad Group. Empirical research was carried out on a sample of 1,585 small and medium-
sized enterprises in four countries of the European Union. The questionnaire was filled out by the
owners or top managers of the enterprises. Correlation analysis and linear regression analysis were
used to evaluate the scientific question and statistical hypotheses. The subject of the investigation was
personnel risks, such as employee turnover, employee error rates, or employee interest in learning.
Sustainable development was characterized as the company's ability to remain in the business
environment for the next five years. The results yielded interesting findings. All personnel aspects
affect the sustainability of the company. Employee turnover is the most important determinant that has
the strongest influence on the company's survival in the business environment.

Key words: linear regression, small and medium-sized enterprises, personnel risks, sustainable
development, Visegrad region

JEL Classification: L22, L26, M51

1. INTRODUCTION

A characteristic feature of the countries of the Visegrad Group is cooperation and common
interest in the framework of European integration. This region has a strategic location in the
European Union because it is in the center of Europe (Sacio-Szymanska, 2016). Dvorsky et al.
(2022) said, that there is a relationship (strong connection) between the attractiveness of the
business environment and the stage of the transformation process of each country. It is typical
for the business environment of the countries of the VySehrad region (V4; Slovak Republic,
Czech Republic, Poland, Hungary) that it is a young market economy (time: 30 years - after
1989). Membership in the European Union was an important step for every country from the
V4 region. The positive impact on the business environment (BE) is considered indisputable
in every country (Buganova et al., 2021).

Witkowska (2007) thinks that the integration and implementation of European policies has an
impact on several PP indicators of the V4 region. The BE of the V4 region is affected by: i.
conducting business, ii. competition, iii. consumer protection, iv. environment, v. socio-
economic cohesion policy and also policy towards SMEs. The integration of these elements
supports the improvement of BE and better quality of BE in the V4 countries. On the other
hand, Nezinsky & Fifekova (2014) state that the development of the BE of the V4 countries
progressed differently.

Risk is defined as something unstable, indefinite, related to a phenomenon that disrupts his
purposeful behavior. Significant business risks that negatively affect SME business include:
sources of economic risk (e.g. macroeconomic environment, monetary policy and interest
rates, corporate financing); market risk (e.g. loss of customers, intense competition in the
industry, market stagnation) (Virglerova et al., 2021); sources of financial risk (e.g.
insufficient profit of the company, indebtedness of the company, outstanding receivables,
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inability to repay obligations) (Civelek et al., 2019); sources of political risk (e.g. legislative
environment, state regulation and business support, state bureaucracy) (Kozubikova et al.,
2019); sources of security risk (e.g. accidents and external threats (floods, fire, ...), misuse of
information, low security (safety and health protection at work), property crime) (Hudakova
& Masar, 2018); sources of operational risk (e.g. insufficient utilization of production
capacities, old production equipment, low level of innovation, increasing number of
complaints) (Pani¢ et al., 2019) as well as sources of personnel risk (e.g. employee turnover,
employee error rate) (Gede Riana and coll., 2020). She also defined other business risks, such
as competition and a narrower business environment (e.g. Dvorsky et al., 2021).

Research question: Does the management of personnel risks affect the sustainable
development of small and medium-sized enterprises in the countries of Central Europe? If
yes, what is the magnitude and direction of this effect?

Article structure: the introduction contains important facts about the SME segment and
specific information about the Visegrad Group countries, the research question and the
structure of the article. The literature review contains two important parts: financial factors
and sustainable development of SMEs. The next part contains the aim of the article, research
methodology, statistical hypotheses, statements - variables, statistical methods, respondent
structure. Conclusion: objective of the paper, most important results, limitation of the case
study, future research activities.

2. LITERATURE BACKGROUND

Belas et al. (2019) characterizes the quality of the business environment (QBE) based on the
subjective evaluations of entrepreneurs on the following statements: our QBE is of high
quality and suitable for business; QBE is reasonably risky in our country and allows us to do
business; business conditions have improved in our country over the past 5 years; QBE is
suitable for starting a business with us.

On the other hand, other authors use objective metrics to evaluate the business environment,
for example the business environment index (Volintiru et al., 2018; Thurik & Wennekers,
2004). One of the determinants of the QBE is personnel risks (Cepel, 2021).

Johnson (1996) defines human capital as the practical knowledge, acquired skills and learned
abilities of an individual that increase their potential productivity and enable them to earn in
exchange for work.

Many authors dealing with the relationship between human capital and economic growth
simply equate human capital with schooling (e.g. Okay-Somerville & Scholarios, 2019).
Human capital is one of the determinants of economic growth along with land, labor, capital
and technological progress (Batt, 2000). HRM case studies show that employees' voluntary
efforts increase their productivity (Mura et al., 2017). It also creates a competitive advantage
for the organization (Valizade et al., 2016).

It is important to develop positive interpersonal relationships between individuals working at
different levels of the organization (Alnoor, 2020). As employees cooperated with others in
building social-interpersonal relationships, this confirmed the need for employee association
and belonging (Afsar et al., 2018). The theories of social exchange and reciprocity explain
how “the behavior of managers and coworkers determines the quality of these relationships
and influences the judgment of employees (Redmond & Sharafizad, 2020).

In 2017-2018, the authors investigated the perception of key sources of personnel risk on a
sample of 487 managers in the Slovak business environment (Hudakova & Masar, 2018). The
authors consider the following sources to be significant: high employee turnover rate,
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insufficient employee qualification, employee mistakes (industrial accidents) and reduced
work morale and discipline (Hudékovéa & Masar, 2018).

Olah et al. (2019) in 2017-2018 investigated perceived non-financial risks among small and
medium-sized enterprises in V4 and Serbia on a sample of 2110 entrepreneurs. The sources of
personnel risk were formulated in the same way as in the previous case study (Hudakova &
Masar, 2018). The results showed that SMEs in the Czech Republic perceive personnel risk
most intensively within V4.

There are several causes of employee turnover in companies and they can be divided into
external and internal influences on employees (Duan et al., 2020). The quality of internal
communication between employees, the influence of a senior manager on an employee
(Adamopoulou et al., 2016). Internal influences are characterized as health problems
associated with employment, stress, social media and family ties (Smith et al., 2018).

Human errors are common and can have a significant impact. They can lead to defective
products, wasted time, endangering employees, increasing employee stress levels, customer
dissatisfaction, etc. (Keith & Frese, 2005). To solve them, companies must have an effective
error management system in place. Top managers and owners should address the causes of
employee mistakes and their impact on company performance. This attitude is particularly
important for SMEs because they have limited resources and small structures that give them
less room for error (Kotaskova et al., 2020). If SMEs want to minimize and avoid the negative
effects of employee mistakes, managers need to develop the skills and awareness to
understand them and effectively minimize and address them (Dysvik & Kuvaas, 2008).

3. AIM, METODOLOGY, DATA AND METHODS

The aim of the article is to quantify and evaluate the impact of personnel aspects on the
sustainability of small and medium-sized enterprises in the business environment of the
countries of the VySehrad Group.

Data collection was carried out in V4 countries in the period 2019/2020. 8,250 SMEs in the
Czech Republic were randomly selected; 10,100 SMEs in the Slovak Republic; 7,680 SMEs
in Poland and 8,750 SMEs in Hungary. The following SME databases were used: CRIBIS
(CR, SR); Central Statistical Office of Poland (PL), Chamber of Commerce and Industry in
Budapest (H). Data collection criterion. First: only the owner of the top manager of a small
and medium-sized enterprise (SME; SME up to 249 employees) could complete the
questionnaire. Second: Respondents' attitudes must be homogeneous. The questionnaire was
distributed by e-mail address (online version) and SMEs were also contacted by phone. The
research data includes 1,585 respondents. The research sample consisted of 1585 (100%)
SMEs in V4: CR - 454 SMEs (28.6%), SR - 368 SMEs (23.2%), PL - 364 SMEs (23.0%) and
HU - 399 SMEs ( 25.2%). Only the owner or top manager of the SME (hereinafter referred to
as the respondent) could complete the questionnaire.

The questionnaire contains 77 questions with the following parts: i. sociodemographic
characteristics of the SME and the owner/top manager; ii. CSR statements, ethics, future and
business failure, sustainable development of SMEs; iii. Business factors (market, financial,
personnel, strategic, operational and legal aspects). The questionnaire was compiled in the
respondent's native language (4 versions of the questionnaire) - better understanding for the
respondent. The questions in the questionnaire were formulated randomly. The questionnaire
for better understanding was created in the national languages of the respondents (e.g. the
Czech questionnaire is currently available on the Internet at the following link
"https://forms.gle/okjZypAru4BpSHFb8"). The questions were randomly assigned to the
questionnaire because the authors examined the consistency of the respondent's answers. The
questionnaire was secured in such a way that it was not possible to fill in the questionnaire
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automatically using a computer. Average return of questionnaires: CR: 5.5%; SR: 3.6%, PL.:
4.7%, HU: 4.6%. The sample size test was carried out at MSP in SPSS software. The results
showed that 668 SMEs are needed at the 95% confidence level to detect an effect of a given
size.

The subject of the investigation were the following variables (independent - PERs, dependent
- SDs), whose selected descriptive characteristics are the subject of table no. 1.

Table 1: Formulation of variables and evaluation of their descriptive characteristics

Items Independent variables — Personnel risk (PER) M STD SK KU

PER: | assess the personal rlsk_ m_the company as_reasonable 2 599 1,058 -0.461 0.418
and does not have a negative impact on my business.

Employee turnover is low and does not have a negative

X ; 2.495 1.232 -0.758 0.483
impact on my business.

PER:

The error rate of employees is low and does not have a

- . 2.478 1.115 -0.517 0.506
negative impact on my (our) business.

PER:

PER. Our employe_e_s strive to improve their performance and 2 666 1.055 -0.506 0.259
work competitiveness prevails among them.

SD Dependent variables — Sustainable development (SD) M STD SK KU

As an owner (manager), | understand the obligation to
SD1  |prevent the failure of my company and to take appropriate| 1.604 0.832 1.244 1.674
and adequate measures to prevent it without delay.

SDz  |Our (my) company is not in danger of failure in the next 5
years.

Note: M —mean, STD — Standard deviation, SK — skewnees, KU — kurtosis.
Source: own data collection.

2.346 1.130 -0.221 0.649

To fulfill the main goal of the article, the following hypotheses were formulated:

Hi_SDi_PER]: The selected indicator of personnel risk (PER}j) has a significant impact on the
selected indicator of sustainable development of SMEs (SDi), where: i = 1.2; i — indicator of
sustainable development of SMEs; j = 1,2,3,4; j — indicator of personnel risk.

The structure of the respondents with regard to the selected characteristics (except for the
country of business; see table 1) is the subject of table no. 2.

Table 2: Structure of respodennt according to the selected demographic characteristics

Type of Company Length of Business Operation Business Sector
Micro Business 61.6% | Less than 3 years 9.3% Service 35.3%
Small Business 23.4% | 3—5years 8.8% Retailing 16.3%
Medium-sized Business 15.0% | 5— 10 years 15.8% | Manufacturing | 17.0%
Legal Form More than 10 years 66.2% | Construction 9.8%
Sole trader 30.2% Education to Business Sector Tourism 2.8%
Limited liability company 56.7% Relationship Agriculture 6.1%
Joint stock company 6.0% | Related 43.3% | Transportation | 3.3%
Other 7.1% Related to some extent 32.6% Another area__| 9.5%
Gender
Highest Academic Degree Not related 24.1% | Male 68.2%
Age Female 31.8%
High school with school leaving 2519 ,I&ZS:dchr;t?\;vseZﬁarg??f ?ge44 19.7% | Position in the SME
qualification ' years 30.0%
Owner 26.6%
Bachelor 14.30 | A9ed between 45 — 541 ;g 50
years
IljnhgéMaster 30500/2/0 More than 55 years of age | 21.8% | Manager 73.4%

Source: own data collection.
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Linear regression modeling (LRM) was applied to quantify causal relationships between
dependent and independent variables. All variables (SDs, PERS) are evaluated on the same
scale (same metrics - 1 "strongly agree” to 5 "strongly disagree™). The statements are
formulated so that the respondents’ positive attitudes towards the independent variables
(PERSs) linearly converge to positive attitudes towards the dependent variables (SDs). The
assumption of normal distribution of variables was verified by calculating descriptive
characteristics such as skewness and kurtosis. Correlation analysis — pairwise correlations of
the coefficients were calculated and the results were presented in a modified correlation
matrix. The t-test was applied to evaluate the statistically significant pairwise coefficient. The
least squares method was used to estimate the regression coefficients (RC) of the independent
variables. RC is statistically significant if the p-value of the t-test is less than the significance
level. The general form of a linear regression model (LRM) is:

LRM;: SDi = fo + f1XPER1 + [2XPER> + [f3XPER3+f4xPER4 + & (1)
where: i = 1,2; i — indicator of sustainable development of SMEs; j = 1,2,3,4; j — indicator of personnel risk.

The verification of the linear regression model was carried out according to the regression
characteristics: MCC - Multiple correlation coefficient; R2 - Coefficient of determination,
Adj. R2 - Adjusted coefficient of determination, SE - Standard error, Df. - Degree of freedom,
SS - Sum of squares, MS - Mean square. The impact of negative dependencies between
independent variables in the LRM was verified by the variation influence factor (VIF; critical
value = 5 and above). Autocorrelation was not checked because the research data set is not
time series data. The Shapiro-Wilk test (S-W test) was used to verify the normal distribution
of errors. Homogeneity of variances was verified according to Bartlett's test. The level of
significance was 5%. The result was calculation and implementation in IBM SPSS Statistics
software.

4. EMPIRICAL RESULTS

4.1 Verification of dependences between variables

The modified correlation matrix of dependencies between personnel risk indicators (PERS)
and dependent variables (SD1and SD>) is presented in Table 3.

Table 3: Overenie zavislosti medzi premennymi — PERs, SDs

MCM SD: SD2 PER: PER: PERs PER4
PER: 0.197™ 0.222™" 1

PER: 0.218™" 0.159" 0.492™ 1

PER3 0.189™ 0.197" 0.397™ 0.621™" 1

PER4 0.150" 0.145" 0.336™" 0.368™" 0.434™" 1

Note: MCM — Modified correlation matrix. Statistical significant correlation on the level of significance 0.1%";
106™: 59",
Source: own data collection.

The results of the correlation matrix (see Table 3) show that there are statistically significant
dependencies between the personnel risk indicators (PERq, ..., PER4). All dependencies are
positive. The strongest positive dependence can be observed between employee turnover
(PER2) and employee error rate (PERs; r = 0.621). On the other hand, the results show that the
paired correlation coefficients between PERs and SDi: or between PERs and SD, are
statistically significant, but with weak positive value dependencies.

4.2 Effect of personnel risk on the ability of the owner/manager to prevent the failure of the
SME

Verification of the statistically significant influence of personnel risk indicators on SD; is
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shown in table no. 4.

Table 4: Verification of the effect of personnel risk on the SD1

Regression characteristics

Multiple correlation coefficient 0.2509
Coefficient of determination 0.0629
Adjusted coefficient of determination 0.0606
Standard error 0.8059
Total number of respondents 1585
ANOVA - LRM;
ANOVA Df. SS MS F- ratio
Model 4 68.9201 17.2300 26.5269
Error 1580 1026.2572 0.6495 p-value
Total 1584 1095.1773 0,000
Estimate and verification of regression coefficients
Independent RC SE t-Stat p-value VIF
variables
Constant 0.9962 0.0669 14.8861 0.0000 -
PER: 0.0799 0.0225 3.5579 0.0004 1.5842
PER: 0.0772 0.0224 3.4501 0.0006 2.1768
PERs 0.0422 0.0142 2.9718 0.0122 1.8727
PER4 0.0385 0.0218 1.7657 0.0776 1.0146

Note: RC — Regression Coeficient (51, .., fis); t-Stat — Student-test criterion. Source: own data collection.

The results (see table no. 4) show that the proposed regression model of linear relationships
between the ability of the owner/manager to prevent the failure of SMEs and the indicators of
personnel risk is statistically significant (F-ratio: p-value = 0.000). The proposed regression
model explains only 6.06% of the variability of the dependent variable. Statistically
significant SD: indicators are: PER1; PER2 and PER3. Now we proceed to the formulation of
the linear regression functions:

LRM;: SD1 =0.996 + 0.079%XPER1 + 0.077XPER> + 0.042xPER3+0.038 XPER4 + é&n 2
kde: SD, — ability of the owner/manager to prevent the failure of SME; j = 1,2,3,4; j — indikator of personnel
risk.

VIF test values did not demonstrate the presence of multicollinearity in the regression model
(see table no. 4). Homoscedasticity was confirmed (Bartlett's test: p-value = 0.376). The
normal distribution of the deviations was confirmed by the S-W test (S-W test: p-value =
0.271). Hypotheses H1_SD:_PER1, Hi_SD: PER: a H;_SD;_ PER3 are accepted. Hypothesis
H:_SD:_PERq4 rejected. The positive effect of personnel risk indicators on the ability of the
owner/manager to prevent the failure of SMEs has been proven.

4.3 Effect of personnel risk on the danger of failure of SMEs in the next of 5 years

Verification of the statistically significant influence of personnel risk indicators on SD> is
shown in table no. 5.
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Regression characteristics

Multiple correlation coefficient 0.2545
Coefficient of determination 0.0648
Adjusted coefficient of determination 0.0624
Standard error 1.0942
Total number of respondents 1585
ANOVA - LRM:
ANOVA Df. SS MS F- ratio
Model 4 130.9948 32.7487 27.3549
Error 1580 1891.5390 1.1972 p-value
Total 1584 2022.338 5.54E-22
Estimate and verification of regression coefficients
Independent RC SE t-Stat p-value VIF
variables
Constant 1.4913 0.0909 16.4137 0.0000 -
PER: 0.1780 0.0305 5.8373 0.0000 2.5742
PER: -0.0132 0.0304 -0.4356 0.6632 2.4585
PERs 0.1233 0.0329 3.7460 0.0002 2.1760
PERs4 0.0447 0.0296 1.5106 0.1311 1.0789

Note: RC — Regression Coeficient (51,

[s); t-Stat — Student-test criterion.

Source: own data collection.

The results (see table no. 5) show that the proposed regression model of linear relations
between the danger of failure of SMEs in the next of 5 years and personnel risk indicators is
statistically significant (F-ratio: p-value = 5.54E-22). The proposed regression model explains
only 6.24% of the variability of the dependent variable. Statistically significant SD> indicators
are: PERand PER3. Now we proceed to the formulation of the linear regression functions:

LRM2: SD2 = 1.491 + 0.178xPER1 — 0.013xPER> + 0.123xPER3+0.045XPER4 + &n (3)
where: SD, — danger of failure of SMEs in the next of 5 years; j = 1,2,3,4; j — indikator of personnel risk.

The values of the VIF test did not demonstrate the presence of multicollinearity in the
regression model (see table no. 5). Homoscedasticity was confirmed (Bartlett's test: p-value =
0.280). The normal distribution of the deviations was confirmed by the S-W test (S-W test: p-
value = 0.233). Hypotheses H._SD, PER: and H,_SD» PERs are accepted. Hypotheses
H>_SD> PER> and H> SD> PERs were rejected. The positive impact of personnel risk
indicators on the danger of failure of SMEs in the next of 5 years.

5. CONCLUSION

The aim of the article was to quantify and evaluate the impact of personnel aspects on the
sustainability of small and medium-sized enterprises in the business environment of the
countries of the VySehrad Group.

Empirical results have shown positive causal relationships of selected personnel risk
indicators on the sustainable development of SMEs in the countries of the Vysehrad Group.
The owner/manager's perception of the presence of personnel risk in the business (RC =
0.079), workforce turnover in SMEs (RC = 0.077) and the error rate of employees in work
activities (RC = 0.042) are significant factors that determine the ability of the owner/manager
to prevent bankruptcy SMEs. The perception of the presence of personnel risk in business by
the owner/manager (RC = 0.178) and the error rate of employees in their work activities (RC
= 0.123) are significant factors that determine the threat of SME bankruptcy in a 5-year
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horizon. These partial conclusions support the fact that the management of personnel risks
affect the sustainable development of small and medium-sized enterprises in the countries of
Central Europe. Explicit evaluation of the scientific question is YES. The impact is
significant, but there are more factors that determine the sustainable development of the SME
segment.

The limiting factor is the location of the research, which consists of only four regions of
Central Europe, and the findings are marginal considering the size of the business
environment. Another limiting factor is the reporting value itself, given the fact that the
attitudes of owners and top managers are often influenced by internal and external factors.
Also, the statistical apparatus used in the analytical part has shortcomings, especially in the
investigation of causal relationships in only one direction. Also, the values of the coefficients
of determination of the models (LRM: and LRM3) indicate that there are several factors that
were not investigated in this article.

The authors' findings are significant for SMEs in the V4 countries; for educational companies
providing programs and courses dealing with human resource management or the knowledge
of owners and top managers in SMEs and national politicians who map the business
environment and make proposals for its improvement.Future research will focus on
identifying common and different characteristics among entrepreneurs from V4 countries in
the perception of other business risks, such as market risk, financial risk and legal risk. The
authors would like to prepare a new questionnaire with the attitudes of entrepreneurs during
the COVID-19 pandemic. The authors believe that the attitudes of SMEs among the V4
countries will bring additional common, but also different characteristics.
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VYVOJ SOCIALNEHO SYSTEMU V SLOVENSKEJ REPUBLIKE PO ROKU
1993

DEVELOPMENT OF THE SOCIAL SYSTEM IN THE SLOVAK REPUBLIC
AFTER 1993

Jaroslav EHN!
Jaroslav HOLOMEK?!2

Abstrakt: Zaciatkom devitdesiatych rokov minulého storocia v suvislosti s radikalnou zmenou
politickej situdcie v postkomunistickych krajinach, ktora je spojena so spolocenskymi, ekonomickymi a
socidlnymi zmenami prichadza aj transformdcia socialneho systému. Nasledujuce roky su dané
transformacné procesy v Slovenskej republike spojené so zvySovanim efektivnosti socidlneho systému.

V nasej praci si priblizime postupny vyvoj transformacnych procesov v socialnom systéme Slovenskej
republiky. Taktiez si priblizime zakladné vychodiska socialnej legislativy v Eurdpskej unii a jej
postupny historicky vyvoj. V poslednej casti si priblizime Struktiuru socialnych vydavkov v Slovenskej
republike a ciastocne zanalyzujeme ich dopad na Statny rozpocet SR.

KPuacové slova: socidalna politika, socialne vydavky socidlny systém, transformacny process

Abstract: At the beginning of the nineties of the last century, in connection with the radical change of
the political situation in post-communist countries, which is connected with social, economic and
social changes, the transformation of the social system also comes. In the following years, given
transformation processes in the Slovak Republic are associated with increasing the efficiency of the
social system. In our work, we will approach the gradual development of transformational processes
in the social system of the Slovak Republic. We will also take a closer look at the basic principles of
social legislation in the European Union and its gradual historical development. In the last part, we
will take a closer look at the structure of social expenditures in the Slovak Republic and partially
analyze their impact on the state budget of the Slovak Republic.

Key words: social expenses, social policy, social system, transformation process

JEL Classification: 0520, P340, P35, Z130

UVOoD

Na uzemi Slovenska sa so socidlnym poistenim stretavame v Ramci Rakusko-Uhorska, kde
ako uvadza Vecefa (1996), povinne poisteny pracovny uraz bol uz v roku 1887, povinne
poistena nemoc od roku 1888. Tieto poistenia v Rakusku rozsiril penzijny zakon z roku 1906.
Dany zakon bol po vzniku Ceskoslovenska nahradeny Zikonom ¢&. 26 v roku 1929.
Nositelom penzijného poistenia podla tohto zidkona bol VSeobecny penzijny uUstav.
Vykonéval penzijné poistenie, ktoré bolo jednym z odvetvi socidlneho poistenia. Hlavnu
spravu invalidného, nemocenského a starobného poistenia za prvej Ceskoslovenskej republiky
vykonavala Ustredna socialna poistoviia v Prahe. Po vzniku Slovenskej republiky v marci
1939 zriadila vlada v Aprili 1939 Ustrednii socialnu poistoviiu v Bratislave, ktora bola
verejnopravna a zabezpecovala dochodkové aj nemocenské poistenie. Vladnym nariadenim z
novembra 1940 sa Ustredna socialna poistoviia v Bratislave pretvorila na Robotnicku
socidlnu poistoviiu, v ramci ktorej vznikli poistovacie odbory podla jednotlivych odvetvi
poistenia. Tieto v§ak zabezpecovali poistenie len vybraného okruhu os6b. Po revolicii v roku
1948 aupevneni moci Komunistickej strany, sa zafal rozSirovat’ pocet aktivit socialnej
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politiky. Od roku 1952 sa prostriedky na realizaciu sociadlneho zabezpecenia sustredili v
Slovenskom urade dochodkového zabezpecenia. Mnohé povinnosti v danej oblasti presli
Zrodin na Stat, ktory zostatnil prostriedky Narodnej poistovne a vytvoril Stdtnu socialnu
politiku za pomoci podsystémov, ako boli socidlne zabezpecCenie, socialna starostlivost,
socidlna Cinnost’ Statnych podnikov a druzstiev, ako aj socialna c¢innost Revolu¢ného
odborového hnutia (ROH) a zaujmovych organizacii. Od roku 1960 prevzala vykon
dochodkového zabezpeCenia Sprava dochodkov v Bratislave. Od roku 1976 doslo
k vyznamnej zmene vo vykone sociadlneho zabezpecenia a to zakonom ¢&. 121/1975 Zb., ktory
odclenil vykon ddéchodkového zabezpecenia a vykon nemocenského poistenia. (Socidlna
poistovia).

Koncom 80. a zaiatkom 90. rokov 20. storoCia sa tizemie dneSnej SR ako aj susednych
vychodo eurdpskych Statov stalo centrom socialnych, ekonomickych a hospodarskych zmien.
Celkova restrukturalizacia hlavne v ekonomickom a hospodarskom smere, prechod z
planovanej ekonomiky na ekonomiku trhovli prinasa so sebou obdobie stagnacie ekonomiky
spojené s takymi fenoménmi, akymi boli nezamestnanost’, inflacia, pokles Zivotnej Grovne, ¢i
chudoba a skokovy narast poctu bezdomovcov. Uvedené prvky mali za nasledok ¢oraz vicsie
prehlbovanie sociadlnych nerovnosti. Dané zmeny zasiahli aj systém socidlneho zabezpecenia
spominanych Statov.

Prvou zmenou Vtomto smere v Ceskoslovensku bolo zlu¢enie vykonu ddéchodkového
zabezpecenia a nemocenského poistenia, ktoré nadobudlo platnost’ od 1. januara 1991.
Slovenské sprava nemocenského poistenia, odbory socialnych veci narodnych vyborov a Urad
dochodkového zabezpecenia sa zIucili do Slovenskej spravy socidlneho zabezpecenia, ktorad
posobila do konca roku 1992. V ramci transformacie socialnej sféry doslo v roku 1993
k vytvoreniu Narodnej poistovne, ktord sa stala verejnopravnou instituciou a zahrnovala
zdravotné poistenie a fondy socialneho zabezpe¢enia. Casom sa takéto spojenie ukazalo ako
nefunkéné vzhladom na principidlnu odliSnost, ¢o vyvolavalo problémy v efektivhom
organiza¢nom usporiadani Narodnej poistovne. Dand skutocnost’ vytvorila novy zéklad pre
zriadenie pluralitného systému zdravotnych poistovni a Socialnej poistovni, ktord zacala
svoju Cinnost’ v roku 1995. Socidlna poistoviia tymto krokom nadobudla potrebné
kompetencie na vykon nemocenského poistenia a dochodkového zabezpecenia a taktiez
relativnu nezavislost’ od vlady a jednotlivych relevantnych ministerstiev.

Dal$im medznikom Socidlnej poistovni bolo prijatie zakona o socidlnom poisteni &. 461/2003
Z.z., ktorym umoznila Narodna rada SR spustenie dochodkovej reformy. Takymto sposobom
sa zacal reformovat’ systém socidlneho zabezpecenia, ktory sa od 1. janudra 2004 zmenil na
socidlne poistenie, pricom vykonavatelom je dodnes Socialna poistoviia. Okrem zmien v
nemocenskom poisteni, dochodkovom poisteni, irazovom poisteni sa posobnost” Socidlnej
poistovne roz$irila o poistenie v nezamestnanosti a garancné poistenie, ktorych agendu
poistovia prevzala od Narodného uradu prace.

CIEL, A METODOLOGIA

Hlavnym cielom naSej prace je analyza vyvoja socialneho systému v Slovenskej republike od
jej vzniku v roku 1993 a identifikovanie jeho silnych a slabych stranok.

Identifikacia a deskripcia jednotlivych etap vyvoja socialneho systému v Slovenskej republike
aich vychodisk. Analyza sucasného systému socidlneho zabezpecenia, jeho silné a slabé
stranky. Predikcia alternativ d’alSieho mozného vyvoja socidlneho systému.
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RIESENIE PROBLEMU, VYSLEDKY, DISKUSIA

1. Socidlny systém po roku 1989

Radikalna zmena na zaciatku 90. rokov 20. storocia sa vyrazne premietla do vsetkych oblasti
spolo¢enského Zivota vtedy este spoloénej Ceskoslovenskej republiky. Obyvatelia si museli
zvykat’ nielen na zmeny v ekonomickej a hospodarskej oblasti, ale zasadna zmena prisla aj
prostrednictvom formovania novej socialnej politiky.

V tomto obdobi Slovenska narodna rada prijala zakon 543 z novembra 1990 o $tatnej sprave
socialneho zabezpecenia. Tymto zdkonom bolo zabezpefené zluc¢enie vykonu déchodkového
zabezpecenia a nemocenského poistenia prostrednictvom organov Statnej spravy socialneho
zabezpecenia, ktorymi boli:

— Ministerstvo prace a socialnych veci Slovenskej republiky,
— Slovenska sprava socialneho zabezpecenia,

— okresné spravy socialneho zabezpecenia,

— krajské Urady a okresné urady

Ministerstvo vnutra Slovenskej republiky a Ministerstvo spravodlivosti Slovenskej republiky
vo veciach ustanovenych zakonom o socialnom zabezpeceni a nemocenskej starostlivosti
Vv ozbrojenych silach prihliadnuc na stvisiace zakony, napr. zakon ¢.100/1988, z.¢.110/1990,
¢i z.¢.32/1957. Podl'a odseku 2, §1 zakona 543/1990, S$tatnu spravu socialneho zabezpecenia
vykonavali v rozsahu ustanovenom tymto zakonom aj obce V rozmedzi zakona ¢. 369/1990.
Podla zakona o S§tatnej sprave socidlneho zabezpecenia boli ulohy organov rozdelené
nasledovne:

Ministerstvo prace a socialnych veci SR ako ustredny organ Statnej spravy SR pre socialne
zabezpecenie zodpovedalo za vypracovanie koncepcie socialneho zabezpelenia, riadilo
a kontrolovalo vykon $tatnej spravy v socialnom zabezpeceni, zucastnovalo sa na uzatvarani
medzinarodnych zmlav v socialnom zabezpeceni, zabezpecovalo tlohy z nich vyplyvajuce
a spolupracovalo s inymi $tatmi v socialnom zabezpeceni. Taktiez malo moznost’ zriadit
posudkovi komisiu socidlneho zabezpecenia na posudzovanie zdravotného stavu a pracovnej
schopnosti. Minister prace a socialnych veci Slovenskej republiky mohol na zaklade tohto
zakona odstraiiovat’ tvrdosti, ktoré sa vyskytnu pri vykonavani socidlneho zabezpecenia.

Spravy socialneho zabezpecenia vykonavali socialne zabezpeenie na tseku dochodkového
zabezpecenia, nemocenského poistenia, posudkovej c¢innosti socialneho zabezpecenia,
poskytovania Statnych socialnych davok a v rozsahu ustanovenom tymto zdkonom aj na tseku
socidlnej starostlivosti. Slovenskd sprava socidlneho zabezpecenia ako organ S$tatnej spravy
vykonaval socidlne zabezpecenie, riadil a kontroloval okresné spravy socialneho
zabezpecenia v rozsahu ustanovenom danym zakonom. Bola podriadena ministerstvu a bola
samostatnou pravnickou osobou. Na jej Cele bol riaditel, ktorého vymenuval a odvolaval
minister. Okresné spravy socialneho zabezpecenia mali na starost’ usmerniovanie a kontrolu
plnenia povinnosti v socialnom zabezpeCeni organizacii, medzi ktoré podla zakona ¢.
100/1988 patrili: Statne podniky, Statne hospodarske organizacie, rozpoCtové a iné Statne
organizacie, druzstevné organizacie, spolo¢enské organizacie, ako aj iné organizacie. Taktiez
okresné spravy socialneho zabezpeCenia pri vykonavani Statnej spravy socialneho
zabezpecenia poskytovali obanom a organizaciam odborni pomoc, ako aj zodpovedali v
rozsahu svojej pdsobnosti za ucelné vynakladanie prostriedkov na socialne zabezpecenie, s
ktorymi hospodarili.

Posudkové komisie socidlneho zabezpecenia boli zriadované na posudzovanie zdravotného
stavu a pracovnej schopnosti obCanov. Slovenska sprava socialneho zabezpecenia mohla
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poverit' okresni spravu socidlneho zabezpecenia, aby jej posudkova komisia posudzovala
invaliditu, ciastocnt invaliditu, alebo iné¢ zdravotné otazky suvisiace s vykondvanim
socidlneho zabezpecenia na zéklade medzindrodnych zmlav, pripadne v dalSich
odovodnenych pripadoch na tzemi celej Slovenskej republiky alebo pre viaceré okresné
spravy socialneho zabezpecenia.

Krajské a okresné trady ako miestne organy Statnej spravy poverené vykonom §tatnej spravy
v oblasti socialnej starostlivosti a Statnych socialnych davok, napr. pridavkoch na deti, alebo
priplatkoch k pridavkom na deti, ¢i pestinskej starostlivosti vratane socialnych sluzieb, mali
za ulohu spolupracovat’ s obcami, zdruzeniami obci, Statnymi, druzstevnymi a neStatnymi
organizaciami, ob¢ianskymi zdruzeniami a odborovymi organizaciami, poskytovat’ obéanom,
obciam a organizaciam odborni pomoc a vykonavat’ socidlnu starostlivost’ aj na zaklade ich
navrhov a podnetov.

V roku 1993 dosSlo v ramci transformécie socialnej sféry ku zmene institucionalneho
usporiadania a vytvoreniu verejnopravnej institucie - Narodnej poistovne. Zmena vyjadrovala
dve nové zakladné skutocnosti:

1. zlucila vykon zdravotného poistenia, nemocenského poistenia a ddéchodkového
zabezpedenia v jednej institucii, tvorenej tromi samostatnymi fondmi.

2. v nadvdznosti na novu danovu sustavu odclenila financovanie Narodnej poistovne od
Statneho rozpoctu a vytvorila tri samostatné fondy, ktoré sa mali tvorit’ z poistného a ¢iastocne
z prispevkov Statu.

Spojenie zdravotného poistenia s fondmi socidlneho zabezpeenia sa ¢asom ukézalo ako
nefunkéné vzhladom na ich principidlnu odlisnost, ¢o vyvoldvalo problémy v efektivhom
organiza¢nom usporiadani Narodnej poistovne. To bol dovod ich rozdelenia a zriadenia
pluralitného systému zdravotnych poistovni a Socialnej poistovne, ktora zacala svoju ¢innost’
ako verejnopravna institucia v roku 1995 a to na zéklade zdkona

2. Vyvoj po roku 2004, transformdcia systému zabezpecenia na systém poistenia

Prijatim zakona ¢. 461/2003 0 socialnom poisteni nastali najvyznamnejsie zmeny v novodobej
historii Slovenska v socialnej politike. Zmeny nastali nielen v nemocenskom poisteni, ale aj v
dochodkovom poisteni a urazovom poisteni. Posobnost’ Socialnej poistovne sa rozsirila o
poistenie v nezamestnanosti a garanéné poistenie, ktorych agendu poistovia prevzala od
Narodného uradu prace. Zmeny nastali aj v oblasti vyberu poistného a lekarskej posudkove;j
¢innosti. Od 1. januara 2005 pribudli Socidlnej poistovni aj nové povinnosti spojené S
realizéciou starobného déchodkového sporenia, t.j. druhym pilierom déchodkovej reformy. V
ramci starobného dochodkového sporenia poistoviia predovSetkym vyberd prispevky,
postupuje ich déchodkovym spravcovskym spolo¢nostiam a registruje zmluvy o starobnom
dochodkovom sporeni.

Najvicsie a zasadné zmeny sa udiali v oblasti dochodkového zabezpecenia, Co potvrdzuju aj
Sika a Spankova (2015), ked’ konstatuju, Ze desatrodia trvajuci zabezpefovaci charakter
dochodkového systému vyznacujuci sa pomerne vysokou mierou redistribtcie sa zmenil na
zasluhovy systém s dorazom na ovel'a vysSiu mieru zasluhovosti a transparentnosti v sposobe
uréovania vysky dochodkov. Od januara 2005 pozostava dochodkovy systém z troch pilierov.
Zékladny, prvy pilier spociva v priebeznom financovani doéchodkového poistenia,
zabezpedujlici poistencom spliiajiicim zdkonné podmienky, ich dochodkové naroky. Prvy
pilier je doplneny pilierom druhym, ktory bol zavedeny na zéklade zakona €. 43/2004. Tento
zékon zavddza do dochodkového systému pojem starobné déchodkové sporenie, ktoré sa
vytvara na osobnych ctoch spravovanych déchodcovskou spravcovskou spolocnostou. Jedna
sa 0 tzv. kapitaliza¢ny druhy pilier, ktory spolu s prvym pilierom predstavuji zédkladny systém
dochodkového poistenia. Dané dva piliere st doplnené tretim pilierom zaloZenym na
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dobrovol'nosti. Tento pilier vznikol na zéklade zadkona ¢. 650/2004, ktory nahradzuje zakon ¢.
123/1996 o doplnkovom dochodkovom poisteni zamestnancov a podobne ako druhy pilier je
pilierom kapitalizacnym. Obidva dané piliere zohladiiuji individualny vykon ucastnikov
sporenia. Spojenim vsetkych troch pilierov sa na Slovensku po roku 2005 vytvoril tzv.
zmieSany systém dochodkového zabezpecenia, ktory s menSimi upravami, doplneniami
a novelizaciami funguje do sti¢asnej doby.

3. Systém soc. zabezpecenia v EU

Zékladné vychodiska socialnej legislativy EU podla Masarovej a kol., (2015) si Rimske
zmluvy z roku 1957. Aj ked Rimske zmluvy si zamerané hlavne na politické ciele a
hospodarsky rozvoj Unie, st v nich zakotvené aj elementarne ciele Europskeho spolodenstva
zamerané na socialny pokrok, zamestnanost a socialnu ochranu. Dalsi, postupny vyvoj
europskej legislativy v socialnej oblasti je uvedeny v tabulke ¢.1.

Tabulka 1: PrehPad najvyznamnejSich dokumentov a rozhodnuti Rady Euroé SO
JVY ] y |
Zameranim na socialny obsah

1. Rimska zmluva o zalozeni EHS r. 1957 |zamestnanost’, socidlna ochrana, kvalita Zivota

ESCH r. 1965 a jej dodatkovy protokol |19 zakladnych ¢lankov + 4 dodatkové, ktoré tvoria chartu ochrany socialnych prav

r. 1988 ob&anov

3. |Revidovana ESCH novy impulz ESCH, zohl'adiiuje zakladné socialne zmeny, ma 31 ¢lankov
Jednotny eurépsky akt vol'ny pohyb PS vyzadoval vy$§iu mieru harmonizacie zakonodarstva

5. Koncepcia eurdpskeho socialneho charta zakladnych prav pracujacich, socialny dialég, ponatie "europskej firmy"

priestoru r. 1988 (J. Delars)
6. Maastrichtska zmluva r. 1993 (Zmluva |nové znenie Rimskej zmluvy venovanej kapitolam o socialnej politike, zmluva o

o EU) spolupraci
7. Zelena kniha eurdpskej socialnej rozvoj europskych tradicii vzdelavania, prilezitosti pre vSetkych, obéianskeho
politiky r. 1993 eurdpskeho vedomia, spoloé¢né hodnoty (solidarita, demokracia, spravodlivost’, rovnost’
prilezitosti)
8. Biela kniha rastu, pracovné prilezitosti, investicie do pracovnej sily, vysoky Standard prace, europsky trh
konkurencieschopnosti a zamestnanosti |prace, rovnaké prileZitosti muZzov a zien, ochrana verejného zdravia, spolupraca v
r. 1993 socialnej politike
9. Biela kniha, eurdpska socidlna politika, |novy vzt'ah medzi hospodarskou a socialnou politikou, nové pracovné prilezitosti,
cesta vpred EU r. 1995 minimalne $tandardy ochrany pracovnych sil, pruzné formy zamestnania, kooperacia v

socialnej starostlivosti, nova kvalita socidlneho dialdgu, spolupraca s dobrovol'nymi a
nevladnymi institGciami

10. [Amsterdamska zmluva r. 1997 potrebnd miera harmonizacie v socidlnej sfére, rozvoj politiky zamestnanosti,
koordinacia, deklaricia socidlnej kvality Eurépy
11. [Eurodpska stratégia zamestnanosti statégia boja proti nezamestnanosti (rozvoj zamestnatel'nosti, podnikania,
Luxemburg 1997 prisposobivost’ podnikov a zamestnancov, nové prilezitosti)

12. |Lisabonska stratégia r. 2000 Lisabon vizia Eurdpy pre nové milénium, dlhodoba stratégia zalozena na inovaciach,
vedomostiach, nové kvalitnejSie pracovné prilezitosti, model socidlnej stdrznosti, ciel”:
navrat k plnej zamestnanosti, mobilita, globalizacia so socialnou dimenziou, Lisabonska
socidlna agenda

13. |Zasadnutie ER v Nice r. 2000 prijaty eurdpsky socialny program, kroky k eurdpskej socialnej politike, vyhlasenie
Charty zékladnych prav ob&anov EU, prijata Europska socidlna agenda
14. |Zasadnutie ER v Stokholme r. 2001 zvysit’ zamestnanost’, spoloéné kritéria na porovnavanie starostlivosti o deti a starSich

obcanov, podpora kvality prace, odstrafiovanie platovych rozdielov muzov a zien,
dlhodobo udrzatel'ny dochodkovy systém

15. |Zasadnutie ER v Barcelone cesta k bohatSej a integrovanej$ej Europe, flexibilnesi trh prace, investicie do vyskumu
a vzdelavania, zvySenie dochodkového veku, zavedenie eurdpskej zdravotnej karty

16. [Sevillské zasadnutie r. 2002 imigracia, azylova politika, konvent o budtcnosti EU, program Eurdpa

17. |Bruselsky summit r. 2004 plnenie zamerov Lisabonskej stratégie, obnovené rokovania o tustave EU, boj proti
terorizmu

18. [Bruselsky summit r. 2006 do roku 2010 vy¢lenenie 3% HDP na vedu, kazdoro¢né vytvorenie 2 mil. prac. miest,

vytvorenie podmienok pre zamestnanie alebo preskolenie nezamestnanych v dobe do
100 dni od straty zamestnania, vytvorenie globaliza¢ného fondu na rekvalifikaciu

nezamestnanych
19. |Lisabonsky summit r. 2007 prijatie zmluvy o EU
20. |Bruselsky summit r. 2010 prijatie otvorené¢ho dokumentu stratégie do r. 2020 - Eur6pa 2020

Zdroj: Stanek (2011)
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Kazda z europskych krajin ma svoj vlastny socialny systém, ktory zavisi od typu socialneho
Statu prevladajiceho v danej krajine. Toto je aj jeden z hlavnych dévodov pre¢o do dnesného
dia v EU este nie je zavedeny, spolo¢ny, jednotny socialny systém. V tejto danosti vsak
spociva unikatnost, ktord je jednou z hlavnych zloziek eurdpskej identity, vyplyvajucej
Zrozdielnych Standardov socidlnej politiky v jednotlivych krajinach, sposobenych
rozdielnymi podmienkami na pracovnych trhoch, ¢i rozdielnymi socidlnymi a politickymi
tradiciami (Stanek 2011). Spolo¢nym znakom vécSiny eurdpskych statov je vSak solidarita, o
potvrdzuje aj Martinovic (2015), ked’ uvadza, ze socialna solidarita, transformovana do
pravneho principu, je zakladom vsetkych eurdpskych systémov sociadlneho zabezpecenia.

Nejednotny systém socialneho zabezpecenia v EU ma viak aj svoje nevyhody. Nejedna sa len
o diferenciaciu vysky socialnej podpory, ¢i pomoci, ale hlavne o koordinaciu narokov
plynticich z priva zamestnancov migrujucich za pracou vramci EU. Jednym zprvych
prikladov takéhoto pristupu je nariadenie Rady (EHS) 1408/71 zo 14. jana 1971 o uplatiovani
systémov socialneho zabezpecenia na zamestnancov, samostatne zarobkovo ¢inné 0soby a na
ich rodinnych prislusnikov, ktori sa pohybuji v ramci spolo¢enstva. Dané nariadenie bolo
viackrat menené, dopliované a aktualizované, aby sa zohladnil nielen vyvoj na urovni
spoloCenstva vratane rozsudkov Stidneho dvora, ale tiez aby sa zohladnili zmeny pravnych
predpisov na vnutroStitnej urovni. Vyznamnou zmenou spominaného dokumentu je
Nariadenie Eurdpskeho parlamentu a Rady Eurdpy ¢.883/2004 o koordinacii systémov
socialneho zabezpecenia. Jedna sa o nariadenie, ktoré sa vzt'ahuje na vSetky pravne predpisy
tykajuce sa tychto Casti socialneho zabezpecenia:

a) nemocenské davky;

b) davky v materstve a rovnocenné davky v otcovstve;

¢) davky v invalidite;

d) davky v starobe;

e) pozostalostné davky;

f) davky v stvislosti s pracovnymi urazmi a chorobami z povolania;

g) podpora pri umrti;

h) davky v nezamestnanosti;

1) preddochodkové davky;

Jj) rodinné davky

Uvedeny dokument sa vztahuje na Statnych prislusnikov Clenského Statu, osoby bez Statnej
prislusnosti a ute¢encov, ktori maju bydlisko v ¢lenskom $tate a podlichaju alebo podliehali
pravnym predpisom jedného alebo viacerych clenskych Statov, ako aj na ich rodinnych
prislusnikov a ich pozostalych. Okrem toho sa toto nariadenie vztahuje aj na pozostalych po
osobach, na ktoré sa vzt'ahovali pravne predpisy jedného alebo viacerych ¢lenskych $tatov,
bez ohl'adu na Statnu prislusnost’ takychto osdb, ked’ st ich pozostali st Statnymi prislusnikmi
Clenského Statu, alebo osobami bez Statnej prislusnosti alebo uteCencami s bydliskom v
jednom z ¢lenskych Statov.

Postupnym rozsirovanim Europskej tinie a zacleniovanim novych ¢lenskych Statov primarne z
vychodnej Eurdpy sa zac¢ina menit’ pracovno — Zivotny priestor ob¢anov z tychto krajin.
Integracia do EU a cezhraniéna koordinacia socialneho zabezpedenia st nevyhnutné, aby dané
osoby neboli pri stahovani znevyhodnené, pokial’ ide o naroky na socidlne zabezpecenie.
Proces integracie do reguldcie cezhrani¢ného socidlneho zabezpecenia je ovplyvneny
potrebou vyvazit' prava vietkych obanov EU. Za tymto uéelom predlozila Eurdpska komisia
13. decembra 2016 svoj navrh na zmenu a doplnenie nariadenia (ES) ¢. 883/2004 o
koordinacii systémov socidlneho zabezpecenia. Ako uvadza Golynker, (2020), stcasna
integracnd etapa v koordinacii socialneho zabezpecenia je zloZitym fenoménom, ktory
vykazuje prvky intergovernmentalizmu, neo-funkcionalizmu a post-funkcionalizmu. Pri
rokovani o ndvrhu Komisie na reformu nariadeni o socialnej koordinacii prevladali znaky
medzivladneho pristupu. Tento zaver vyplyva z nezhdd medzi klI'icovymi aktérmi (Komisia,
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Rada a Eurdpsky parlament). Zapojenie socialnych partnerov, mimovladnych organizacii,
EHSV a ob&anov EU do diskusie o ndvrhu v neo-funkcionalistickom ramci nemalo velky
vplyv na vysledok rokovani ani na dominanciu medzivladneho pristupu. Mocensky boj medzi
inStituciami este viac podkopal priebeh reformy. Dané okolnosti maji nezanedbatel'ny vplyv
nielen na samotné fungovanie EU, ale mozu byt zodpovedné za oddialenie synchronizicie
podmienok socidlneho zabezpecenia v rdmci Eurdpy.

4. Reforma systému socidlneho zabezpedenia v SR

Podl'a Programového vyhlasenia vlady Slovenskej republiky na obdobie rokov 2021 — 2024
sa vlada na dané obdobie v oblasti dochodkov a socidlneho zabezpecenia bude zasadzovat’ o
dlhodobu udrzatelnost’ dochodkového systému, aby mali I'udia v starobe primerant Groven
dochodkov, a navrhne zjednodusSenie doterajSicho odvodového a poistného systému v oblasti
déchodkového zabezpecenia.

V uvedenom programovom vyhlédseni planuje vlada SR v oblasti dochodkového zabezpecenia
reformou vSetkych pilierov dbéchodkového systému zlepSit' financni udrzatel'nost
dochodkového systému a zvysit dochodky pre ob¢anov. V prvom pilieri sa zavizuje zvysit
dlhodobu udrzatelnost vzhladom na demograficky vyvoj a posilnenie spravodlivosti a
transparentnosti  systému, udrzatelnost’ posilni vézbou doéchodkovych vydavkov na
demograficky vyvoj. V druhom pilieri chce vlada zaviest dobre nastavenu, vynosnejSiu
investi¢nu politiku na zéklade rozhodnuti profesionalnych investorov a zavedie opatrenia za
Gi¢elom realizicie vynosov z rozsahu v sporiacej aj vyplatnej faze. Dalej si vlada SR na dané
obdobie napldnovala zmenu v oblasti alokacie aktiv a poplatkova politiku s pomocou
medzinarodnych benchmarkov. Taktiez zavedie automatického vstupu do druhého piliera pre
poistencov do 35 rokov s moznost'ou participacie len v prvom pilieri, ak sa tak poistenec
aktivne rozhodne je d’al$im planovanym krokom vlady na obdobie rokov 2021 az 2024.
Dalsou planovanou podstatnou zmenou by mala byt ustavna zmena legislativy, ktora umozni
pracujucim prispievat’ k dochodku svojich rodiov uréitym percentom z vymeriavacieho
zakladu (napr. asignaciou odvodov).

Na zéklade programového vyhlasenia vlady dna 11.04.2022 Ministerstvo prace, socidlnych
veci a rodiny predloZilo na rokovanie vlady novelu zakona o socidlnom poisteni. Jedna sa o
zakon €. 125/2022. Této novela prinaSa zasadne reformy v nasledujtcich oblastiach:

1. Zmena pri odchode do dochodku. Rezort prace navrhol zmenu déchodkového veku ako
stbor opatreni, kde je jednou z moznosti odist do déchodku po 40 odpracovanych rokoch.
Tato zmena je urCend hlavne pre I'udi, ktori nedokazu vykonavat’ svoju pracu do vysokého
veku, ale naopak zacali pracovat’ pomerne skoro. Podl'a tohto navrhu, dojde k naviazaniu
dochodkového veku na stredna dizku Zivota. Tato zmena stabilizuje vyplatni fazu
dochodkov, pretoze l'udia stravia na dochodku v priemere rovnaké obdobie, ¢o bude mat
pozitivny vplyv na dlhodobtl udrzatel'nost’ dochodkového systému.

2. Zmena aktudlnej dochodkovej hodnoty (ADH). Novopriznané¢ déchodky sa vypocitavaja
podla aktualnej dochodkovej hodnoty, ktora dnes rastie o sto percent priemerného prijmu. Pre
udrzatelnosti celého systému, dojde k spomaleniu rastu na 95 percent. Dchodkovi hodnotu
urcuje kazdy rok Socialna poistovia. Pre rok 2022 ADH predstavuje podiel priemernej mzdy
zistenej za treti Stvrtrok v roku 2021 a priemernej mzdy zistenej za treti Stvrtrok 2020.

3. Rodicovsky bonus. Rodic¢ovsky bonus bude d’al§i déchodok, ktory mdzu seniori poberat’
popri starobnom ddéchodku. Vyplacat ho bude Socidlna poistoviia automaticky a to podla
udajov v registri fyzickych osob pre biologického rodi¢a a osvojitela. Kazdy pracujuci bude
moct’ presunut’ v prospech svojich rodicov 1,5 % + 1,5 % zo svojich zaplatenych odvodov.
Rodicovsky bonus nezvysi samotnu vysku odvodov a zaroven nebude mat’ vplyv ani na vysku
budiceho dochodku deti. Navrh rezortu prace bol schvaleny s podmienkou k obmedzeniu
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maximalnej vySky hrubych zarobkov dietata, z ktorych bude mdct prispievat’ svojim
rodiCom. Schvéleny ndvrh rata maximalne z 1,2 nasobkom mesacnej hrubej mzdy dietata
(MPSVaR).

ZAVER

Socialna politika na Slovensku presla od roku 1989 dlhou cestou transformacie.
Transformacny proces neprebiehal na zaklade meniacej sa situdcie v krajine, Eurdpe a celom
svete, ale existuji vyrazné pozitivne efekty procesu. Stale vSak existuju vyzvy, ktoré treba
reflektovat’ a riesit’ (Botek, 2014). Tieto vyzvy sa okrem nemocenského poistenia tykaju
najmd dochodkového zabezpecenia obcanov, ¢o suvisi hlavne s dobrou kondiciou socialneho
Statu. Ako uvadza Keller (2006), d’alsi osud socialneho Statu zavisi na tom, nakolko (a ¢i
vobec) tato institucia mé Sancu prezit. Situacia ohladne pouziteInosti socidlneho Statu sa
dostava do $tadia expanzie nizko platenych pracovnych miest a Stagnacie rodiny. Popri
ekonomickej, politickej a demografickej krizy socialneho Statu sa v suvislosti s existenciou
rozvinutych socialnych Stitov prejavila anadalej prejavuje rada dalSich javov, ktoré
prispievaju k nesplneniu ocakavasni spojenych so socidlnym $tatom (neklesa tiroven socialnej
nerovnosti, nepodarilo sa obmedzit chudobu, atd) Vecéeta (1996). Ukazovatele
demografického vyvoja iba potvrdzuju negativny obraz socialneho zabezpecenia obcanov
SR. Spolu s klesajiicou porodnostou klesa aj pocet deti. Zaroveti sa predlzuje dizka Zivota.
Tieto fakty budu mat’ na najblizSie desatroCia vazne dosledky na fungovanie spolo¢nosti,
ktoré sa prejavia ako v oblasti zdravotnej starostlivosti, tak aj v oblasti dochodkov. V
su¢asnom dochodkovom systéme s prevahou priebezného systému financovania je potrebné
oslabit jeho védzbu na nepriaznivy demograficky vyvoj. Zavedenie automatickych
stabilizdtorov do priebezného piliera spdsobi zniZzenie miery kompenzicie s negativnym
vplyvom na zivotnl Uroveinl slovenskych déchodcov. Prvy pilier v§ak bude nad’alej zohravat’
vyznamnu Ulohu zivotnej Grovne obcanov, ked'ze dochodok z I. piliera bude v budiicnosti
dosahovat’ az priblizne dve tretiny a II. piliera bude tvorit’ priblizne jednu tretinu dochodku.
Aj druhy pilier bude musiet’ prejst’ niekol'kymi zmenami, ked’ze nesplnil potencial o¢akdvany
od viac pilierového systému pocas jeho existencie. Existuje niekol'’ko skuto¢nych dévodov, no
za najdolezitejSi sa povaZzuje neodborna legislativna €innost’, ktord sa ¢asom ukazala ako
kontraproduktivna (Sika, Vidova 2021).

Na zéklade uvedeného je dodlezité¢ sa zamysliet’ nad tym, ako pomdct socidlnemu Statu.
Navrhovanych a zavadzanych je viac rieSeni, od prechodu socialnej legislativy z rak $tatu do
ruk nadnéarodnych poistovacich spolo¢nosti, ¢i Upravy anovelizacie zdkonov V socidlnej
sfére. Taktiez zavadzanie programov V podobe negativnej dani, alebo nepodmieneného
zékladného prijmu uz priniesli prvé vysledky a dokonca su uz v niektorych Statoch beznymi
pomocnymi prostriedkami v prospech socialnej politiky. Vel'ky skok v danej oblasti priniesli
opatrenia Statov na eliminéaciu negativnych dopadov opatreni spojenych s pandémiou Covid —
19. Syntéza poznatkov z tohoto obdobia a dopad danej pomoci v ramci jednotlivych krajin,
by mohli napomdct’ k rieseniu krizy v oblasti socialneho zabezpecenia.
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PRACOVNA MOTIVACIA AKO DOLEZITY ASPEKT ROZVOJA
PRACOVNEJ SILY

WORK MOTIVATION AS AN IMPORTANT ASPECT
OF WORKFORCE DEVELOPMENT

Eva GRMANOVA®
Jozef BARTEK

Abstrakt: Pracovnd motivacia je délezitym aspektom, ktory ovplyviiuje kvalitu prdace a ma priamy
Vplyv na pracovny vykon. Hodnotenie uzZitocnosti vlastnej prdce je vyznamnym motivacnym prvkom.
Cielom vedeckej Studie je urcit Specifikd hodnotenia uZitocnosti viastnej prace vo vekovej skupine
zamestnanej mladej pracovnej sily a specifika hodnotenia uzitocnosti vlastnej prace  starsej
pracovnej sily na ndrodnych tirovniach v ramei EU28. Vo vedeckej §tudii je pouzitd metéda beta
konvergencie a korelacny diagram. Hodnotenie wuZitocnosti vlastnej prace zamestnanej starSej
pracovnej sily vo veku 55-64 rokov je pozitivnejSie ako hodnotenie zamestnanej mladej pracovnej sily
vo veku 15-24 rokov. Konvergencné tendencie vV hodnoteni viastnej prace v oboch vekovych skupindch
povazujeme za mdlo preukazné. Polsko a Rumunsko si krajiny, ktoré zaostdivaju za ostatnymi v oboch
vekovych skupindch. Tieto krajiny by sa mali najviac zamerat na persondlne politiky, ktoré by prispeli
K pozitivnemu hodnoteniu uZitocnosti viastnej prace. Slovensko zaostiva za ostatnymi krajinami
V hodnoteni viastnej prdce zamestnanej pracovenj sily Vo veku 55-64 rokov.
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Abstract: Work motivation is an important aspect that affects the quality of work and has a direct
impact on work performance. Evaluation of the usefulness of one's own work is an important
motivational element. The aim of the scientific study is to identify the specifics of the evaluation of the
usefulness of one's own work in the age group of the employed young workforce and the specifics of
the evaluation of the usefulness of one's own work of the older workforce at national levels within the
EU28. The beta convergence method and correlation diagram are used in the scientific study. The
assessment of the usefulness of one's own work by the employed older workforce aged 55-64 is more
positive than the assessment of the employed young workforce aged 15-24. It is considered to be of
little evidence the convergence tendencies in the evaluation of one's own work in both age groups.
Poland and Romania are countries that lag behind others in both age groups. These countries should
mostly focus on personnel policies that would contribute to a positive evaluation of the usefulness of
one's own work. Slovakia lags behind other countries in the evaluation of the own work of the
employed workforce aged 55-64.
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1. UVOD

Vyskum motivacie, transformovany v tedrii a praxi l'udskych zdrojov a personalneho
manazmentu na pracovni motivaciu, je azda jednou s najrozsiahlejsie skimanych tém od
antiky (Armstrong & Taylor, 2014), s renesanciou Vv industrializacii az po si¢asnost’, kedy sa
hladaju aktualnejsie tedrie, ktoré by lepsie vystihli stav a pohyb pracovnej sily vzhladom na
roznorodost’ jej charakteristik. KedZze motivovana pracovnd sila dostava nalepku klicovej
konkurenc¢nej vyhody (Steers et al., 2004) firiem i narodnych ekonomik, zamestnavatelia a
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Staty investuji do programov rozvoja pracovnej sily. Pracovna motivacia je dolezity aspekt
pre rozvoj pracovnej sily a pre kontinualnu multiplikaciu kvality 'udského kapitalu.

Jednym z Cinitel'ov pracovnej motivacie je pohl'ad zamestnancov na hodnotenie uzitocnosti
vlastnej prace. Akl ulohu zohrava vo vnimani uzitocnosti vlastnej prace vek alebo krajina?
Na zopovedanie tejto dilemy porovnavame skupinu zamestnanej mladej pracovnej sily vo
veku 15-24 rokov a starSej pracovnej sily vo veku 55-64 rokov na zaklade dat o hodnoteni
uzito¢nosti vlastnej prace z databazy Eurostatu s pouzitim metdd beta konvergencie a
korelacného diagramu.

1.1 Prehl’ad literatury

Vyskumom motivacie sa v minulosti venovali viaceré vedné discipliny s masivnym prinosom
pre tedriu a prax. VSeobecnym zosumarizovanim sucasnych teorii motivacii a spéosobom ich
optimalneho merania dospel Barbuto (2006) k nasledovnému ¢leneniu na: obsahové tedrie,
procesné tedrie, tedrie rozhodovania sa a tedrie trvalého usilia. Motivacia zohrava, podla
Kasaeva (2013), vysledni funkciu vo vztahoch medzi subsystémami - vzdelavacou,
zdravotnou, socialno-kultarnou a informacnou zlozkou, ktoré tvoria systém l'udského kapitalu
s vlastnostami inovativnosti, kreativity a dynamiky. Z pohladu ludskych zdrojov, podla
Deadrick & Gibson (2009), oblast’ vyskumu a praxe motivacie patri medzi stabilna tému.

Na definiciu pracovnej motivacie st roznorodé pohl'ady, snaziace sa o ¢o najlepsie vyjadrenie
jej charakteristikych rysov a nuans. Avalos et al. (2014) pracovni motivaciu chapu ako
,.proces, ktory aktivuje, orientuje, uvadza do cinnosti a podporuje spravanie pracovnikov k
dosiahnutiu ciela”, zatial'’ ¢o Pinder (2008, citované v Chehab et al., 2022, s. 2) ako ,,subor
energetickych sil, ktoré vznikaju vo vnutri aj mimo bytosti jednotlivca a su zodpovedné za
zacatie cinnosti suViSiacej s prdcou a urcenie jej typu, smeru, sily a rozsahu”. Pracovna
motivacia podl'a Tremblay et al. (2009, citované v Fernandes et al., 2020), vychadzajac zo
skaly pracovnej motivacie a teérie sebaurcenia, sa ¢leni na: intrinzickii motivaciu (vnatornd);
extrinzicka motivaciu (vonkajsia), ktora obsahuje $tyri typy reguldcii - externé, introjekované,
identifikované, integrované (Legault, 2016) a amotivaciu. Toto definovanie a ¢lenenie je ¢asto
pouzivané s minimalnymi obmenami ako vychodisko pre vyskumy pracovnej motivacie
(Ryan & Deci, 2000; Becchetti et al., 2013; NurDalila et al., 2014; Chehab et al., 2022).

Signifikantnym faktorom pracovnej motivacie zamestnancov v zavislosti od pozicie a naplne
prace je rozvoj. Rozvoj pracovnej sily ma byt napomocny pri rozvijani pracovnej kariéry
(Armstrong & Taylor, 2014), ktory je vnimany ako mnohostranny pristup a nielen ako tréning
(Johnston & Burton, 2017). Roche (2009, citované v Johnston & Burton, 2017, s. 458) kladie
pri rozvoji pracovnej sily doraz aj na ,,0rganizacné zasady a postupy, ndpomocnych
kolegov/nadriadenych, mozZnosti Skolenia/profesiondlneho rozvoja, pracovné zatazZenie a
financovanie”, ked’ze na pracovnu silu sa nazera ako na ,,vysoko rozmanitu a s odlisnymi
potrebami a poziadavkami” (Steers et al., 2004, s. 383).

Stadie potvrdzuji délezitost rozvoja pracovnej sily ako jedného z faktorov pracovnej
motivacie (Kollarik, 2011, citované v Budzakova, 2015; Ngai, Cheung, & Yuan, 2016;
Dolganov, 2018; Yang & Chen, 2019; Hitka et al., 2019; Bazarov & Karpov, 2020;
Bohorquez et al., 2020). Skiimanie hodnotenia uZito¢nosti vlastnej prace, ktort povazujeme
za zlozku pracovnej motivacie ako aspektu previazaného s rozvojom pracovnej sily, je
prepojené s rozlicnymi oblastami spolocenského a pracovného zivota. Vyskum pro-sociélnej
motivacie a pracovnej spokojnosti potvrdil, Ze tento vztah je moderovany hodnotenim
vnimanej uzito¢nosti prace pre spolo¢nost’ (Kjeldsen & Andersen, 2013) a vyznamne vysSie
vnimanie uZzitocnosti vlastnej prace je u zamestnancov vo firmach s implementovanymi
environmentalnymi Standardami (Lanfranchi & Pekovic, 2014). Hitka & Blaskova (2011)
zistili, Ze predstava uzitocnosti je jednym z nastrojov sebamotivovania v pracovhom spravani
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a Basistova (2007), ze spolocensky vyznam a uzito¢nost’ prace je najsilnejSim motivaénym
¢initel'om préace a vykonnosti.

2. CIEL, A METODOLOGIA

Tato kapitola je rozdelend na dve Casti. V prvej Casti sa zameriavame na vyskumny ciel’ a
udaje. V druhej Casti popisujeme pouzité¢ metdody vyskumu.

2.1. Ciel’ prace a udaje

Nasa vedecka stadia sa orientuje na zamestnani pracovni silu. V ramci motivacie sa
zameriava na “hodnotenie uzito¢nosti vlastnej prace” star$imi zamestnanymi a porovnava ho
s “hodnotenim uzito¢nosti vlastnej prace” mladymi zamestnancami. Hodnotenie vlastnej
prace povazujeme za dolezity aspekt pracovnej motivacie, ktory ovplyviiuje pracovny
potencidl zamestnanych. Pozitivne hodnotenie vlastnej prace je prepojené s hlbokym
zaujmom o pracu.

Objektom skiimania je 28 krajin EU (d’alej EU28). Vedecka stat’ jednak porovnava rozdiely
medzi mladymi zamestnanymi a star§imi zamestnanymi v produktivnom veku v ramci
“hodnotenia uzito¢nosti vlastnej prace” a jednak porovnava rozdiely medzi jednotlivymi
krajinami EU28. Zaroven sa zameriava sa na urenie $pecifik v ramci oboch vekovych
skupin a v ramci krajin EU28.

Mozeme zhrntt, ze cielom vedeckej Stadie je urcit’ Specifikda hodnotenia uzito¢nosti vlastnej
prace vo vekovej skupine zamestnanej mladej pracovnej sily avo vekovej skupine starsej
pracovnej sily na narodnych urovniach v ramci EU28.

Skupina starSich zamestnanych je vymedzena vekovou kategoriou 55-64 rokov. Skupina
mladych zamestnanych je vymedzena vekovou skupinou 15-24 rokov. Hodnoty ukazovatel'a
sii vyjadrené v percentach z poétu zamestnanych. Udaje sme Gerpali z databazy Eurostatu
(2022) [qoe_ewcs_7b3], ktora uvadza hodnoty ukazovatela v patro¢nych intervaloch. Prvé
zverejnené udaje s za rok 2005. Posledné zverejnené tidaje st za rok 2015. V naSej analyze
sa zameriame na sledovanie konvergen¢nych tendencii od prvého po posledny rok
zverejnenych Udajov analyzovaného ukazovatela. Teda budeme sledovat” konvergencné
tendencie vyvoja ukazovatel'a v obdobi rokov 2005 az 2015.

V ramci naplnenia ciel’a sa zameriame na nasledujtce tlohy:

- Vyjadrit' popisné Statistiky a uréit’ rozdiely v hodnoteni uZito¢nosti vlastnej prace
medzi skupinami mladych zamestnanych 15- 24 ro¢nych a starSich zamestnanych 55- 64
ro¢nych v krajinach EU28.

- Zistit konvergenéné tendencie krajin EU28 v ramci ukazovatela hodnotenia
uzito¢nosti vlastnej prace v krajinach EU v oboch vekovych skupinach.

- Pomocou korelaéného diagramu uréit' krajiny EU28, ktoré v ramci analyzovaného
ukazovatel'a zaostavaji za ostatnymi a urcit’ krajiny EU28, ktoré sa vzd’al'uji od ostatnych v
ramci ukazovatel'a hodnotenia uzitocnosti vlastnej prace v krajinach EU v oboch skupinach.

- Diskutovat’ zistenia a sformulovat’ zavery.

Na analyzu sme pouzili Microsoft Excel a Statisticky program Statistica.
2.2. Metody

Vo vedeckej Studii v empirickej Casti pouzijeme metddu analyzy a komparacie. Na tuvod
empirickej Casti vyjadrime popisné Statistiky. Zameriame sa na Statistiky urovne a Statistiky

54



Conference proceedings: CHALLENGES, TRENDS AND INSPIRATIONS
WITHIN THE LABOR MARKET 2022

variability (vyjadrime smerodajnii odchylku). Na hodnotenie konvergen¢nych tendencii
vyuzijeme metddu beta konvergencie a korelatny diagram. Sucastou metody beta
konvergencie bude aj vyuzitie regresnej analyzy.

Beta konvergencia a korela¢ny diagram

V stilade s vyty¢enym cielom a stanovenymi ulohami sa vo vedeckej $tadii zameriame na
absolitnu konvergenciu a pouzijeme metodu beta konvergencie akorelaéného diagramu.
wAbsolutna beta konvergencia nastava, ked vsSetky regiony konverguju k rovnakému
ustalenému stavu” (Kovac et al., 2011, s. 398).

Podl'a Mazureka (2013, s. 1) sa vzt'ah pre beta konvergenciu vyjadri v tvare

élng(%) = +f8 Eogl’im +VvZ, +e&;. 1)
(z Barro & Sala-i-Marti, 1992).

Pric¢om

Y; o je hodnota ukazovatel'a v i-tej krajine v po¢iatocnom obdobi,

Y; 1 je hodnota ukazovatel'a v i-tej krajine na konci analyzovaného obdobia,

& je nahodna zlozka v i-tej krajine,
Zije mnozina endogénnych faktorov,
a je konsStanta,

T+1 je pocet obdobi,

b, v je regresny koeficient.

Parametre linearnej regresie sa vyjadria metdédou najmen$ich Stvorcov. V pripade, zZe
regresnd funkcia je klesajica, tak hovorime o prevaZzujliicej tendencii ku konvergencii.
V pripade, Ze regresna funkcia je rastica, tak hovorime o prevazujucej tendencii ku
divergencii. V ramci analyzy je dolezité¢ vyjadrit' aj koeficient determinacie, ktory ma
hodnoty z intervalu od 0 % po 100 %. Vyjadruje kol'ko percent z celkovej variability je
vysvetlenej modelom. Ak ma koeficient determinacie nizke hodnoty, tak povazujeme
konvergenciu, resp. divergenciu za malo preukaznt. V tom pripade je vhodné doplnit’ analyzu
0 korela¢ny diagram (Minafik et al., 2013).

Korelaény diagram je grafické zobrazenie, kde na osi x s logaritmované hodnoty
pociato¢nych hodnét (hodnoty na =zaciatku analyzovaného obdobia). Na osi y st
logaritmované hodnoty priemerného koeficienta rastu. Priemerny koeficient rastu sa vyjadri
o T |Yz’,]!'
L=

.,J j‘ri_.[!l (2)
Po rozdeleni korela¢ného diagramu dvoma kolmymi osami, ktoré prechadzaju aritmetickymi
priemermi sa graf rozdeli na 4 kvadranty a zaroven sa vSetky analyzované objekty rozdelia na
4 skupiny. Kvadrant s nadpriemernymi pociatocnymi hodnotami as nadpriemernymi
priemernymi koeficientami rastu je prvy. St v nom krajiny, ktoré sa vzd’al'uju od ostatnych.
Kvadrant s podpriemernymi pociatoénymi hodnotami a s nadpriemernymi priemernymi
koeficientami rastu je druhy. S v nom krajiny, ktoré maju tendenciu sa presunut’ do prvého
kvadrantu. Kvadrant s podpriemernymi pociatoénymi hodnotami as podpriemernymi
priemernymi koeficientami rastu je treti. SG v nom krajiny, ktoré zaostavaji za ostatnymi.
Kvadrant s nadpriemernymi pociatocnymi hodnotami as podpriemernymi priemernymi
koeficientami rastu je Stvrty. St v nom Krajiny, ktoré maji tendenciu sa presunut’ do treticho
kvadrantu (Minafik et al., 2013).
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3. VYSLEDKY A DISKUSIA

V hodnoteni uzito¢nosti vlastnej prace zamestnanych vo veku 15-24 rokov mozeme
pozorovat’ narodnostné rozdiely (obrazok 1). Na zaciatku analyzovaného obdobia dosiahla
najnizsiu hodnotu Rumunsko (57,6 %). Naopak najvyssie hodnoty na zaciatku a na konci
analyzovaného obdobia dosiahla Malta (87,7 % a 97,9 %). Z popisnych Statistik v tabul’ke 1
je zrejmé, ze medzi krajinami sa v analyzovanom obdobi znizila variabilita vyjadrend
smerodajnou odchylkou, ¢o modzeme hodnotit’ pozitivne. ViacSina krajin zaznamenala
v analyzovanom obdobi narast ukazovatel'a. Najvyssi narast (az o0 23,9 %) bol vo Finsku.
Tauto zmenu hodnotime vyrazne pozitivne. Velky narast ukazovatela zaznamenalo aj
Nemecko (narast o 23,7 %), Slovinsko (narast o 20,4 %) a Holandsko (narast o 20,3 %). Aj
tieto krajiny mézeme zaradit’ do skupiny krajin s pozitivnymi zmenami vV motivacii mladych
zamestnancov. Naopak vyrazny pokles v hodnotach ukazovatel'a bol v Portugalsku (pokles o
16,5 %) a vo Svédsku (pokles 0125 %). Tieto krajiny mozeme zaradit do skupiny
S negativnymi zmenami v motivacii mladych zamestnancov.

Tabulka 1: Popisné Statistiky hodnotenia uZito¢nosti vlastnej prace zamestnanych vo veku 15-24
rokov

Aritmeticky Dolny Horny
Priemer (%) kvartil (%)|kvartil (%6)

2005| 28 73,2071 71,8500 57,1000 87,7000 64,5000 | 84,7500 10,1105

2015| 28 79,1964 79,4500 57,6000 97,9000 72,8500 | 85,3500 9,2788
Zdroj: spracované na zdklade vidajov Eurostatu (2022)

Podet Median (%)|Minimum (%)|Maximum(%b) Sm.odch. (%)

Obrazok 1: Hodnotenie uZitoZnosti vlastnej prace zamestnanymi vo veku 15-24 rokov v % v
krajinach EU28
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Zdroj: spracované na zaklade udajov Eurostatu (2022)

V hodnoteni uZito€nosti vlastnej prace zamestnanych vo veku 55-64 rokov su znacné
narodnostné rozdiely (obrazok 2). Popisné Statistiky ukazovatela st uvedené v tabulke 2.
Minimalnu hodnotu ukazovatel’a dosiahla na zaciatku analyzovaného obdobia Vel'ka Britania
(74,7 %). Na konci analyzovaného obdobia dosiahlo najnizSie hodnoty Pol'sko (75,2 %).
Naopak najvyssie hodnoty na zaciatku analyzovaného obdobia dosiahlo Slovinsko (100 %)
ana konci analyzovaného obdobia Holandsko (97,8 %). Medzi krajinami sa priemerna
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uroven ukazovatela v analyzovanom obdobi zvysila. Z popisnych Statistik je zaroven zrejmé,
Ze priemerna uroven ukazovatela pre skupinu zamestnancov vo veku 55-64 rokov je vyrazne
vyssia ako pre skupinu zamestnancov vo veku 15- 24 rokov. Hodnotenie zamestnanej starsej
pracovnej sily vo veku 55-64 rokov je teda pozitivnejsie ako hodnotenie zamestnanej mlade;j
pracovnej sily vo veku 15-24 rokov. Medzi roznymi vekovymi skupinami st teda rozdiely
V hodnoteni uZito¢nosti vlastnej prace. Je dolezité ich poznat a na zaklade Specifik volit
vhodné pristupy k pracovnej motivacii.

Tabul’ka 2: Popisné Statistiky hodnotenia uZito¢nosti vlastnej prace zamestnanych vo veku 55-64
rokov

Aritmeticky Dolny Horny

" o . o . o

Pocet Priemer (%) Median (%) | Minimum (%) | Maximum (%0) kvartil (%) |kvartil (%) Sm.odch.
2005( 28 87,9607 89,0500 74,7000 100,0000 83,3500 93,1500 | 6,8720
2015( 28 88,8714 89,6500 75,2000 97,8000 84,5500 93,4000 | 5,7950

Zdroj: spracované na zaklade udajov Eurostatu (2022)

Vicsina krajin zaznamenala v analyzovanom obdobi nérast ukazovatela. Najvyssi narast (az
0 14,1 %) bol v Estonsku. Tato skuto¢nost’ sved¢i o pozitivnych zmenach v motivacii starSich
zamestnancov V Estonsku. Velky narast zaznamenalo aj Nemecko (narast o 10,6 %),
Belgicko (néarast 0 9,3 %) a Ceské republika (narast 0 9,2 %). Aj tieto krajiny mozeme zaradit’
do skupiny krajin s pozitivnymi zmenami v motivacii star§ich zamestnancov. Naopak vyrazny
pokles v hodnotach ukazovatel’a bol v Pol'sku (pokles o 10,1 %), v Rumunsku (pokles o 8,7
%), v Chorvatsku (pokles o0 8,2 %) a v Mad’arsku (pokles o 8,1 %). Tieto krajiny mdzeme
zaradit’ do skupiny krajin s negativnymi zmenami v motivacii Star§ich zamestnancov. Pokles
v hodnotach ukazovatel'a nastal aj v SR, avsak bol len mierny.

Obrazok 2: Hodnotenie uZitoénosti vlastnej priace zamestnanymi vo veku 55-64 v % v krajinach
EU28
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Zdroj: spracované na zdklade udajov Eurostatu (2022)

Variabilita ukazovatel'a pre zamestnanych vo veku 55- 64 rokov vyjadrena smerodajnou
odchylkou Vv analyzovanom obdobi klesla, ¢o mozeme hodnotit’ pozitivne. Pri porovnani
oboch skupin je zrejmé, Ze variabilita ukazovatel'a pre zamestnanych vo veku 55-64 rokov je

57



Conference proceedings: CHALLENGES, TRENDS AND INSPIRATIONS
WITHIN THE LABOR MARKET 2022

vyrazne menS$ia ako variabilita ukazovatel'a pre zamestnanych vo veku 15-24 rokov. Teda
variabilita ukazovatel'a medzi krajinami je ovel’a mensia U zamestnanej starSej pracovne;j sily.

V nasledujicom kroku sme analyzovali konvergen¢né tendencie a zobrazili sme Korela¢né
diagramy.

Tabulka 3: Parametre regresnej analyzy ako sucast’ beta konvergencie pre skupinu 15-24

ro¢nych

b Sm'zcgyba t(26) p-hodn.
Abs. len | 0,1430 0,0300 4,7501 0,00006
x 20,0750 0,0161 4,6442 0,00009

Zdroj: spracované na zdklade udajov Eurostatu (2022) v programe Statistica

V tabul’ke 3 su parameter regresnej analyzy pre skupinu 15-24 ro¢nych. Regresny koeficient
je zaporné Cislo. Funkcia je klesajuca. Koeficient determinacie mal hodnotu 45,34 %.
Konvergenciu povazujeme za malo preukazni. Analyzu sme doplnili o korela¢ny diagram
(obrazok 3).

Obrazok 3: Korela¢ny diagram pre skupinu 15-24 roénych

y =0,143-0,075*x
0,016 . .

0,014 }
0,012
0,010
0,008 }
0,006 }
0,004 }
> 0,002}
0,000 ¢t
-0,002 t
-0,004
-0,006
-0,008 } #23
-0,010 ¢t °

-0,012 . | | | | | | | .
1,74 176 178 180 182 184 186 188 190 192 194 1,96

#5 #26
o o
#24
o

)

Zdroj: spracované na zaklade udajov Eurostatu (2022)

Pozn.: oznacenie krajin je ¢islami ako v obrdzkoch 1 a 2.

Z korelacnému diagramu (obrazok 3) vyplyva, ze v treom kvadrante sa nachadzaju krajiny —
Estonsko, Pol'sko a Rumunsko. Tieto krajiny zaostavaju za ostatnymi. Naopak Malta
a Luxembursko sa vzd’al'uji od ostatnych. Mozno ich brat’ za krajiny, z ktorych si treba brat
priklad.

V tabulke 4 s parameter regresnej analyzy pre skupinu zamestnancov vo veku 55-64 rokov.
Regresny koeficient je zaporné ¢islo. Funkcia je klesajiica. Koeficient determinacie mal vSak
hodnotu 38,9 %. Teda 38,9 % z celkovej variability je vysvetlenej modelom. Konvergenciu z
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toho doévodu povazujeme za malo preukaznli. Analyzu sme doplnili o korelacny diagram
(obrazok 4).

Tabulka 4: Parametre regresnej analyzy ako sucast’ beta konvergencie pre skupinu 55-64

ro¢nych
b Sm'zcgyba t(26) p-hodn.
Abs. dlen | 01124 0,0275 4,0849 0,00038
x 20,0576 0,0142 24,0678 0,00039

Zdroj: spracované na zdklade uidajov Eurostatu (2022) v programe Statistica

Obrazok 4: Korelaény diagram pre skupinu 55-64 ro¢nych
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Zdroj: spracované na zdklade udajov Eurostatu (2022)
Pozn.: oznacenie krajin je ¢islami ako v obrdzkoch I a 2.

Z korela¢nému diagramu (obrazok 4) vyplyva, ze v tretom kvadrante sa nachadzaji Styri
krajiny — Grécko, Pol'sko, Rumunsko a SR. Tieto krajiny zaostavaji za ostatnymi. Mali by sa
zamerat’ na politiky, ktoré by zlepsili hodnotenie vlastnej prace zamestnanymi vo veku 55-64
rokov. Zlepsenie hodndt ukazovatela by mohlo prispet’ aj k rozhodnutiu zamestnancov
predizit’ ich pracovny Zivot. Bulharsko, Franctzsko, Cyprus a Holandsko sa vzdalujii od
ostatnych. Mozno ich povazovat’ za §taty, z ktorych si treba brat’ priklad.

Pol'sko a Rumunsko st krajiny, ktoré zaostavajii za ostatnymi v oboch vekovych skupinach.
Tieto krajiny by sa mali najviac zamerat na personalne politiky, ktoré by prispeli
k pozitivnemu hodnoteniu uzito¢nosti ich vlastnej prace.

Vyskum ukazal, Ze vnimanie hodnoty uzitocnosti vlastnej prace je vysSie pre starSiu generaciu
nez pre mladsiu. Hoci nevieme, aké st dovody respondentov, pre ktoré mladsi I'udia vnimaja
uzito¢nost’ vlastnej prace horSie nez star§i P'udia, vzhl'adom na problematiku starnutia
populacie, postupného predlzovania pracovného zivota, ¢i nedostatku kvalifikovanej
pracovnej sily, je to pozitivny fakt vo vzt'ahu k pracovnej motivacii, na ktorom zaklade je
mozné koncipovat' a implementovat’ stratégie rozvoja pracovnej sily a tak dlhodobejsie a
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primerane vyuzivat’ pracovny potencial starSich 'udi na trhu prace. Na druhej strane, postoje
mladsej generacie su vyzvou pre zamestnavatel'ov, vzdelavacie institucie, politiky Statov v
oblasti I'udskych zdrojov, aby pracovali s mladymi na pozitivnejSom vnimani hodnotenia
vlastnej prace a jej vyznamu, ktoré je z dlhodobého hl'adiska podstatné pre rast I'udského
kapitalu. Za vzor m6zu posluzit’ politiky krajin, ktoré vo vyskume obsadili popredné miesta
ako Malta, Luxembursko, Finsko, Nemecko, Slovinsko a Holandsko.

4. ZAVER

Hodnotenie uzito¢nosti vlastnej prace zamestnanej starSej pracovnej sily vo veku 55-64 rokov
je pozitivnejSie ako hodnotenie uZito¢nosti vlastnej prace zamestnanej mladej pracovnej sily
vo veku 15-24 rokov. Starsia pracovna sila hodnotila vo vic§ine krajin EU28 vlastna pracu
pozitivnejSie ako mlada pracovna sila. Pre analyzované obdobie je charakteristické, ze vac¢sina
krajin EU28 zaznamenala v skupine 15-24 ro¢nych aaj v skupine 55-64 ro¢nych nérast
podielu zamestnanych, ktori hodnotili svoju pracu ako uzito¢nu. V skupine 15-24 ro¢nych bol
najvyssi narast vo Finsku. Velky narast ukazovatel'a zaznamenalo aj Nemecko, Slovinsko a
Holandsko. Tieto krajiny mali pozitivne zmeny Vv motivacii mladych zamestnancov. Pokles
ukazovatel'a v analyzovanom obdobi bol v Portugalsku a vo Svédsku. V skupine 55-64
ro¢nych bol najvy$si narast ukazovatela v Estonsku. Narast zaznamenalo aj Nemecko,
Belgicko a Ceska republika. Pokles v hodnoteni uZitognosti vlastnej prace bol v Pol'sku, v
Rumunsku, v Chorvatsku a v Mad’arsku. Tieto krajiny moézeme zaradit' do skupiny krajin
S negativnymi zmenami v motivacii starSich zamestnancov. Pokles v hodnotach ukazovatela
nastal aj v SR, avsak bol len mierny.

Z korelacnému diagramu hodnotenia uzito¢nosti vlastnej prace pre skupinu 15-24 ro¢nych
vyplyva, Ze v treom kvadrante sa nachadzaju Krajiny — Estonsko, Pol'sko a Rumunsko. Tieto
krajiny zaostavaju za ostatnymi. Naopak, Malta a Luxembursko sa vzdal'uju od ostatnych. St
to krajiny, z ktorych si treba brat’ priklad. Z korelaénému diagramu hodnotenia uzito¢nosti
vlastnej prace pre skupinu 55-64 rokov vyplyva, ze v trefom kvadrante sa nachadzaju Styri
krajiny — Grécko, Pol'sko, Rumunsko a SR. Tieto krajiny zaostavaju za ostatnymi. Mali by sa
zamerat’ na politiky, ktoré by zlepsili hodnotenie vlastnej prace zamestnanymi vo veku 55-64
rokov. Zlepsenie hodndt ukazovatela by mohlo prispet’ aj k rozhodnutiu zamestnancov
predizit’ svoj pracovny Zivot. Bulharsko, Franctzsko, Cyprus a Holandsko sa vzd'aluju od
ostatnych. Su to krajiny, z ktorych si treba brat’ priklad.

Dodatok

Tento prispevok bol vytvoreny v ramci projektu VEGA reg. ¢. 1/0357/21 Multiplikacné
efekty kvality l'udského kapitdlu na ekonomickd vykonnost' a konkurencieschopnost
ekonomiky SR.
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HUMAN RESOURCES AS A RISK FACTOR OF THE SMALL AND
MEDIUM- SIZED ENTERPRISES ACTIVITIES

Katarina HAVIERNIKOVA®

Abstract: Human resources in small and medium-sized enterprises (SMEs) present a significant
research area of scholarship. Researchers have stressed the importance of human resources in SMEs
to enhance these enterprises' competitiveness and economic performance. Human resources also play
an inevitable role in strategic management as well. The main aim of the paper is to evaluate the
perception of the selected aspects of human resources as risk factors that could affect the activities of
172 Slovak agricultural SMEs. The results of this research showed, that the most important risk factor
for SME entrepreneurs, is the qualification of employees. The differences in the perception of selected
aspects of human resources according to the size category of SMEs, the region in which they operate,
and the educational level of entrepreneurs were not confirmed.

Key words: human resources, risk, small and medium-sized enterprises, qualification, education, and
mistakes of employees.

JEL Classification: 015, Q19, L26, G32

1. INTRODUCTION

SMEs are considered to be the backbone of the economic activities in most European
countries. SMEs perform activities in various sectors and they can vary in shape and size.
SMEs significantly contribute to economic growth, contribute to job creation and ensure
social stability, and they operate mainly at the national level. SMEs are increasingly sensitive
to changes in business conditions, also due to this fact, various action programs have been
adopted to increase the competitiveness of SMEs through research and innovation and to
improve SMEs' access to finance. The current dynamic situation not only in Slovakia or the
European Union but within the global space had affected the behavior of SMEs in an
entrepreneurial environment (see also Poor et al, 2021; Sochulakova and Kralova, 2020). The
entrepreneurial environment is characterized by strong competition, unstable customer
preferences, and unstable economic and political situations. Important topics in business are
corporate social responsibility, industrialization and technological changes, and green and
circular economy. Situations in which SMEs carry out their activities create not only
opportunities for development and market success but also generate significant risks.
According to Kramarova (2016) the risk is perceived rather negatively, although it can occur
even in a positive way not only from the theoretical (statistical) point of view, but also in the
real economic world. The role of corporate risk-taking is an important element in firm
performance (Sipa and Smolarek 2015) and has by strategic management researchers
highlighted the importance of idiosyncratic risk as a source of competitive advantages
(Gorzen-Mitka, 2018).

SMEs are established primarily to accomplish predetermined set goals and objectives. In
achieving these goals and objectives, the work of human resources (employees) plays a
significant role. Nowadays human resource is s gaining a position as ‘the soul of business”
(Amrutha and Geetha, 2020). Humans or men are the most important assets for SMEs rather
than money, materials, or machines because without skilled and competent workers no
activity can be performed efficiently and cost-effectively (Shafeek, 2016). This is simply
because organizations, irrespective of other resources (financial, land, technological) at their
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disposal, cannot achieve anything meaningful in terms of attaining their set goals, without
human resources galvanizing all other resources (Abasilim et al., 2019).

Human resources can also be considered as a positive element of SMEs, but as well as a risky
element in this constantly changing environment, and from a negative perspective, they
represent a great risk for the SMEs’ ability to achieve strategic goals and objectives. Human
errors including management failures, insufficient abilities, personal characteristics, or the
failures of individual employees in work attitudes can occur in any area of an enterprise’s
activity and can thus significantly influence a company’s ability to reach its goals (Urban,
2018). Nowadays, the importance of human resource risk in organizations has greatly
increased, and some thinkers refer to it as a core competency and a key responsibility for any
human resource professional (Kermani et al., 2021). According to Diao & Ghorbani (2018),
human factors are a potential source of risk regardless of the level of process and production
automation in the industry. Human resources risk is an inherent part of company operations,
whereas the social sub-system is an indispensable key factor for the smooth running of
business entities. Therefore, human resources risk should be managed, as any other risk type
(Bombiak, 2017). Human resources as a risk factor can become a substantial part of the
business activities of SMEs.

The bearer of the basic production factor of work is represented by a man. In general, people,
their knowledge, and their skills are considered to be the most valuable resource a company
has. For implementing sustainable management in business life, there is a need to create a
commitment to the sustainability of every human being (Okreglicka, 2018). Focusing on
human resources is considered a priority that the management of companies has an obligation
to enshrine in the strategy of the organization. This segment is a key element of business
development, due to the fact that human resources change the competitiveness of businesses
(Hajduova and Sebestyén, 2021). This also applies to the agricultural sector. The growth and
development of the agricultural sector are conventionally seen to lead to the growth and
development of other sectors so if the agricultural sector is not developed, the supply of
factors and inputs will be impaired for the activities of other economic sectors (Ataei, 2020).
Agriculture can create jobs and has the ability to offer activities with a positive impact on
society. It is a useful tool for rural development. Agriculture has a huge potential towards
addressing the issue of poverty alleviation mainly in countries with poor economic systems
(Jhariya et al. 2019). The role of human resources management in the agricultural sector is
selecting, recruiting, managing, and maintaining the workforce. The workforce in the
agricultural sector is diverse from specialized experts, skilled workers, semi-skilled workers,
and even the unskilled. The recruitment and selection process of the company should be based
on its long-term goals (Javed and Cheema, 2017).

Agriculture is one of the oldest production branches of the national economy in Slovakia
Despite the urbanization trend, a rural character prevails in Slovakia in the area of population
settlement. Small rural communities, where most of the population lives, form a natural
reproductive base of labor forces for primary agricultural production. Due to these facts, our
study is focused on aspects of human resources in agricultural SMEs, because research that
contributes to the development of the agro-industrial system can help solve problems related
to the development of SMEs in this sector. In 2021, there were registered 23 875 agricultural
SMEs and only 1 large agricultural enterprise in the database of the Statistical Office of the
Slovak Republic. The agricultural SMEs operate in an environment significantly different
from other sectors of the national economy, they belong to the least competitive firms and
their regional location plays an important role in the determination of firm competitiveness
(Dvoulety and Blazkova, 2020). Succeeding in the competition requires business practices of
SMEs and the development and management of human resources from entrepreneurs.

SMEs differ from each other in various areas. They provide activities within different
economic branches, and they differ in their size classification, and in the region in which they
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provide their activities, the differences are also created by the people who manage them. In
the literature, we find a number of studies on SMEs that evaluate the impact of these
differences on various areas such as performance, competitiveness, internationalization,
innovativeness, issues of human resource management, and other contexts. This paper fills a
gap in research focused on SMEs, considering that it examines human resources as a risk
aspect of the work of SMEs by answering the research question: How risky do agricultural
entrepreneurs perceive human resources in the context of educational level, qualification, and
human mistakes in their activities?

2. PROBLEM FORMULATION AND METHODOLOGY

The major purpose and principle of human resources management, more so in SMEs, is to
make proficient utilization of existing human resources and the desire to have skilled and
competent workers to make their firm more effective than their competitors (Shafeek, 2016).
The capacity to generate knowledge and disseminate it in a firm is considered a primary
strategic competence for attaining competitiveness. Knowledge literature reveals how relevant
it is to increase interest in recognizing and managing knowledge inherent in workforces and
other firms’ dynamic capabilities that allow them to benefit from available knowledge within
the milieu (Medase, 2021). How Lemanska-Majdzik (2022) stated, the knowledge is
considered as the most important source allowing for gaining a competitive advantage, and
knowledge management is becoming a vital component of the entire management process of
organizations.Tools to improve access to knowledge should be based on the support of in-
house research activities, technical start-ups and spin-off companies, enhancing partnerships
and networking for collaboration on innovation activities, building clusters, and knowledge
hubs, or many other tools (Hrivnak and Moritz, 2021).

In general, for every occupation, the required level of education and practical skills for the
achievement of optimal job performance is needed. Individuals whose education level is
higher than this required level are classified as over-educated, and those whose education
level is lower than this required level are classified as under-educated (Quang and Tran-Nam,
2019).

The education level of employees is a topic often discussed in the literature. Educated
employees can be a significant benefit for SMEs in several areas, such as innovation and
faster adaptation to changing customer requirements. On the one hand, educated employees
contribute significantly to the activities and market success of the company, on the other
hand, educated employees are more likely to leave the company if they get a more interesting
job offer (Demirkan et al., 2022). There is no need to increase only aimlessly artificially the
number of people with a university degree, the crucial issue is which sectors are promising
and soon there will be an increased demand for them on the labor market (Ivanova et al.,
2021). Unlike large enterprises, where employee learning is organizationally formalized, in
SMEs, it is more about learning from interactions with stakeholders such as customers or
suppliers. It is due to the aspects in which SMEs differ from large-sized and professional-run
organizations, in their learning mechanisms because of differences in their management,
operations, internal structures, and resources (Querbach et al., 2021). SMEs use learning
practices differently due to their resource constraints, different workplace conditions, and
varied business nature (Tam and Grey, 2016).

Education and qualification relate to another area that is important to observe. If unskilled or
technically incapable employees are doing tasks, they probably will make more mistakes,
than qualified employees. The practice also showed, that a lot of owners or managers in SMEs
often direct and control every move/task performed by their employees (Ndidi et al., 2022).
Both situations bring a higher level of risk that their employees will do a mistake or will fail.
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Agriculture plays an important role in many economies in the world. However, poor farming
methods and natural resource exploitation have taken us to an extent where the survival of
human beings is threatened by factors such as global warming and climate change (Javer and
Chema, 2017). However, the literature on the use of human resources in agriculture by SMEs
lacks frameworks that can help academics and practitioners understand how sustainable
functioning of SMEs in the agricultural sector can be achieved based on the use of human
resources, which on the one hand are of significant benefit to the enterprise, but on the other
hand, they can pose a significant threat. The above creates space for us to determine the
research hypotheses:

H1 The perception of the education level of employees as a risk depends on the size category
of SMEs.

H2 The perception of the qualification of employees as a risk depends on the size category of
the SME and the region in which the SMEs carry out their activities.

H3 The perception of mistakes of employees as a risk depends on the size category of SMEs
and the level of education of the owner/manager of SMEs.

Within the frame of the project VEGA reg. n. 1/0718/22 pilot study among SMEs with a
focus on human resources aspects in agriculture was realized. The pilot study took part in 171
SMEs represented by an owner/manager (a responsible person in SME) from eight self-
governing regions (BA — Bratislava, TT — Trnava, TN— Tren¢in, ZA — Zilina, NR — Nitra, BB
— Banska Bystrica, PO — Presov, KE — KoSice). According to European Commission's 2015
recommendations, for determination of the size category of the enterprise, the number of
employees (SMEs employing less than 250 persons — micro: 0-9, small: 10-49, medium: 50-
249) is the primary criterion and the other two criteria, annual turnover, and annual balance
sheet are merely supplementary criteria. Figure 1 presents the main characteristics of
respondents according to size category and region, where they belong. Most respondents
(67SMEs) carry out their activities in the Tren¢in region and the least (2 SMEs) in the PreSov
region.

Figure 1: Region of SMEs’ operation and size category of respondents
120,00%
100,00%

80,00%

%

60,00%
40,00%
20,00%

0.00% oy T ZA BA BB PO NR KE | Total
medium  1,75%  2,34% 1,75% 1,75% 0,00% 0,00% 0,58% 0,58% 877%
small  14,04% 1,17% 12,28% 2,92% 1,75% 0,58%  2,92% 1,17% 36,84%
micro  23,39% | 8,19% 11,70% 7,02% 1,17%  058% 2,34% | 0,00% 54,39%

Source: author’s research
Most respondents in our research had secondary school education (79 people), 9 people had
secondary professional education, 26 people had bachelor's degrees and 57 had master's

degrees. The structure of respondents according to the size category of SME and type of
education is presented in Table 1.
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Table 1: Education level and size category of respondents

Education secondary | professional | Bc. MA | Total

micro number 47 5 15 26 93
% 27,49 2,92 8,77 | 15,20 | 54,39

small number 26 4 11 22 63
% 15,20 2,34 6,43 | 12,87 | 36,84

medium number 6 0 0 9 15
% 3,51 0,00 0,00 | 526 | 8,77

Total number 79 9 26 57 171
% 46,20 5,26 15,20 | 33,33 -

Source: author’s research

The respondents could express their perception of three observed areas related to education,
qualification, and mistakes of their employees as a risk factor by using 6 points scale (from 0
— no risk to 5 catastrophic risk). They also express the probability, that these three factors
could occur in their activities by using 6 point scale (from 0 - no probability of occurrence, to
5 with very strong probability). The value of risk was calculated by using the formula:

R=RPxP (1)

Where: R — the value of risk, RP — risk perception, P — probability, that risk factor will occur
in the SME’s activity.

For evaluation, we used statistical methods (descriptive statistics and the Kruskal-Wallis test),
and the calculations were realized in the statistical software STATISTICA.

3. RESULTS

The evaluation of results by analysis of variance in the case of H1 is shown in Table 2. In this
case, the size category of SMEs was the grouping variable. The null hypothesis was tested by
using the Kruskal-Wallis test (KW): The difference in mean values of perception of the
educational level of employees among the size categories of SMEs is not statistically
significant. The calculated p-value of variance intensity analysis of rated perceptions is higher
than 0.05. The null hypothesis is not rejected. It means, that there is no difference in the
perception of the educational level of employees among the three size categories of SMEs as a
risk factor.

Table 2: The statistical characteristics of respondents’ answers and the results of the Kruskal-
Wallis test for WH1

Educational level of employees n o
perception as risk 2.40 1.30
value of risk (perception x probability) 6.14 5.89
KW test H (2, N=171) =2.657 p =0.26

Source: author’s calculations

The evaluation of results by analysis of variance in the case of H2 is shown in Table 3. In this
case, the size category of SMEs and the region in which SMEs operate were the grouping
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variable. The calculated p-value of the Kruskal-Wallis test confirms the null hypothesis. It
means, that there is no difference in the perception of the qualification level of employees
among the three size categories of SMEs as a risk factor. The same is from the point of view
of the eight self-governing regions.

Table 3: The statistical characteristics of respondents’ answers and the results of the Kruskal-
Wallis test for WH2

Qualification of employees n c
perception as risk 2.56 1.32
value of risk (perception x probability) 7.01 6.13

KW test (size category)
KW test (region)

H (2, N= 171) =2.504 p =0.29
H (7, N= 171) =13.737 p =0.06

Source: author’s calculations

The evaluation of results by analysis of variance in the case of H3 is shown in Table 4. The
grouping variables were the size category of SMEs and the educational level of SME’s
owner/manager. The research study of Emmanuel (2017) showed, that there is a significant
positive influence of entrepreneurship education on the performance of SMEs. As well
Kljuénikov et al. (2019) stated that more educated executives perform better in
innovativeness, proactiveness, and autonomy, while less educated executives have higher
propensities in risk-taking and competitive aggressiveness. In our research, the null
hypothesis was confirmed for both grouping variables also in this case. It means that the
perception of employees’ mistakes doesn’t depend on the size category or the educational
level of the SME's owner/manager.

Table 4: The statistical characteristics of espondents’ answers and the results of the Kruskal-
Wallis test for WH3

Mistakes of employees n (]
perception as risk 2.54 1.36
value of risk (perception x probability) 6.91 6.01

KW test (size category)
KW test (education level)

H (2, N=171) =0.920 p =0.63
H (3, N=171) =0.787 p =0.85

Source: author’s calculations

4. CONCLUSION AND DISCUSSION

The results of this study showed, that there are no differences in the perception of the
educational level of employees, their qualification, and their work mistakes from the point of
view of entrepreneurs of SMEs within the three observed categories: size category of SME,
region in which SMEs operate and the education level of the person responsible of managing
the SME. From the point of view of the answer to the research question stated in the part of
Introduction, we can conclude, that the perception of the three aspects of human resources as
risks is relatively on the same and middle level. The mean values of the perceptions ranged
around 2.5. The highest value of risk achieved the factor of the qualification of employees.
The qualification of employees is the focus of various researchers, who executed research
studies from various points of view. Mura et al. (2017) in their research found, that the size
category of SMEs affected the decisions of businesses that are motivated to hire qualified
employees. They stated, that more attention should be paid to mentoring employees who can
become highly qualified and trained, and loyal. It is important due to the fact, that highly
qualified employees are more in demand in the labor market, which makes them risky for
SMEs. SME employees perceive the importance of learning practices differently in the
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workplace. Their choices are strongly linked to how effective the practice will be for work or
how convenient it is for them to practice at work. Likewise, SMEs opt to use learning
practices differently due to their resource constraints, different workplace conditions, and
varied business nature (Tam and Grey, 2016). Undoubtedly, the prospect of improving one’s
qualifications at work is a significant motivating factor for employees themselves, whereas for
the employer the actions taken in this field constitute an element of the human-resources
policy by motivating the employees and strengthening their attachment to the company, hence
creating the company’s image. (Medrala, 2019). The results of Kozubikova et al. (2020)
showed, that as the most important source of human reseources risk, the respondents in Czech
and Slovak Republic consider “insufficient employee qualification”. All these aspects and the
results of our study provide areas for the next in-depth research focus on the element of
employees’ qualification as a risk factor of human resources.
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CAUSES AND CONSEQUENCES OF THE CAPACITY CRISIS IN HEALTH
CARE ORGANIZATIONS

Eva HOKE!®
Romana HEINZOVAY
Kamil PETEREK!®

Abstract: The presented paper deals with the lack of employees. This situation is called the capacity
crisis. The capacity crisis in the Czech Republic is plaguing companies and organizations in the
private and public sectors. The paper aimed to map the situation in all hospitals in the Czech Republic
using a questionnaire survey and to find out what consequences this capacity crisis has. The situation
is even worse now that the Covid-19 pandemic is straining medical facilities like never before. A
weighted average for each category was used to evaluate the questionnaire survey and individual
preferences. The results of the analysis confirmed the assumption of the author's team. All hospitals
face an acute shortage of doctors and nurses, regardless of the size of the organization. A clear
consequence of the capacity crisis is the overloading of staff, which is often in conflict with the Labor
Code. The paper concludes with a summary and discussion of how to improve the readiness of
hospitals in the future. Only a system solution can improve the situation.

Key words: capacity crisis, health care organizations, Covid-19, human resource management.

JEL Classification: M54, M12, O15.

1. INTRODUCTION

The risk management process is in a constant development, as organizations have to always
be prepared for the unexpected and aware of the stages in the risk management process, since
a successful practice contributes to meeting the objectives (Mihai, Vladut, Dutu, Dutu, 2020).
Risk management involves structured management control activities and internal controls,
that is, it is a process of identification, measurement, monitoring, controlling, and mitigating a
company’s risks (Eyerkaufer, Bonfante, Dallabona, Fabre, 2019). The main objective of risk
assessment is to help to comprehend the factors which lead to the occurrence of a specific
risk, by giving information about its impact, to avoid it or reduce its effects (Bentes, Nobrega,
Teixera, et al., 2020). The business of the healthcare organizations generates a large impact on
the society by three dimensions: economical, environmental, and social (Machado, Scavarda,
Kipper, et al., 2015). Risk management in healthcare facilities focuses on processes whose
performance is specifically defined in standards and guidelines that the organization creates
according to its needs. Similar to other high-risk systems, the complexity of healthcare
systems generates errors and adverse events if not controlled properly (Kubek, 2018; Ortiz-
Barrios, Herrera-Fontalvo, Rua-Munoz, 2018). Risk management in healthcare is associated
primarily with patient safety, which is a global issue. Despite significant advances, patient
safety remains a critical public health concern (Franklin, Gandhi, Bates, et al., 2020). Demand
for healthcare is significantly higher than the human capacity and resources available in
healthcare departments (Alhassan, Nketiah-Amponsah, Spieker et al., 2015). In the wake of
the Covid-19 pandemic, the shortage of doctors and medical staff has become one of the most
significant operational risks in medical facilities. The relative shortage of hospital resources is
a growing issue that can influence the practices of physicians and the subsequent care
provided to their patients (Sen-Crowe, Sutherland, McKenney, Elkbuli, 2021). Over the past
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few months, Covid-19 has ravaged health systems and economies in countries across the
world. While many would argue that a pandemic of respiratory disease was predictable, the
systematic failures of the response came as a surprise. From the shortage of hospital beds and
medical equipment to the gross insufficiencies in national surveillance systems, supply chains
and laboratory capacity, Covid-19 has laid bare the health care limitations (Jensen, Kelly,
Avendano, 2021). Hospitals play a critical role in providing primary health care to people,
especially in natural or human-made disasters. Pandemics can lead to an increasing spread of
disease, with irregular and suddenly increasing patient demands that can affect hospitals’
capacity and the overall functioning of the health system. To cope with the difficulty of such
an epidemic disaster, hospitals must have completed their preparations before these events
occur. Nowadays, an overwhelming majority of the world is fighting against an epidemic
called Covid-19. The world faces the demand for infected patients who arrive at the hospitals
heavily and irregularly (Gul, Yucesan, 2021).

As the Covid-19 pandemic spread across the globe, its novelty and highly infectious nature
have resulted in an unprecedented demand for health care services (Maben, Bridges, 2020).
This fact is also confirmed by studies from abroad, which are conducting research to
determine the capacity crisis. Participating services have prepared to respond to Covid-19, but
their capacity to respond may be limited by lack of staff support and resources [Boufkhed,
Hardinh, Kutluk, et al., 2021; Desalegn, Deyessa, Teka, B., et al., 2021; Maben, Bridges,
2020). Together with the expansion in care facilities, the demand for health care workers rose
on the already insufficient workforce (Maben, Bridges, 2020). In a bid to raise the manpower
to serve these patients, the Ministry of Health (MOH) called for medical professionals from
the private sector, those who had retired and those who were medically trained but no longer
practising to sign up as volunteers to fight the pandemic. MOH also redeployed manpower
from other industries that were affected by COVID-19 to the health care sector (Cheow,
2020). This fact shows how the pandemic has expanded labor capacity requirements. Under
the International Health Regulations (IHR), countries are required to prepare response plans
for public health emergencies of international concern (World Health Organization, 2018).
For Europe, the World Health Organization Regional Office has published a checklist entitled
“Hospital Readiness Checklist for Covid-19” to take in the context of a continuous hospital
emergency preparedness process (World Health Organization, 2020). In this document, they
have advised hospitals to manage the preparatory process under ten critical components as
follows: surge capacity, infection prevention and control, case management, human resources,
continuity of essential health services and patient care, surveillance: early warning and
monitoring, communication, logistics and supply chain management including
pharmaceuticals, laboratory services, and vital support services. Hospitals are facilities with
complex processes, mostly connected to external support and supply lines (Haghani, Bliemer,
Goerlandt, 2020). Fighting against the pandemic is carried out with the proper management of
human resources, equipment, materials, and information. One of the essential parameters in
combating pandemics is planning resources in environments where resources and time are
limited. Hospital preparedness is a vital component of an emergency plan that can
significantly reduce the impact of large-scale epidemics (Gul, Yucesan, 2021).

2. METHODOLOGY

A research question has been identified regarding to the capacity crisis of hospital facilities in
the Czech Republic. In particular, it was examined whether the capacity crisis (staff
shortages) is facing all types of hospitals in the Czech Republic in the same way. At the same
time, the consequences of staff shortages in individual types of hospital facilities were
investigated. The aim of the study was to find out whether there are noticeable differences
between the individual types of medical facilities. Equally interesting could be the results in
individual solutions to the capacity crisis.
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A questionnaire survey was conducted in May and June 2022. All facilities providing medical
care and which fell into the category of hospital facilities in the Czech Republic were
addressed. The return rate of the questionnaires for individual categories of hospital facilities
exceeded 40% in the monitored categories, see Table 1, where is also given the structure of
respondents.

Table 1: Structure of respondents to the questionnaire survey

Number of facilities — in Number of Share of respondents in
the Czech Republic respondents the total number
University Hospitals 10 5 50 %
Regional Hospitals 14 6 43 %
District Hospitals 156 65 42 %
Total 180 76 42 %

Source: Research survey

The questionnaire consisted of closed and open questions related to the capacity crisis in
hospital-type medical facilities. The closed questions were dichotomous. Respondents
supplemented their observations, commented on closed-ended questions or commented on
their evaluations in open-ended questions. The two questions of the questionnaire were
designed so that the respondents rank the pre-prepared statements (facts) according to their
importance. In this way, preferences in the consequences and possibilities of solving the
capacity crisis in individual types of hospital facilities were monitored.

A weighted average for each category was used to evaluate preferences. The weights were
determined according to the number of possible answers with a maximum of 6 (the most
important) and a minimum of 1 (the less preferred) for the six answers to the question on the
consequences of the capacity crisis. Similarly for five answers on the question of possible
solutions to the capacity crisis, where the maximum was equal to 5 and the minimum was 1.
After evaluating the responses in the individual monitored categories of hospital facilities, the
values were averaged according to the number of facilities in the corresponding categories.
The answers in the questionnaire, which the respondents had the opportunity to rank
according to their preferences, were determined based on pre-research conducted at five
selected hospital facilities before the survey.

3. RESULTS

A null hypothesis was established from the research question:

There is no difference in the capacity crisis between individual types of hospital facilities.
The results of the survey are presented in Table 2.

Table 2: Results of a survey of the capacity crisis in hospital facilities

Lack of doctors? Lack of nurses? Lack of unhealthy staff?
University Hospitals 80 % YES 100 % YES 100 % NO
Regional Hospitals 83 % YES 83 % YES 67 % NO
District Hospitals 100 % YES 91 % YES 100 % NO
Total 97 % YES 91 % YES 97 % NO

Source: Research survey

Table 2 shows the capacity crisis have to be addressed by all types of hospital facilities and
there is no difference among them. The null hypothesis, the same trends of capacity crisis in
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all types of hospital facilities, was also confirmed. There are no differences between different
types of hospital facilities.

The answers of the respondents declare the lack of medical staff. The shortage of doctors is
evident in all addressed district hospitals. On the contrary, the serious shortage of nurses is
evident especially in the university hospitals. The lack of non-medical staff is more significant
in regional hospital facilities (only 33% of the addressed facilities), but in general the lack of
non-medical staff cannot be assessed from the respondents’ answers as fatal for the
preservation of health care. Although the return on the questionnaires was only about 40%.
The consequences of staff shortages in hospital facilities are presented in Table 3 and for
better visual interpretation also in the form of radar chart, see Graph 1. Respondents ranked
the six consequences of the capacity crisis according to preferences. The set indicators were
sorted by representatives of hospital facilities according to the preferences. These preferences
were scored and averaged in the individual types of hospitals examined. The results are also
shown in Table 3.

Table 3: Weighted averages of indicators of the consequences of staff shortages in hospital

facilities
University Regional District
Hospitals Hospitals Hospitals
Staff overload 6,0 5,8 6,0
Closing the department 5,0 4,0 4,1
Extension of the waiting time for the 4,0 3,7 3,7
examination
Bed reduction 3,0 4,5 3,8
Reducing the quality of health care 2,0 1,7 2,1
provided
Rejection of patients, delegation to other 1,0 1,3 1,3
medical facilities

Maximum = 6, minimum =1
Source: Research survey

The main consequence of the capacity crisis is the overload of staff across all types of hospital
facilities. Closing the department was preferred in the second place in university and district
hospitals, in the regional ones it was only in the third place. The extension of the waiting time
was the third in the order only for university hospitals, for regional and district only in the
fourth place. The reduction of beds occupied the second place in regional, the third place in
district and the fourth place in university hospitals. There are noticeable differences in this
factor. The order of the remaining factors is already the same for all monitored categories of
hospitals and they occupied the last two places. All monitored types of hospital facilities try to
avoid reducing the quality of care provided or refusing patients. The differences in the values
of the individual categories are better apparent from Figure 1 which shows that university and
district hospitals have roughly the same evaluation of indicators (except for the reduction of
beds). In the case of regional hospitals, they also prefer to overload existing staff first, but
unlike university and district hospitals, they prioritize the reduction of beds, then closing
departments and only then extend the waiting times for examinations.
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Figure 1: Weighted averages of indicators of the consequences of staff shortages in hospital
facilities

Staff overload
S

—m— University Hospitals
—m— Regional Hospitals
District Hospitals

Rejection of patients,
delegation to other
medical facilities

Closing the department

Reducing the quality Extension of the waiting
of health care provided time for the examination

Bed reduction

Source: Research survey

The consequences of the capacity crisis in hospital facilities are also associated with possible
solutions. In the questionnaire, hospital representatives selected and ranked according to their
preferences five ways of solving the staff shortage. The methodology and evaluation were
similarly used in the search for the consequences of the capacity crisis. The only difference
was the selection of a smaller number of factors, for this reason the maximum was equal to
five and the minimum equal to one as previously. The results are evident in Table 4 and the
differences according to the monitored categories of hospitals are also shown in Figure 2.

Table 4: Weighted averages of indicators for solving the capacity crisis in hospital facilities

University Regional District

Hospitals Hospitals Hospitals
Staff overload 5,0 4,8 4,6
Employment of foreign nationals 3,4 3,5 3,2
Financial motivation for overtime pay 2,8 2,3 2,9
Targeted education of high school students 2,4 3,2 2,8
Targeted education of university students 1,4 12 15

Maximum =5, minimum =1
Source: Research survey

Figure 2: Weighted averages of indicators for solving the capacity crisis in hospital facilities

Staff overload —&— University Hospitals

St —m— Regional Hospitals
; District Hospitals

Targeted education
of university students

Employment
of foreign nationals

Targeted education Financial motivation
of high school students for overtime pay

Source: Research survey
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All monitored types of hospital facilities prefer to overload existing staff and to employ
foreign nationals when solving the capacity crisis. University and district hospitals have
roughly the same evaluation in other selected aspects. Regional hospitals also prefer targeted
education for high school students to financial motivation for overtime pay. For all monitored
types of hospital facilities, targeted education of university students is took the last place for
solving the capacity crisis.

Figure 2 shows the difference between individual types of hospital facilities in the financial
motivation of overtime hours. It is similar in the case of the preference of regional hospital
facilities in the targeted use of high school students as a solution to the capacity crisis, which
IS not so preferred in other monitored categories of hospitals.

4. DISCUSSION

The research results confirmed that the Czech healthcare system is facing an acute shortage of
qualified staff. According to the President of the Czech Medical Chamber (Kubek, 2018), the
Czech healthcare system has become dependent on foreigners, both doctors and nurses.
Without staff from abroad, some medical disciplines and some workplaces would not exist.
Another problem that complicates the situation is the unfavorable demographic development.
The average age of doctors in some fields is rising alarmingly. Forecasts predict that the
number of young doctors entering the Czech healthcare system does not cover the departure
of the old ones. More than two-thirds of medical graduates are women, which puts particular
surgical disciplines at risk, physically demanding. There are, therefore, several reasons for the
capacity crisis. Other essential factors include long-term dissatisfaction with working
conditions in healthcare. This dissatisfaction culminates in the fact that young doctors and
nurses go abroad. This phenomenon is called brain drain. The current setting of the European
labor market places minimal obstacles for the work of a Czech healthcare professional in
another country. Mutual recognition of health education is a matter of course in the countries
of the European Union. At a time of economic recovery, the number of job opportunities with
higher remuneration and lower responsibility is increasing. It is also often the case that
qualified nurses also leave the field of health care. Dissatisfaction is also related to the poor
financial evaluation of medical staff. This is because healthcare is underfunded. With
insufficient staffing, the burden on those medics who remain in medicine increases, creating a
vicious circle. Dissatisfied health professionals are overwhelmed, and their conditions
continue to deteriorate, thus further increasing the risk of leaving over time. This lack of staff
logically results in overburdening people and persistent violations of laws and regulations. In
a shortage of staff, continuous health care is provided only at the cost of violating the Labor
Code, the Act on the Education of Physicians, and other legal regulations, endangering patient
safety. Optimizing the current situation will be very challenging. It's a long-distance run. The
whole approach requires a system solution. The Czech Medical Chamber proposes personnel
audits in hospitals.

Human resources are a vital input in the provision of health care, which must be approached
as systematically and carefully as the management of other areas of the health care facility's
operation. Four data sources are available to evaluate the quality of medical and nursing care.
This is information obtained from patients, external experts from audits, and quality
indicators. The information obtained from audits and indicators is considered to be the most
reliable. One of the tools for solving the local capacity crisis is the JAC (Joint Accreditation
Commission) accreditation, which is accredited on a national basis. JAC's accreditation
standards require the hospital management to plan its workplaces' staffing and present the
numbers of staff, their education, and qualifications during the accreditation investigation. If
this plan is not fully fulfilled for some reason, eg, due to a lack of staff, the hospital must
document what measures it has taken to ensure that this does not affect the quality and safety
of the services provided. One of the other requirements of this standard is to demonstrate the
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possibility of continuous lifelong learning - based on the individual needs of each employee.
It, therefore, means specifically developed plans for individual employees with records of
their fulfillment. The achieved education and practice are essential conditions for health
professionals to perform professional activities in providing health care. As an employer,
JAC's accreditation standards oblige the hospital to determine each employee's specific scope
of work activities, ie to determine the duties, relationships of superiority, subordination, and
competence in detail. Insufficiently set competencies are listed as one of the dissatisfactions
of medical and healthcare staff. At present, around 70 medical workplaces have accredited
this standard.

5. CONCLUSIONS

Thanks to a questionnaire survey, the paper aimed to analyze whether the Czech healthcare
system suffers from a shortage of medical staff, ie, a capacity crisis. These findings were
assessed in various types of hospitals in the Czech Republic. The results confirmed an acute
shortage of workers. The Covid-19 pandemic highlighted the seriousness of the situation. The
main tasks for the future will be to stabilize medical staff and attract young people. Trade
unions should play a significant role in negotiating not only working but also financial
conditions with the government of the Czech Republic. It is necessary to support the system
of public health protection, which has devastated financially and in terms of personnel over
the past twenty years. The Covid-19 pandemic has shown the full extent of how irreplaceable
hygienists and other professionals are. The concept of health care should be based on the rule
that prevention should take precedence over treatment. The most challenging question for the
future will be how to address increase the share of funding the Czech healthcare system
adequately? The amount of money spent on protecting human health must approach the
European average. At 7.5% of GDP, the Czech healthcare system is unsustainable if the main
interest is accessible, high-quality, and modern healthcare. Health, its maintenance, treatment,
help must be the number one priority!
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OHS MANAGER - AN IMPORTANT JOB POSITION NOWADAYS

Katarina HOLLAY
Mdria HUDAKOVA®
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Abstract: The aim of this paper is to present the competency framework of the OHS manager,
respecting the legislative, normative and managerial requirements on this position, resulting from
current practice in Slovakia and global trends. The essence of the framework are the created and
described requirements for basic professional knowledge and skills in the field of OHS, managerial
knowledge and skills, tasks and responsibilities for carrying out activities and the entire OHS
management process. The position of OHS manager should be directed to strategic management and
should bear responsibility for the OHS management system, i.e. design, manage, monitor processes
associated with the OHS system. Also create and establish rules, directives, frameworks and assess
risks arising from OHS in order to minimize negative impacts and increase prevention in the
enterprise. The position of OHS manager should be a permanent job and should by performed in
accordance with theoretical training and practice, which will bring to enterprise management
increased probability of achieving goals, higher productivity, optimization of the work process,
increased application of preventive measures and higher overall value and success of the enterprise.

Key words: OHS manager, job position, practice requirements, knowledge, skills

JEL Classification: L23, L52, M11

1. INTRODUCTION

Increasing occupational health and safety (OHS) is important for enterprises, because it
brings reduction of losses, higher productivity, efficiency and quality of work, which affects
the overall performance and profitability of the enterprise and especially the safety of
employees. The approach to OHS enforcement in the world is changing mainly by political,
economic and social developments. The position of OHS manager in the Slovakia is usually
included in the organizational structure only in large industrial enterprises. In small
enterprises, this position is implemented in the form of outsourcing through security and
technical services enterprises. Currently, the owners and top managers are aware of the
importance of this job position and are inclined to create a permanent job position - OHS
manager. In some enterprises, where the OHS manager has a decisive role, the "Safety first"
approach is promoted. This results in the need to ensure for the labor market a professionally
qualified person with relevant management skills in the field of occupational health and
safety.

The safety and technical service provides the employer with consulting services in the field of
professional, methodological, organizational, control, coordination, educational tasks and
other tasks in ensuring health and safety, especially in terms of the adequacy of work spaces
and structures, work processes and work procedures, work tools and other technical
equipment, work environment and their technical, organizational and personnel security. In
order to optimize working conditions, the safety and technical service influences the attitudes
of the employer, managers and employees towards safety and health protection at work (Act
no. 124/2006 Coll.). The tasks of the safety and technical service in Slovakia are currently
performed by:
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= safety technician,

= authorized safety technician,

= expert in prevention and protection in the specific field of occupational health and

safety.

According to the new legislation, which will come into effect on 1 January 2023, a safety
technician is a natural person who has a valid certificate of professional competence as a
safety technician issued by the National Labor Inspectorate. The position of authorized safety
technician will be abolished. The legal requirements for obtaining a safety technician are
written explicitly in the law. However, the practice is demanding in many ways and in certain
cases there is also a cumulation of functions in the area of safety.

From the above, it follows that the Occupational Health and Safety (OHS) Manager job
position should include the professional competence of a safety technician, but also other
necessary competencies, i.e. knowledge, skills and personality assumptions to ensure the
entire OHS management system in the company.

2. PROBLEM FORMULATION AND METHODOLOGY

The aim of the paper is to present the competency framework of the OHS manager, respecting
the legislative, normative and managerial requirements imposed on this position, resulting
from current practice in Slovakia and global trends.

The analysis and comparison of previous findings on the occupational health and safety
manager position confirms the high topicality of the issue being addressed. Various scientific
methods were used to fulfill the stated goal of the paper:

= The baseline analysis was used in the process of evaluating the competences of the OSH
manager based on the processed results IOSH - The Institution of Occupational Safety
and Health.

= The key methodological source is our own research aimed at determining the position of
OHS managers in enterprises in Slovakia as part of the project APVV-20-0603 -
Development of risk assessment tools for the purposes of selected enterprises and
professions in the Slovak Republic in accordance with EU requirements.

= Generalization of current knowledge about the importance of the risk manager job
position for enterprises in Slovakia resulting from global trends, e.g. EU-OSHA - the
European Union information agency for occupational safety and health and others.

= Assessment of the acquired knowledge for the proposal of the competency framework
for the creation of the job position - health and safety manager resulting from the
innovation of the Crisis Management study program at Faculty of Security Engineering
University of Zilina.

= Proposal of the competency framework of the OHS manager for Slovak conditions
(knowledge, skills, personality assumptions, tasks and responsibilities) for the creation
of a job position - OHS manager.

3. PROBLEM SOLVING / RESULTS / DISCUSSION
3.1 Evaluation of the competences of the OHS manager in the world

The Institution of Occupational Safety and Health (IOSH) is the world authorized
organization for health and safety professionals. With more than 49,000 members in more
than 130 countries, the institution is the largest professional organization for health and safety
in the world (IOSH, 2022).
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In accordance with the strategic goals i.e. improve, collaborate and influence, the institution
of 10SH set the condition to pay more attention to building skills throughout the profession.
In 2022, they released an updated OHS manager competency framework after extensive
research and consultation with OHS experts, employers and other stakeholders. The updated
framework reflects the significant changes that have occurred in the workplace over the past
decade. Today's health and safety managers need a wider range of skills, knowledge and
behaviors to influence and manage changes. This is more important than ever as economies
recover from the global pandemic. The framework includes 69 competencies in three
categories: technical, basic and behavioral competencies of the OHS manager. The range and
level of competence required for each individual role will vary and will depend on factors
such as the sector, the individual's seniority or career level and the size of the organization
(IOSH, 2019, IOSH, 2022).

Fig.1 The IOSH competency framework Occupational Health and Safety (OHS) Manager
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Source: Competency framework IOSH 2019, 2022

The IOSH Competency Framework reflects current best practice in occupational health and
safety. It is designed to be an actionable set of standards to help employees and employers
maximize performance and minimize risk.

The competency framework provides a set of skills, knowledge and behaviors that managers
and employees can use to lead and take responsibility for their own learning and development.
Each individual's development needs will vary by role, level and industry. Emphasis on
specific core or behavioral competencies may vary from company to company due to size,
structure or culture. The IOSH Competency Framework can improve performance by
managing professional development and recruitment processes. Technical and core
competencies focus on what the employee must do, while behavioral competencies provide
clear guidance on how the employee should perform their role. Taken as a whole, the
competency framework can inform about job description, recruitment processes and learning
and development plans. It can also support performance management and help embed positive
behavioral values that add value to employees' technical expertise (IOSH 2019, 2022):

A Technical competences of the OHS manager

This part of the framework includes a summary of OHS technical competencies that support
the advisory capacity. They include an understanding of legislation, policy, risk management,
incident management and the impact of health, safety and welfare on people. This section also
includes new technical competencies such as sustainability, ethical practice, human capital
and community impact:
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1. Health and safety law
= Health and safety policy development
= Principles of health and safety and other legislative frameworks
= Health and safety governance
=  OHS management systems
= Performance management
= Health and safety auditing
= Continuous improvement
= Quality management

2. Risk management
= Horizon scanning — respond to changes in time
= Risk identification and profiling
= Risk assessment and analysis
= Risk prioritization
= Risk control, mitigation and resilience
= Risk monitoring and reporting
= Integrating health and safety risk into business risk processes
= QOccupational health and wellbeing
= Business continuity

3. Incident management
= |ncident management
= Incident investigation
= Incident reporting
= Supporting a legal defense
= Proficiency with incident cost analysis

4. Culture
= Organizational culture
= Vulnerable workers
= Employee welfare
= Understanding of worker wellbeing
= QOccupational health and safety competence
= External visitors, suppliers and contractors
= Responsiveness to changes in the modern workplace

5. Sustainability
= Sustainability
= Human capital
= Community impact
= Financial sustainability
= Ethical business practices

B OHS Manager core competencies

It is a set of skills needed to support and enable good decision-making in the workplace. They
include competences related to strategy, planning, leadership and management. The
development of these skills will significantly increase the general effectiveness of the OHS
manager:

6. Strategy
= Strategy development
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Business context (internal and external)
Diversity and inclusion

Stakeholder management

Influencing

Knowledge management

Learning organization

7. Planning

Planning and implementation
Financial management

Data analysis
Decision-making

8. Leadership and management

Functional management
Visible leadership
Teamwork

Project management
Managing change
Conflict management

C OHS Manager behavioral competencies

WITHIN THE LABOR MARKET 2022

These competencies cover the way the OHS manager behaves in the workplace. They include
working with stakeholders, ensuring good personal performance and professionalism,
communicating and working effectively with others. These competencies are the basis for
building successful working relationships:

9. Stakeholder management

Collaboration
Being the ‘trusted advisor’
Negotiating

10. Personal performance

Personal responsibilities and accountabilities

Self-motivation and discipline
Prioritizing work

Driven by results
Problem-solving

Innovation and creativity

11. Communication

Communicating effectively

Advocating for safety and inspiring people

Providing constructive feedback
Active listening

12. Working with others

Self-awareness
Commercial mind-set
Empathy

Professional integrity
Coaching and mentoring
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3.2 Competences evaluation of the OHS manager in Slovakia

In Slovakia, the OHS manager ensures compliance of enterprise’s processes with legislative
requirements in the field of occupational health and safety at the workplace. He therefore
ensures that the company meets the OHS requirements and are transferred to enterprise’s
processes using guidelines, work procedures and other documents and that these processes are
properly implemented. He is also in charge of managing risks arising from health protection
and his responsibilities include compliance reporting, negotiations with the authorities (NIP,
2022; BOZPO, 2022).

The roles and responsibilities of the OHS manager (Act no. 124/2006 Coll.; NIP, 2022):

= is responsible for creating occupational health and safety policy and for managing
environmental activities in accordance with applicable legislation,

= designs, manages and controls the processes associated with the implementation and
development of the occupational health and safety management system,

= analyzes deficiencies found in the health and safety inspections and proposes corrective
measures,

= analyzes work accidents, evaluates their causes, proposes measures to increase OHS,

= performs internal or external audits in the field of OHS management system and
environmental management system,

= applies legislative requirements in the field of health and safety and the environment in
the conditions of the enterprise,

= oversees the safe handling and storage of environmentally hazardous material,

= identifies hazards and assesses risks in the field of health and safety,

= identifies risks, environmental aspects and impacts,

= proposes changes to work procedures and production technologies with the aim of
minimizing safety risks,

= acquaints the employer, statutory bodies and top management with the obligations of
the enterprise according to regulations and standards in the field of health and safety,

= promptly solves problems and the organization of work in the event of breakdowns,
accidents, floods and other emergency events,

= s familiar with legal regulations and technical standards in the field of health and safety
and the environment (water, air, waste, chemicals, etc.),

= assesses and proposes changes to work procedures and production technologies with
regard to safety and hygiene regulations,

= assesses and evaluates technical and organizational ecological measures, prepares the
impact of the enterprise’s activities on the environment model systems,

= assesses the planned production process, technologies, materials, substances and
investments from the environmental protection point of view,

= examines individual cases of violation of standards and legal regulations in the field of
the environment,

= checks the state and level of safety measures in the work process when taking over new
machines, equipment, buildings, etc.

= carries out a inspection of compliance with safety regulations, usage of protective
equipment, aids and compliance with safety procedures,

= processes and submits complex reports in the areas of health and safety and the
environment to the company management,

= proposes measures aimed at eliminating identified occupational health and safety and
hygiene risks,

= creates and issues company regulations and standards for occupational health and safety
and lists of risky workplaces,

= participates in negotiations with control and inspection bodies in the field of health and
safety and the environment,
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= issues binding instructions to ensure safe work for employees and workers of supplier
organizations,

= ensures cooperation with the police force of the Slovak Republic and the state health
and safety supervision authorities in the investigation of occupational accidents,

= provides training for employees and other persons, verifies the level of their knowledge
in the field of health and safety,

= realizes the fulfillment of selected obligations in the field of fire protection in
accordance with valid legal regulations.

3.3 Proposal of the Occupational Health and Safety Manager's Competency Framework
for conditions of Slovakia

The proposal of the occupational health and safety manager's competence framework for
conditions of Slovakia is created on the basis of the long-term experience of the authors from
solving scientific and research projects at the Faculty of Security Engineering (FBI) UNIZA,
as well as from the assessment of the competency framework by IOSH, which is a world
organization dealing with the issue of occupational health and safety and other institutions e.g.
EU-OSHA (2022). On the other hand, the proposed competency framework is the starting
point for the modified study program Crisis Management at FBI UNIZA, which includes a
trajectory towards the issue of health and safety.

The proposed competency framework of the OHS manager respects current global trends
(IOSH, 2022; EU-OSHA, 2022; 1LO, 2022; ILO 2021; ACCA, 2021; VUBP, 2022) practical
as well as legislative requirements (Act No. 124/2006 Coll.) and normative requirements (1ISO
45001) in the field of OHS in Slovakia. An important source is knowledge about the changing
conditions in the external and internal environment, the expected sources of OHS risks and
thus also the expected development of the content of the graduate's profile, previous
experiences from the educational process and from the application of graduates in practice.

The proposed competency framework of the OHS manager for conditions of Slovakia consists
of the following parts, Fig. 2.

Fig. 2 The Occupational Health and Safety Manager's Competency Framework for conditions of
Slovakia

OHS knowledge and

skills

OHS
MANAGER

Personality

assumptions

Source: own processing
1. Occupational health and safety professional knowledge:

safety and health protection at work,

work safety,

legal regulations in the field of health and safety (e.g. Act No. 124/2006 Coll.)
OHS management system according to I1SO 45001,

security of technical systems,

principles of safe operation of technical equipment,
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= environmental management (types of waste and their impact on the environment),
= environmental protection technology,

= environmental regulations,

= environmental management system ISO 14001,

= working environment and working conditions,

= work accidents and occupational diseases

= categorization of works,

= prevention of industrial accidents - causes and solutions of emergency situations
= fire protection.

2. Occupational health and safety skills:

= create, enforce and develop an OHS policy,

= apply legal and other regulations in the field of health and safety,

= implement and update the OHS management system in the enterprise,

= monitor changes in legislative and normative OHS requirements,

= jdentify dangers and threats in the enterprise,

= apply the principles of technical safety in the performance of the OHS manager,
= check, register and report work accidents and occupational diseases,

= communicate with control authorities,

= check the effectiveness of preventive health and safety inspections at workplaces,
= check the completeness and keeps OHS documentation up to date,

= evaluate the economic effectiveness of the OHS management system,

= implement training in the field of health and safety.

3. Expert knowledge of risk management:

= risk management,

= OHS risk management,

= identification, analysis and evaluation of OHS risks,

= proposing measures to reduce assessed health and safety risks,

= monitoring and reporting to top management,

= risk management methods and techniques,

= OHS audits,

= creating of OHS risk management documentation,

= creating a register of health and safety risks,

= integration of security risks into enterprise management processes (quality, finance,
production, HR...).

4. Professional risk management skills:

= the ability to identify, analyze and evaluate health and safety risks in time,

= master risk management methods, techniques and tools,

= skills to monitor sources of OHS risks,

= propose measures to reduce OHS risks,

= the ability to enforce measures to reduce OHS risks,

= skills in applying the principles of risk management in the field of health and safety.

= assessment of suitability and effectiveness of proposed measures to minimize OHS
risks.

5. Managerial knowledge:

= Management - planning, strategy development, organizing, leading people, control,
decision-making, communication, motivation,
= Crisis management - accidents
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Quality management — audits, continual improvement,

Production management — operational processes, technological procedures,
Change management,

Business continuity management,

Project management,

Personnel management - conflict management,

Financial management,

Information systems, data analysis.

6. Managerial skills:

to forecast and recognize the effects of changes in the external and internal environment
of the enterprise in time,

decide on adjustments to procedures, processes and OHS resources in order to meet the
set goals,

objectively implement and evaluate health and safety audits,

reveal deficiencies in the field of health and safety and propose measures to eliminate
them,

investigate and eliminate nonconformities in the field of health and safety,

coordinate cooperation with other processes in the enterprise,

propose solutions to adjust the OHS goals,

propose measures to improve and innovate the OHS management system,

create and enforce a culture of risks and safety in the enterprise,

assess interpersonal relationships at the workplace,

motivate (inspire) and effectively communicate with workers about health and safety
issues.

7. Personality assumption and other skills:

analyzing and solving problems,

communication (dealing with people, ability to express, listen, negotiate),
providing constructive feedback,

handling stressful situations,

teamwork,

empathy,

intuition for detecting possible risks,

flexibility in thinking (adaptability, flexibility...),
financial literacy,

creativity,

information literacy,

professional integrity,

ethical business practices,

organizing and planning work,

personal development.

8. Other qualification assumptions of OHS manager:

higher education in the field,

safety technician certificate according to act no. 124/2006 Coll. on health and safety
(from 1 January 2023)

intermediate English language etc.
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4. CONCLUSION

The benefit of the paper is the competence evaluation of the OHS manager according to the
world organization IOSH, which carried out extensive research, consultations with OHS
experts, employers, stakeholders as well as with other sources. Part of the contribution is a
proposal of the competency framework (knowledge, skills, personality assumptions,
responsibility and tasks) of the OHS manager for conditions of Slovakia. The proposed
competency framework is also the starting point for the modified study program Crisis
Management at FBI UNIZA. It follows from the above that the FBI responded to global
changes and new requirements of the OHS manager and incorporated them in a timely
manner into the newly accredited study program, i.e. that the graduates of that program are
ready to perform the job position of OHS manager, respecting current global trends, practice
requirements as well as legislative and normative requirements in the field of OHS in
Slovakia.

The profession of occupational health and safety manager should be a permanent job carried
out in accordance with theoretical training and practice, which will bring in the management
of the enterprise an increase in the probability of achieving goals, higher productivity,
optimization of the processes, an increase in the application of preventive measures, an
increase in the overall value and success of the enterprise. The proposed solutions are also
beneficial for the management of FBI UNIZA to reach more potential students for the
position of OHS manager.
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DIGITALIZACIA, TRH PRACE A SYSTEM VZDELAVANIA V SR

DIGITALISATION, THE LABOUR MARKET AND THE EDUCATION SYSTEM
IN THE SLOVAK REPUBLIC

Eva IVANOV A%
Veronika ZARSKA®

Abstrakt: Tak ako pocas priemyselnych revolucii v minulosti, aj Vv sucasnosti pod vplyvom
digitalizacie a automatizacie trhy prace V jednotlivych krajindch musia celit zmenam. To, ¢im sa lisi
sucasny stav od tych predchadzajucich, je rychlost s akou su nové technologie zavidzané. Mnohé
pracovné miesta prechdadzaju vyraznymi zmenami alebo uplne zanikaju, zaroven vsak vznikajiu nové.
Tie od potencidlnych pracovnikov vyzaduju, aby disponovali novymi zrucénostami, pripadne tiplne inou
kvalifikaciou. Vyzvou pre systéemy vzdelavania sa preto stava vcéas zareagovat na tieto poZiadavky
apredist tym situacii, Ze by sa do budicnosti zvysil Struktirny nesulad medzi ponukou prdce
a dopytom po prdci. Cielom clanku je teoreticky vymedzit' K akym zmendm dochdadza na trhoch prace
pod vplyvom digitalizdcie a automatizacie, ak0 sa to dotyka systémov vzdelavania a aké zrucnosti su
vyzadované od pracovnikov. Okrem toho je nasim cielom zistit, ako sa vyvija miera nezamestnanosti v
SR podla dosiahnutého stupiia vzdelania, aky podiel absolventov VS podla skupin Studijnych odborov
sa eviduje na virade prace, ¢i aky podiel absolventov VS pracuje vo vystudovanom odbore, a tym
poukdazat’ na mozné rizikd, s ktorymi sa bude musiet' SR vysporiadat.

Kruacové slova: absolventi, digitalizdacia, Slovenska republika, trh prace, vysokoskolské vzdelanie

Abstract: As in industrial revolutions in the past, labour markets in individual countries are facing
changes under the impact of digitisation and automation. What makes the current situation different
from those of the past is the speed with which new technologies are being introduced. Many jobs are
undergoing major changes or disappearing altogether, while at the same time new jobs are being
created. These require potential workers to have new skills or completely different qualifications. The
challenge for education systems is therefore to respond to these demands in a timely manner, thereby
avoiding a future situation where there is a structural mismatch between labour supply and labour
demand. The aim of this paper is to theoretically define what changes are occurring in labour markets
under the influence of digitisation and automation, how this affects education systems and what skills
are required of workers. In addition, our aim is to find out how the unemployment rate in the Slovak
Republic develops according to the level of education attained, what share of university graduates by
groups of fields of study are registered at the labour office, or what share of university graduates work
in the field they graduated from, and thus to point out the possible risks that the Slovak Republic will
have to deal with.

Key words: digitalization, graduates, higher education, labour market, Slovak Republic

JEL Classification: 123, J64, O30

1. UVOD

V doésledku digitalizdcie a automatizacie trhy prace vo vsetkych krajinach prechadzaju v
poslednom case vicSimi ¢i menSimi zmenami. To vyvoldva potrebu vicSiu pozornost
zameriavat’ na Strukturny nesulad medzi ponukou prace a dopytom po praci. Mnoho
pracovnych miest, ktoré eSte pred niekol'kymi rokmi boli pocetné, postupne zanikaji a I'udska
pracu, ktora na nich bola vykonavana nahradzaju technoldgie. V inych oblastiach sa pod
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Studentska 3, Trenéin, 911 50 Slovenska republika, e-mail: eva.ivanova@tnuni.sk

ZIng., doktorand, Trenc¢ianska Univerzita Alexandra Dubceka v Trenéine, Fakulta socialno-ekonomickych
vztahov, Studentska 3, Tren&in, 911 50, Slovenska republika, e-mail: veronika.zarska@tnuni.sk

91



Conference proceedings: CHALLENGES, TRENDS AND INSPIRATIONS
WITHIN THE LABOR MARKET 2022

vplyvom technologii praca stava menej fyzicky naro¢nou, avSak pritomnost’ zamestnancov na
pracovisku je nad’alej nevyhnutna, nakolko Ccinnosti vykonavané technolégiami neraz
vyzaduji doplnenie I'udskou pracou. V suvislosti s tym sa objavuju nové poziadavky kladené
na potencidlnych zamestnancov, rozsah ich odbornej kvalifikdcie ale aj osobnostnych
vlastnosti. Permanentné zmeny nutia jednotlivé organizacie vytvarat systémy celozivotného
vzdelavania, a takisto vedd k tomu, Ze modifikovany musi byt aj systém vzdelavania
formalnych vzdelavacich institacii. Nejde iba o to, vniest’ do vzdelavania nové prvky, ale
najmé o to odhadnut’ budicu potrebu pracovnej sily vo vsetkych oblastiach a adekvatne tomu
pripravovat’ I'udi v perspektivnych odboroch. V st¢asnosti sme neraz svedkami situacie, kedy
sa mnoho absolventov nezamestna adekvatne vystudovanému odboru, ¢o mozno z pohladu
Statu hodnotit’ ako neefektivne vynalozené néklady. Zaroven to predstavuje aj akusi
kontrolku, Ze ak uz teraz mame prebytok absolventov uréitych odborov, a naopak, niektoré
pracovné miesta je problematické obsadit’, nieCo v systéme vzdelavania nie je nastavené
Spravne.

2. VPLYV DIGITALIZACIE A AUTOMATIZACIE NA TRH PRACE

Rozsirovanie digitalizdcie a automatizacie ovplyviluje zamestnanost” dvoma protichodnymi
ucinkami. Na jednej strane nahradzanie l'udskej prace strojmi vedie k zaniku mnohych
pracovnych miest, zaroven vSak stimuluje tvorbu novych povolani a odvetvi, ktoré predtym
neboli potrebné (Islam, 2018). Aj ked prioritne sa pozornost’ zameriava na buducnost,
nemozno sa zaoberat’ iba tou, nakol’ko mnohé zmeny uz prebehli alebo prave prebiehaju.
Pocitate nahradili vela pracovnych miest a funkcii, medzi inymi napr. pokladnikov,
uctovnikov, ¢i telefonnych operatorov (Lee a kol., 2020). Hoci nemozno hovorit’ o zéniku
tychto pracovnych miest, ale skor o vyraznej redukcii ich poctu, pracovny trh bol vyrazne
ovplyvneny. To ako rychlo budi procesy digitalizdcie a automatizacie pokracovat’ a ako
rychlo bude trh prace nuteny vysporiadat’ sa so zmenami, zavisi predovsetkym od toho, akou
rychlostou sa budi rozsirovat’ technologické moZnosti a ako budi klesat’ ndklady na roboty,
ktoré budi nahradzat’ predovsetkym pracovnikov s nizSou kvalifikdciou v nizkoprijmovych
zamestnaniach (Autor, Dorn, 2013). Automatiziciou vSak nie si ohrozené len pracovné
ulohy, ktoré vykonavaju nizkokvalifikovani zamestnanci. Pokles po¢tu pracovnych miest v
urcitych oblastiach naznacuje, ze sa to vztahuje aj na pracovné Ulohy, ktoré vykonavaju
stredne kvalifikovany zamestnanci. Na druhej strane viacSina novych uloh, ktoré vyplyvaju z
prijatia digitdlnych technologii predpokladd doplnenie vysokokvalifikovanou pracou
(Balsmeier, Woerter, 2019). Pre spolo¢nost’ ako taku vSak zanik niektorych pracovnych miest
¢i povolani a vznik inych nepredstavuje novu situaciu. UZ v minulosti po€as priemyselnych
revolucii dochddzalo k rovnakym scenarom. Vyhodou v tom obdobi bola iba skuto¢nost’, ze
zmeny boli pomalsie.

Frey a Osborne (2013) vo svojej Studii realizovanej v USA uvadzaju, ze asi 47% zamestnani
je vysoko ohrozenych procesmi digitalizacie a automatizacie. Ide o pracovné miesta, ktoré by
mohli byt’ zautomatizované pomerne rychlo, v priebehu nadchadzajucich desatroci ako napr.
pracovné miesta v doprave a logistike, vo vyrobe, ale i v administrative. Zaroven upozoriuju,
ze ide iba o hrubé odhady nakol'ko existuje niekol'ko skuto¢nosti, ktoré limituju prebiehajuce
procesy. lde najmé o politicka aktivitu a regulatné obmedzenia, ktoré vacsinou spomal’uju
zavadzanie novych technologii, ale i o skuto¢nost, ze v spolocnosti je zauzivané spociatku
klast’ odpor voci technologickym i akymkol'vek inym zmenam. Kym pred niekol’kymi rokmi
eSte prevladalo presvedcenie, Ze pracovné miesta budi zanikat a mnoho l'udi sa stane
nezamestnanymi, teda hrozbou sa stane technologickd nezamestnanost’, v sticasnosti sa uz
ukazuje, Ze hoci z kratkodobého hladiska ddjde k poklesu poctu pracovnych miest, v
dlhodobom horizonte technologicky pokrok vytvori viac pracovnych miest ako bolo
zrusenych (Trexima, 2021). D6jde vSak k signifikantnym zmendm poZiadaviek kladenych na
pracovnikov. Prave z tohto dovodu sa pozornost’ ¢oraz viac upriamuje aj na vzdelavanie,
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ktoré by malo byt schopné zabezpecit’ pre trh prace pracovnikov disponujucich potrebnymi
novymi zru¢nostami.

Netreba vSak zabudat’, ze medzi jednotlivymi krajinami existuju zna¢né rozdiely v tom, ako
sa stavaju k procesom digitalizacie a automatizacie a podpore tejto oblasti. Najvyspelejsie
krajiny si uvedomuju nevyhnutnost’ investovat’ do danych oblasti, ak si chct udrzat’ svoje
pozicie a zostat’ aj nad’alej konkurencieschopné. Na vedu a vyskum, ktoré su predpokladom
technologického pokroku, vynakladaja ¢oraz viac zdrojov. V mnohych menej vyspelych a
rozvojovych krajinach je vSak pozornost’ venovana tejto problematike zna¢ne mensia, ¢i uz v
dosledku nedostatku zdrojov, alebo v ddsledku toho, ze mnohé krajiny si akoby este tplne
neuvedomovali potencial, ktory moderné¢ technoldgie prindSaji. Slovenska republika
jednozna¢ne spadd do druhej skupiny krajin a zaostdva v mmnohych oblastiach. AvSak
postupny ndrast zdujmu o modernizdciu mozno badat’ aj v nej, a Coraz viac organizacii sa
zaobera predikciami dopadov predpokladanych zmien na trh prace. Podla internetovej
domény www.trendyprace.sk (2022) najvacsiu perspektivu v buducnosti po zohladneni
vplyvu robotizdcie a automatizicie na jednotlivé zamestnania budii mat’ pracovné sily v
povolaniach ako: stavbyveduci, riaditel zariadenia socidlnych sluzieb pre starSich l'udi,
riadiaci pracovnik v oblasti obchodu, finan¢ny riaditel, IT konzultant, elektroinZinier
projektant, revizny technik, chemicky S$pecialista vo vyskume a vyvoji, riadiaci pracovnik
vyskumne;j inStitiicie, proba¢ny a media¢ny uradnik, manazér kaviarne a baru a i. Najmene;j
perspektivne podla tejto domény budu: kontrolér dani, tkac, Sicka, banik, ulitel’ zakladnej
Skoly/gymnézia, pracovnik pri priehradke v banke/poistovni. V stcasnosti stale velké
mnozstvo vol'nych pracovnych miest mozno néjst’ aj na poziciach, s ktorymi sa do budicnosti
nepocita. Podla portdlu www.profesia.sk (2022) k 19.10.2022 najviac vol'nych pracovnych
miest je v oblastiach: obchod (3 876) — z toho 1 542 na pozicii predavac, vyroba (3 265) — z
toho 1 774 na pozicii operator vyroby, informaéné technoldgie (2 812) — z toho 1 105 na
pozicii programator, doprava, Spedicia, logistika (2 398). Hoci stile je k dispozicii vela
Htradiénych® pracovnych miest, treba poznamenat’, Ze praca na nich prechddza vplyvom
technologického pokroku zmenami, a i tieto pracovné miesta vyzaduju od pracovnikov nové
zrucénosti.

2.1 Vzdelavanie v ¢ase technologickych zmien

Ako uzZ bolo skor naznacené, v prostredi permanentnych technologickych zmien sa velka
pozornost upriamuje na vzdeldvanie. Predmetom zdujmu sa okrem pripravy
vysokokvalifikovanej sily na univerzitach stdva aj celoZivotné vzdelavanie a pristup
jednotlivych organizacii k tejto skuto¢nosti.

Samozrejme rovnako tak ako existuju rozdiely medzi krajinami pri rozvoji a podpore
procesov digitalizacie a automatizacie, existuju tieto rozdiely aj v ramci kvality systémov
vzdelavania. Stadia realizovana v Indii ukazuje, Ze vidSina absolventov inZinierstva a
technologii v rozvijajicich sa krajinach nema rovnako kvalitné vzdelanie ako absolventi
inZinierstva a technoldgii vo vyspelych krajinach (Borah a kol., 2019). Tato skuto¢nost’ moze
nasledne negativne vplyvat’ na fungovanie nadnarodnych firiem, ktoré su ntitené vynakladat’
zna¢né investicie na doSkolenie svojich zamestnancov v niektorych krajinach. Zosuladenie
zruénosti absolventov s poziadavkami trhu prace tak nadobuda stdle vacsi vyznam.
Problémom vsak nie je iba kvalita poskytovaného formalneho vzdelania, ¢i nizky pocet I'udi s
adekvatnym stupfiom vzdelania, ale skor Strukturalny nestlad medzi ponukou prace a
kvalifikaénymi poZiadavkami na pracovnikov (KuzmiSovd, 2010). Hoci je vzdelanie
zakladom napredovania, neznamena to, zZe staci jednoducho zvySovat’ pocet vzdelanych l'udi.
Statistiky sice mo6Zzu potom na prvy pohlad vyzerat povzbudivo, v praxi sa viak efekt z
takéhoto vzdelania nebude prejavovat. V mnohych krajinach, SR nevynimajuc, je potrebné
pristupit k prehodnoteniu potreby mnoZstva absolventov niektorych odborov a zacat
podnikat’ opatrenia, ktoré by prildkali Studovat’ viac Studentov do odborov, o ktoré bol nizsi
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zaujem, avSak ktoré su z hl'adiska sucasnej situdcie i jej predpokladaného vyvoja potrebné. Z
tohto hladiska je vhodné sledovat’ napr. mieru nezamestnanosti absolventov jednotlivych
odborov, ale aj aké % absolventov pracuje mimo odboru, ktory vystudovalo.

Samozrejme nejde iba o samotné skupiny Studijnych odborov, ale i o zmeny, ktorymi
jednotlivé Studijné odbory a celkovo systémy vzdelavania musia prechadzat. Digitalne
technoldgie vytvorili obrovsky potencidl a umoznili vzdeldvanie realizovat' celkom novymi
sposobmi, ¢i do neho aspont vniesli nové prvky. Velakrat je vSak vyuzitie digitalnych
technoldgii limitované skutocnostou, ze uroven digitdlnych zrucnosti populacie nie je
dostato¢na. Mozno sa vSak stretnat’ aj s nazormi, Ze by sa to nemalo prehanat so snahou
zavadzat digitdlne prvky a digitalizovat’ jednotlivé procesy za kazdych okolnosti, aby
zbytocne nedochadzalo k situaciam, Ze technoldgie budu zavedené tam, kde nebudi vobec
potrebné (Abduvakhidov a kol., 2020). Pandémia Covid-19 urychlila tempo zavadzania
digitalnych prvkov do vzdelavacich procesov. V kratkom case sa vSak ukazalo, ze technologie
nebudu Uplne schopné nahradit’ socidlny kontakt a osobnu interakciu. Mdzu vSak znacne
ul’ah¢it’ niektoré aktivity.

To aké kvalitné vysokoskolské institicie v jednotlivych krajinach su, je Casto predmetom
hodnotenia réznych renkingov. Jednym z najznamejsich je Sanghajsky rebricek vysokych
§kol, v ramci  ktorého bolo v roku 2022 hodnotenych viac ako 2000 univerzit. Dostala sa
donho iba jedna slovenska univerzita: Univerzita Komenského v Bratislave, ktorej patrilo
801. — 900. miesto. Ostatné krajiny V4 mali zastGpenie univerzit v rebricku vyssie. V CR sa
do neho dostalo 8 vysokych $kdl (najlepsia na 301. — 400. mieste), v Mad’arsku 4 (najlepsia
na mieste 601. — 700.) a v Pol'sku 11 (najlepsia na mieste 401. — 500).

Krajiny, ktoré st technologickymi lidrami, ako napr. Svajéiarsko, si uvedomuju, Ze prave
nedostatok vysokokvalifikovanej pracovnej sily by mohol v budicnosti obmedzit’ ich rast
(Balsmeier, Woerter, 2019). To, aka potrebna je vysokokvalifikovana pracovna sila na
sucasnom trhu prace dokazuju aj d’alSie stidie. Napr. bolo zistené, Zze rozdiel v mzdach
absolventov vysokych §kél v porovnani s absolventmi strednych §kol v priebehu poslednych
desatroCi rastol, naprieck pomerne vyraznému zvySeniu vysokoSkolsky vzdelanych osob
(Acemoglu, Autor, 2012). Z toho vyplyva, Ze zaroveinl s rastom ponuky zru¢nosti, doslo aj k
zvyseniu dopytu po tychto zru¢nostiach. To je sposobené predovSetkym zvySenim narocnosti
procesov, ktoré prebiehaju vo vedomostnej ekonomike.

Nejde vsak iba o to, ako sa vysokoskolské institicie dokdzu prispdsobit’ poziadavkam trhu
prace a absolventov akych odborov budii produkovat. Pracovnici so strednou a niZSou
kvalifikaciou budd predstavovat’ problém, preto dolezitou twlohou bude vyvinut a
implementovat’ nastroje, ktoré minimalizujii potencidlne negativne dopady na tito skupinu
0sOb a vytvoria pre fu prilezitosti (Balsmeier, Woerter, 2019). V tomto smere na vyzname
nabert rdzne rekvalifikacné kurzy, Skolenia ¢i programy odborného vzdeldvania
organizované v ramci jednotlivych organizacii. VacSia pozornost’ sa takisto bude sustred’ovat’
na stredoSkolské vzdelanie, pretoze na trhu prace bude chybat’ okrem vysokokvalifikovanej
pracovnej sily aj ¢oraz viac remeselnikov.

2.2 Poziadavky kladené na pracovnikov

V st€asnosti svet ovplyviiuji mnohé zmeny, ktoré zasahuji do celkového chodu spolo¢nosti.
Okrem rozvoja procesov digitalizacie a automatizacie ide napr. o globalne oteplovanie,
zvySovanie medzinarodnej migracie, ale i aktualne prebiehajucu pandémiu ochorenia Covid-
19. Subeh tychto faktorov kladie nové naroky nielen na budicich absolventov jednotlivych
stupnov vzdelavania, ale i na kvalifikaciu sucasnych pracovnikov. Cesco a kol. (2021) tieto
nové poziadavky na aktualnych i budtcich pracovnikov zhrnuli do 4 oblasti:
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e technické zru¢nosti, ktoré zahfnaju Specifické znalosti stivisiace s pracou s modernymi
technoldgiami,

e metodické zrucnosti ako napr. kritické myslenie, ktoré prispieva k schopnosti
rozhodovat sa a riesit’ problémy,

e osobné zruénosti medzi ktorymi je Coraz CastejSie pozadovand napr. zvySend odolnost’
vodi stresu,

e socialne zru¢nosti, ktoré vyzaduje Coraz vicSia miera spoluprace.

Ro6zni autori zdoraziuju rdzne zruénosti, ktoré povazuju za najdolezitejsie, napr. Hiibelova
(2013) uvadza, ze v postindustrialnej spolo¢nosti je doraz kladeny na kreativitu a schopnost’
adaptacie na zmeny a rozvijanie tychto dvoch schopnosti. Kollar akol. (2015) zase
zdoraznujt digitalne zruénosti, na zaklade ktorych dokazu jednotlivci v réznych situaciach
vyhodnocovat’ ¢i a ako maji pouzit' IKT a zaroven zdoraziujh, ze dnes uz nie je mozné
rozvijat akékol'vek d’alSie kompetencie bez rozvijania digitadlnych zrucnosti, nakolko
digitalne technologie zasahuju do vSetkych oblasti nasho zivota. VSetky tieto nazory vSak
spaja jedna skutoCnost’ - Vv budicnosti nebude mozné zotrvavat v nemennom stave bez
neustaleho reflektovania a adaptacie na zmeny, ktoré prindsa technologicka revolucia.

V stvislosti so zru¢nostami je potrebné spomenut’ Celosvetovy index vzdelavania pre
buducnost’ (Worldwide Educating for the Future Index), ktory pripravuje casopis The
Economist. Tento index sa zameriava na zruc¢nosti buducnosti (kritické myslenie, tvorivost,
komunikacia, podnikavost, digitalne schopnosti) a hodnoti do akej miery st schopné
vzdelavacie systémy Vv jednotlivych krajinach pripravovat’ Tudi s takymito zru¢nostami. SR
vSak v tomto hodnoteni nie je zahrnuta.

3. CIEL A METODOLOGIA

Pri spracovani prispevku sme vyuzili viaceré vedecké metody. Pri praci s teoretickymi
zdrojmi boli pouzité vSeobecné vedecké metddy ako analyza, indukcia, dedukcia ¢i
abstrakcia. Pri spracovani Statistickych idajov bola vyuzita metdda analyzy Casovych radov a
metéda komparacie. Statistické ukazovatele potrebné pre naplnenie ciela sme Gerpali z
Eurostatu, Statistického tradu SR, UPSVaR SR a zo stranky www.trendyprace.sk.
Ukazovatele boli sledované do roku 2021, resp. 2020 tam, kde dostupnost” dat neumoznila
zahrnat rok 2021.

Hlavnym ciel'om prispevku bolo identifikovat’ uplatnitenost’ absolventov s vysokoSkolskym
vzdelanim na trhu prace v SR prostrednictvom analyzovania ukazovatel'ov z tejto oblasti, ako
je napr. miera nezamestnanosti podla dosiahnutého stupiia vzdelania, podiel absolventov VS
podla skupin Studijnych odborov evidovanych na tirade prace, podiel absolventov pracujtcich
vo vyStudovanom odbore a i.

4. VYSLEDKY A DISKUSIA

Co sa tyka vysokoskolského vzdelania v SR, postupne sa zvysuje podiel vysokoskolsky
vzdelanych 'udi v populacii. Zaroven vsak silneju hlasy, ze slovensky vysokoskolsky systém
produkuje mnozstvo takych absolventov, ktori sa nedokdzu uplatnit adekvatne
vyStudovanému odboru. V nasledujucom grafe a tabulke uvddzame absolventov vysokych
kol podla skupin $tudijnych odborov a zmeny, ku ktorym doslo v ich stave v poslednych 10
rokoch.
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Obrizok 1: Absolventi VS podPa skupin $tudijnych odborov

Absolventi VS podPa skupin Studijnych odborov
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Od roku 2012 do roku 2021 doslo k celkovému poklesu poctu absolventov vysokych $kol z
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5 Lekarske a farmaceut. vedy a nauky

45000

42 493 na 27 777 najmé v dosledku demografického vyvoja. Medzi jednotlivymi skupinami
Studijnych odborov vsak vyraznejSie zmeny pomeru neboli zaznamenané.

Tabul’ka 1: Absolventi VS podPa skupin $tudijnych odborov - % absolventov daného odboru k
celkovému poctu absolventov daného roka

2012 | 2013 | 2014 | 2015 | 2016 | 2017 | 2018 | 2019 | 2020 | 2021
1 Prirodné vedy 5,68 | 585 | 568 | 582 | 568 | 561 | 581 | 507 | 594 | 4,64
2, 3 Technické vedy a nauky |[23,32|23,86|22,98|22,70|22,69|22,01|22,44|21,83|21,94|21,58
4 PoP’nohosp. lesnicke a
veterin. vedy 3,21 | 3,56 | 3,40 | 3,68 | 3,79 | 405 | 390 | 3,84 | 342 | 3,32
5 Lekarske a farmaceut. vedy
a nauky 501 | 533 |59 | 653|727 |89 | 820 | 840 | 888 | 9,66
6, 7 Spolocenské vedy a nauky | 56,78 | 55,15 | 56,10 | 55,68 | 55,08 | 54,01 | 54,38 | 55,43 | 54,30 | 55,05
8 Vedy a nauky o kulture a
umeni 304 | 314 | 285|277 (29 | 316|312 ] 309|325 314
9 Vojenské a bezpecn. vedy a
nauky 295|310 | 3,10 | 2,83 | 2,63 | 2,19 | 2,16 | 2,34 | 2,28 | 2,62
SPOLU 100 | 100 | 100 | 100 | 100 | 100 | 100 | 100 | 100 | 100

Zdroj: SUSR, viastné spracovanie

Medzi jednotlivymi skupinami §tudijnych odborov vykazovanymi SUSR, neboli
zmeny.

v priebehu sledovaného obdobia

(2012-2021)
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K najvyraznejSiemu pomernému narastu poctu absolventov (0 4,65 percentualneho bodu)
doslo v skupine $tudijnych odborov 5 Lekarske a farmaceutické vedy a nauky. Napriek tomu
zostava v SR nad’alej nedostatok zdravotnickeho personalu. Pri¢iny daného stavu mozno najst’
najmi v odchodoch slovenskych absolventov do zahranicia, predovsetkym do krajin zapadnej
Eurépy, kde ich lakaju nielen vysSie platy, ale ikvalitnejSie pracovné prostredie, ¢i
skutocnost, ze v SR st najmid kompetencie vSeobecnych lekdrov znaéne obmedzované.
Vyraznejsi narast podielu absolventov zdravotnickych odborov v§ak moze byt aj signalom, ze
prave povolania v zdravotnictve su tie, s ktorymi sa pocita aj do buducnosti a ktoré nedokaze
nahradit’ technologicky pokrok. K miernemu poklesu absolventov doSlo v skupinach
Studijnych odborov 2, 3 Technické vedy anauky (0 1,74 percentualneho bodu) a6, 7
Spolo¢enské vedy anduky (0 1,73 percentualneho bodu). Pokles poctu absolventov
Vv niektorych odboroch moéze stvisiet s rasticim tlakom na zniZzovanie poctu absolventov
prebytkovych odborov, ale takisto aj s prestizou jednotlivych povolani aich platovym
ohodnotenim.

Tabul’ka 2: Pocet uchadzacov o zamestnanie - absolventov vysokych §kél/ % zaevidovanych na
urad prace z celkového poctu absolventov

2014 | 2015 | 2016 | 2017 | 2018 | 2019 | 2020 | 2021

371 324 236 139 116 106 152 116

1 Prirodné vedy
16,34% | 14,41% | 11,40% | 7,18% | 6,26% | 7,18% | 9,17% | 9,00%

1101 | 812 639 399 320 317 414 275

2, 3 Technické vedy a nauky
11,99% | 9,26% | 7,73% | 5,25% | 4,47% | 4,98% | 6,76% | 4,59%

4 PoPnohosp. lesnicke a 307 250 206 145 110 126 141 92
veterin. vedy 22,62% | 17,58% | 14,92% | 10,39% | 8,84% | 11,27% | 14,80% | 9,98%

5 Lekarske a farmaceut. vedy | 233 | 200 | 176 | 137 | 117 93 108 98
a nauky 9,89% | 7,93% | 6,65% | 4,43% | 4,47% | 3,80% | 4,36% | 3,65%

3808 | 3173 | 2519 | 1670 | 1205 | 1052 | 1508 | 1064

6, 7 Spolocenské vedy a nauky
16,99% | 14,75% | 12,55% | 8,96% | 6,95% | 6,51% | 9,96% | 6,96%

8 Vedy a nauky o kulture a 193 134 127 81 70 65 112 94

umeni 16,97% | 12,51% | 11,79% | 7,43% | 7,03% | 7,23% |12,36% | 10,79%
9 Vojenské a bezpecn. vedy a | 339 259 199 117 69 54 73 68
nauky 27,38% | 23,67% | 21,58% | 15,46% | 10,03% | 7,92% | 11,46% | 3,35%

Zdroj: UPSVaR, viastné spracovanie

Z absolventov vysokych §kol boli vrokoch 2014-2021 v praxi najlepsie uplatnitelni
absolventi lekarskych a farmaceutickych vied a nauk a absolventi technickych vied, kde %
zaevidovanych na trad prace z celkového pocétu absolventov bolo kazdoro¢ne jedno z
najnizsich (v roku 2021 3,65%, resp. 4,59%). Za absolventmi tychto dvoch skupin odborov
nasledujt absolventi prirodnych a spoloc¢enskych vied. Naopak, tendenciu najviac inklinovat’
k nezamestnanosti maju absolventi pol'nohospodarskych, lesnickych a veterinarnych vied,
v rokoch 2014 - 2018 bolo najvyssie % zaevidovanych nezamestnanych v skupine $tudijnych
odborov vojenské a bezpecnostné vedy a nduky. V tejto skupine vSak dosSlo k vyraznému
poklesu podielu absolventov zaevidovanych na urad prace — z 27,38% v roku 2014 na 3,35%
v roku 2021. Vicsina absolventov si pracu najde do 6 mesiacov od zaevidovania, viac ako
90% zo zaevidovanych uchadzacov o zamestnanie si pracu ndjde do 1 roka.
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Obrazok 2: Podiel absolventov VS do 5rokov od ukonfenia 3tudia, ktori pracuji
Vv korespondujiicom zamestnani k vyStudovanému odboru vzdelania v roku 2020

Podiel absolventov vysokych $kol do 5 rokov od ukoncenia Studia,
ktori pracuju v KoreSpondujucom zamestnani k vyStudovanému

odboru vzdelania podl'a hlavnych skupin odborov vzdelania v

roku 2020
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Nie vetci absolventi vysokych kol sa viak uplatnia vo vystudovanom odbore. Udaje
zroku 2020 (novsie neboli k dispozicii) naznacuju, ze mnohi absolventi vysokych $kol
dokonca zastavaju pracovné miesta, na ktoré postacuje nizsia kvalifikdcia. V najvyssej miere
(90 %) sa uplatiiuju v odbore absolventi lekarskych a farmaceutickych vied a nauk, nasleduju
absolventi technickych vied anauk I (60%). 50%-tny a vys$si podiel koreSpondujuceho
uplatnenia bol zaznamenany eSte pri absolventoch spolocenskych vied a nauk I (52%) a pri
absolventoch spolocenskych vied anauk II (50%). V najnizSej miere sa uplatiuju VO
vyStudovanom odbore absolventi z oblasti pol'nohospodarskych, lesnickych a veterinarnych
vied (25%) a z oblasti prirodnych vied (34%). Pri absolventoch pol'nohospodarskych,
lesnickych a veterinarnych vied sme zaroven zaznamenali aj jedno znajvyssich %
zaevidovanych absolventov na trad prace z celkového pocétu absolventov. Podl'a portalu
www.trendyprace.sk (2022) v najvyssej miere pracuju v odbore, ktory vystudovali absolventi
odborov predskolska a elementarna pedagogika, urgentna zdravotna starostlivost, zubné
lekarstvo, vSeobecné lekarstvo, laboratérne vysetrovacie metody, chirurgia, financie,
bankovnictvo ainvestovanie. Naopak Vv najniz§ej miere pracuji v zamestnani
korespondujucom s vystudovanym odborom absolventi manazérstva zdrojov, geoturizmu,
filozofie, sociologie, kulturologie, aplikovanej etiky, mediamatiky a kultirneho dedi¢stva,
krajinarstva a ziskavania a spracovania zemskych zdrojov.
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Obrazok 3: Miera nezamestnanosti v SR podl’a dosiahnutého stupiia vzdelania

Miera nezamestnanosti podl’a dosiahnutého
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Vo vysSie uvedenom grafe puta pozornost najmd vysoka miera nezamestnanosti
nizkokvalifikovanej pracovnej sily - osdb SnizSim ako primarnym, primarnym a niz$im
sekundarnym vzdelanim, ktora zostavala vysoka aj napriek pozitivnemu vyvoju celkovej
miery nezamestnanosti v rokoch pred prichodom pandémie. Zatial’ ¢o v roku 2020 sa miera
nezamestnanosti nizkokvalifikovanej pracovnej sily takmer nezmenila, vroku 2021
vyraznejSie vzrastla — az na 41,6%, nakol'’ko v dosledku pandémie zaniklo mnoho pracovnych
miest pre ludi snizSou kvalifikaciou. Na zaklade vyvoja miery nezamestnanosti v tejto
vzdelanostnej kategorii mozno konstatovat,, ze pracovnu silu bez akejkol'vek kvalifikacie je v
podmienkach rychleho zavadzania inovécii Coraz tazSie zamestnat. Ovela niZSia
nezamestnanost bola zaznamenana u osOb S vysSim sekunddrnym a postsekundarnym
vzdelanim. Do roku 2019 sa znizila na 4,8%. V Case pandémie mierne vzrastla — na 6,4%
v roku 2021, ¢o predstavovalo ovel’a miernej$i narast ako u 0sob s niz§im ako primarnym,
primarnym a niz§im sekundarnym vzdelanim. Dlhodobo najniZ$ia miera nezamestnanosti je
vykazovana pri osobach s vysokoskolskym vzdelanim. Takychto absolventov je kazdorocne
vyrazne menej v porovnani S absolventmi na inych urovniach vzdelavacieho Systému
a zaroven su na sucasnom trhu prace najlepSie uplatniteni. Takisto treba poukazat na
skuto¢nost’, Ze nezavisle od urovne dosiahnutého vzdelania suavisela miera nezamestnanosti
aj s hospodarskym vyvojom. V pokrizovych rokoch doznievali ekonomické problémy a miera
nezamestnanosti sa zvySovala nielen medzi nizkokvalifikovanou pracovnou silou, ale takisto
medzi osobami s vysokoskolskym vzdelanim. Vyraznejsi pokles miery nezamestnanosti zacal
az po roku 2014 a do roku 2019 sa hodnoty dostali na historické minima. Pandémia Covid-19
vSak pozitivny vyvoj zastavila a miera nezamestnanosti po niekol’koroénom poklese v rokoch
2020-2021 opat’ stupla.
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4. ZAVER

V poslednych desatrodiach je opravnene Coraz vécSia pozornost venovana procesom
digitalizacie a automatizacie prebichajucich v spolo¢nosti, ako aj novym poziadavkam na
kvalifikaciu a schopnosti pracovnikov, ktoré sa v dosledku nich objavuju. Napriek tomu, ze v
sucasnosti sa moze zdat’, ze hospodarsky vyvoj bez problémov napreduje a ani pandémia
nesposobila také vyrazné problémy ako sa na zaciatku ocakavalo, Coraz viac pozornost’ pataju
,hrozby*, ktoré mdze priniest budicnost. Jednou z nich bude Struktarny nestilad medzi
ponukou prace a dopytom po praci, ktory vznika ako dosledok toho, ze vzdelavacie systémy
dostato¢ne nereflektuji na zmeny, ku ktorym dochadza na trhoch prace. V SR sa sice zvySuje
podiel vysokoskolsky vzdelanych os6b v populacii, ich Struktara vSak vzhl'adom na buduce
potreby nie je adekvatna. Vypoveda o tom nielen rozdiel v podiele zaevidovanych
absolventov na trad prace z celkového poctu absolventov medzi jednotlivymi skupinami
Studijnych odborov, ale i vysoké percento vysokoskolsky vzdelanych osob, ktoré pracuje
mimo odboru, ktory vystudovali. Aby sa tento nesulad postupne znizoval, je potrebné
zameriavat’ sa na to, ktoré pozicie je v sticasnosti problematické obsadit’, ktoré bude problém
obsadit’ v blizkej buducnosti, a primerane tomuto stavu modifikovat nastavenie
vzdelavacicho systému tak, aby v budicnosti nevznikol vyraznejs$i deficit ponuky prace v
niektorych oblastiach.

Dodatok

Tento prispevok bol vytvoreny v ramci projektov VEGA ¢. 1/0689/20 ,,Digitalna ekonomika a
zmeny v systéme vzdelavania ako reflexia na poziadavky trhu prace*.
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INDUSTRY 4.0 AKO DETERMINANT REGIQNALN EHO ROZVOJA A
VYZVA PRE TRH PRACE

INDUSTRY 4.0 AS A DETERMINANT OF REGIONAL DEVELOPMENT AND
A CHALLENGE FOR THE LABOUR MARKET

Martina JAKUBCINOVA %
Katarina STEFCIKOVA %

Abstrakt: Globdlna vyzva 21. storocia, ktoru reprezentuje Industry 4.0, je zmenou paradigmy nie len
priemyslu, ale celej spolocnosti. Inovativne technologie, umela inteligencia i internet veci, su prvky
mega transformdcie hospodarstva a ekonomiky, ktoré menia zauzivany sposob myslenia a spravania
sa. Exponencidlne rastuca aplikdacia technoldgii — a technologickych —rieSeni v synergii s
(eko)inovacnymi platformami ovplyviji trh prdce, t. j. Strukturu pracovnych miest, nezamestnanost,
poziadavky na pracovnu silu a pod. Cielom prispevku je zhodnotit vyvojové zmeny a dopad Industry
4.0 na rozvoj regionov. V predkladanej studii sa zameriavame na zmeny na trhu prace, reflexiu
regiondalnej politiky na koncept Industry 4.0 a vyzvy, ktoré tento priestor poniika a na ktoré je potrebné
adekvatne reagovat.

Kruacové slova: Industry 4.0, region, trh prdace

Abstract: The global challenge of the 21st century, represented by Industry 4.0, is a paradigm shift
not only for industry, but for society as a whole. Innovative technologies, artificial intelligence or the
Internet of Things are elements of the mega transformation of the economy and the economy that are
changing the established way of thinking and behaving. The exponentially growing application of
technologies and technological solutions in synergy with (eco)innovation platforms are influencing the
labour market, i.e. the structure of jobs, unemployment, labour requirements, etc. The aim of this
paper is to assess the developmental changes and the impact of Industry 4.0 on the development of
regions. In the present study we focus on the changes in the labour market, the reflection of regional
policy on the concept of Industry 4.0 and the challenges that this space offers and to which tis
necessary to respond adequately.

Key words: Industry 4.0, region, labour market

JEL Classification: E24,L.60, R11

1. UVOD

Koncept Industry 4.0 je prikladom zasadnych zmien tykajicich sa automatizacie a robotizacie
vyroby, ktorého celospoloc¢ensky dosah je predmetom diskusii odbornej a laickej verejnosti.
Odklon od desiatok rokov fungujucich systémov je zakladom udrzatelného a inkluzivneho
hospodarskeho a socidlneho rozvoja Statov a materidlno-duSevného bohatstva spoloc¢nosti.
Preto aktudlne dochddza k nadstavbe myslienok spojenych s Industry 4.0, ktor reprezentuje
(eko)inovacna politika. Vd’aka nej sme svedkami posunu od ,.,tvrdej* priemyselnej produkcie
k produkcii respektujucej environmentalne a net zero aspekty. Tento prechod, rovnako ako
i prechod na Industry 4.0, sa moze zdat’ pre mnohé vyrobné organizacie naro¢ny. Prilezitost,
ktord pontka spojenie (eko)inovacénej a digitalnej vyroby je vyzva, ktorou ma moznost
spolo¢nost’ ukazat’ silu a mudrost. Netreba vSak v tomto smere zabtidat' na potrebu zmien
¢tosu a paradigmy systému ako celku, teda vzdelavania, vyskumu, trhu prace a pod. Iba
Vdaka pokrocilej vzajomnej spolupraci, podpore, rastu, napredovaniu, vedeniu a rozvoju
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novych zru¢nosti, predovSetkym digitalnych zrucnosti, je mozné naplnenie vizie inteligentne;j
produkcie, hospodarstva a spolocenstva, ako i rozvoja regionalnej a miestnej samospravy.

2. TRANSFORMACIA PRIEMYSLU BUDUCNOSTI

Digitalna transformdacia priemyslu, znama ako Industry 4.0, pretvara a prepdja vyrobu,
spolocnost’, svet, o vedie k vyssej produktivite, automatizacii procesov a transformécii trhu.
KIdcovymi piliermi tejto transformadcie, teda transformacie archaického modelu priemyslu na
inteligentny priemysel buducnosti, st digitalizacia, automatizacia a (eko)inovacia
produktov, procesov a systémov. Ako vo svojej praci uvadza Schwab (2016, s. 12): ,,Stvrtd
priemyselnd revolucia vytvara svet, v ktorom virtudlne a fyzické vyrobné systemy navzdajom
spolupracuju globalne flexibilnym sposobom®, ¢o je predpoklad budovania inteligentného
priemyslu. Priemysel buducnosti, ktory aktudlne naberd na intenzite je oznaCovany tiez ako
kyberpriemysel (Emans, 2019; Saniuk, 2019; Carvalho, Carvalho, Carvalho, 2020;
Grabowska, 2020). Synergiu automatizacie a digitalizacie vyrobkov, podnikovych procesov, a
sluzieb je zékladny pilier priemyslu budicnosti (Zéalezdkova, 2020), pricom vdaka
(eko)inovativnemu pristupu, ktory je pridanou hodnotou otvoreného inteligentného
digitalneho interoperativneho priemyslu 21. storo€ia, sa eSte viac optimalizuje a zefektiviiuje
tento priestor. Naro¢na transformacia vyroby, procesov, systémov, dat a l'udskych zdrojov je
viacprvkovym konceptom (Jaskova, 2019; Marinas a kol., 2021), ktory nie len reflektuje na
moznosti a potreby trhu (Olsen, Tomlin, 2020; Ortiz, Marrogiun, Cifuentes, 2020; Oztemel,
Gursev, 2020; Ivanov a kol., 2021), ale i hnacim motorom tohto fenoménu.

V suvislosti s prvkami tvoriacimi zdkladnu konceptu Industry 4.0 sa aktudlne najviac
pozornosti sustredi na potrebu zabezpecenia kvalitnej rychlej a dostupnej digitalnej, IT,
technickej, vedeckej a vyskumnej infrastruktary a kvalifikovanej pracovnej sily, ktora je
nevyhnutnd. Funkéné vézby riadenia a vyroby su na infraStrukture zavislé natolko, Ze je
potrebné dosahovat’ v tejto oblasti top parametre vykonnostnych a kvalitativnych Standardov
(Castelo-Branco, Cruz-Jesus, Oliveira, 2019; DeVita, Bruneo, Das, 2020; Grant Thornton,
2020; Turmanidze, Dasi¢, Popkhadze, 2020; Mhlanga, 2021).

Okrem tvrdej infrastruktary kladie ,technologicky vyvoj nekompromisné ndroky aj na
kvalifikaciu a odbornost’ zamestnancov (Maséarova, Sokol, 2019, s. 277), priCom je
predpoklad, Ze poziadavky spolo¢nosti na pracovnikov sa s tymto pokrokom budu menit’ stale
rychlejSie a rychlejSie. Od pracovnej sily buducnosti sa uz teraz vyzaduje Specificka
kvalifikacia, preto inteligentnd prax redukuje pocet zamestnancov s nizkou kvalifikdciou a
nizkymi digitalnymi zru¢nostami (Vidova, 2019). K tomuto kroku ju vedie skutocnost, ze
bez adekvatnej urovne rozvoja l'udského kapitdlu je nemoZné implementovat’ a dosahovat
ciele Industry 4.0, ako napr. zefektiviiovanie a zvySovanie produktivity, dosahovanie
hospodarskeho rastu a pod. (Zarska, Holomek, 2020).

Priemysel 4.0 a jeho mutacie maji zaklad v otvorenom, adaptivnom, komplexnom socialno-
ekonomickom (eko)inovacnom systéme, ktory sa vyznacuje nelinearnymi spatnymi vazbami.
(Kovacs, 2018). Rekonfiguracia, Gprava alebo nahradenie hlavnych aplikacii méze byt pre
mnohé podniky naro¢né a nakladné. Vysledkom takéhoto spravania sa moze byt naruSenie
stability ekonomicko-hospodarskeho rastu podniku (Alvarez a Marsal, 2022), ktorého dopad
sa prejavi nie len v ramci prislusného podniku, ale i regionu a Statu ako celku. Druhou, niee
menej zavaznou problematikou tohto priemyslu je rozvoj ludskych zdrojov. Dystopicky
nazor, ze 'udi nahradi robotika, pricom v tovarni budicnosti bude ovel'a menej zamestnancov
ako dnes, sa nepotvrdil (Wu, 2021).

Stadia ATP Journal (2021) to vysvetluje nasledovne: ,potreba ludskej prdce sa nestrati,
priam naopak. Sice skutocne dojde k zaniku profesii, avsak zvdicsa rutinného charakteru, teda
profesii vykazujucich algoritmizovatelnost’ cinnosti a opakovatelnost. Vznikne vsak kvantum
novych, ktorych sofistikovanost nie je (nateraz) mozné robotizovat, ako napr. Socidlne,
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organizacne, fyzické, kreativne Ci intelektualne profesie, ktoré nebude v dohladnej mozné
nahradit automatizaciou ani digitalizaciou”. Ludské zdroje budu preto nad’alej zohravat
najdolezitejSiu  ulohu vramci uspe$ného napredovania Industry 4.0, resp. priemyslu
budicnosti, a nadalej budi prezentovat zdsobarenn l'udského potencidlu, ktory je
nenahraditelnym. Reflektovat’ na tieto vyrazné zmeny tykajuce sa profesiondlneho profilu
zamestnancov a kompetenénych modelov je nevyhnutné uz teraz. Studia futuristov
Diamandisa a Kotlera (2020) potvrdzuje vysSie uvedené, pricom zaroven upozoriiuju na
potrebu tpravy obsahu pracovnych miest na trhu prace.

Nové zrucnosti zamestnancov ako kritické a inovacné myslenie, aktivne ucenie sa, self
management a kreativita, pokrocilé digitalne, informacné a komunika¢né zrucnosti je
potrebné urgentne riesit’ 1 vzhl'adom na to, Ze tieto zruc¢nosti budu do roku 2025 nevyhnutné
na pokrytie dopytu po pracovnych miestach v oblasti ekologickej ekonomiky, umelej
inteligencie, cloud computing, vyvoja a predaja produktov, marketingu a pod. (Svetové
ekonomické forum, 2020). Obdobnym spdsobom sa k otazke zru¢nosti a vedomosti vyjadruju
zdruZenia a podnikatel'ské agentary (ASME, VDI, SBA a pod.), ktoré zarovenl vyzyvaju na
rieSene otazky pripravenosti pracovnej sily a potreby urcenia ,,miery zapojenia krajiny do
procesu inovacii (Berkovi¢, Kraj¢o, 2020. s. 70).

2. CIEL A METODOLOGIA

Ciel'om predlozeného prispevku je poukazat’ na nevyhnutnost’ reflexie, ktoré so sebou Stvrta
priemyselna revolucia prindsa, a to vzhl'adom na jej zmeny a dopad na rozvoj regiéonov. V
danom kontexte sa zameriavame na zmeny na trhu préace, reflexiu regionalnej politiky a
vyzvy, ktoré reprezentuje koncept Industry 4.0.

Prispevok bol spracovany pomocou vseobecnych metdod vedeckého poznania, predovsetkym
metdd analyzy sekunddrnych zdrojov, ako vedecké Stadie, odborné clanky a databazy
renomovanych inStiticii, syntézy poznatkov, vedeckej abstrakcie vysledkov, indukcie,
dedukcie a komparacie dostupnych zdrojov.

Pre realizaciu uvedené¢ho ciela boli vymedzené nasledovné ulohy: zistit' Groven sietovej
pripravenosti a uroveil ekonomiky a spolo¢nosti, vycislit’ mieru nezamestnanosti a zhodnotit’
vplyv konceptu na regionalnu politiku a regionalny rozvoj.

3. VYSLEDKY A DISKUSIA

Automatizacia procesov spdsobila ubytok vol'nych pracovnych miest manualneho rutinného a
I'ahko nahraditelného charakteru, avSak bolo vytvorenych viacero novych pracovnych miest,
ktoré doteraz trh prace nepoznal (Tabulka 1).

Tieto noveé, resp. inovované pracovné pozicie su zavislé na l'udskych zdrojoch a l'udskom
potencidly, pricom si vSak treba uvedomit’ diametralnu odliSnost’ poziadaviek a kritérii
kladenych na tuto pracovnu silu. Nedostatok pracovnej sily so $pecifickymi zrucnostami a
schopnostami potrebnymi pre dané pozicie a zmena charakteru mnohych pracovnych miest,
je kameniom urazu plnej implementécie a prechodu podnikov na model Industry 4.0. Mnohé
spolo¢nosti bijui na poplach a Ziadaju vlady (vratane SR) o razantné kroky pomoci.
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Tabul’ka 1: Dopyt po pracovnych poziciach

WITHIN THE LABOR MARKET 2022

Ohrozené pracovné pozicie

Chybajiice pracovné sily

Nové pracovné pozicie

pomocné sily vo vyrobe, sklade

lekdri, lek. personal

Specialisti IT

predavacky, recepéni

sprostredkovatelia ~ finanénych | remeselnici a  kvalifikovani | $pecialisti SMART mobility
sluzieb /finan¢ni analytici pracovnici
prevadzkovatelia predajni, | montazni robotnici vyrobkov a | Specialisti optimalizacie, riadenia a

zariadeni

kvality prace

kadernictvo, kozmetika

obsluha pojazdnych zariadeni

technoldgovia - Priemysel 4.0

Specialisti v oblasti prava a | kuchari, pomocné sily, gastro | Specialisti pre virtudlne prototypy a
pribuznych oblastiach obsluha nanotechnoldgie

zlieva¢i, zvara¢i a pribuzni | IT programatori - vyvoj softvéru a | $pecialisti uzivatel'skej skusenosti
pracovnici aplikacii

upratovacie sluzby

mechanici, opravari

inzinieri pre digitalnu vyrobu

obsluha strojov, mechanici a

riaditelia, riadiaci  pracovnici,

odbornici na prediktivne udrzbové

opravari elektrickych zariadeni veduci spolocnosti systémy

udtovnici, fakturanti, Gradnici - | manazéri - ludské zdroje, obchod, | odbornici na digitalnu
spracovanie ¢iselnych udajov marketing biomimeticku vyrobu

operatori call centra, | elektromechanici (eko)inovatori vyroby a vyr.
telemarketingu procesov

Zdroj: Bendova, 2022, Forbes, 2022, Trend, 20225, Zakovic, 2019

Kym v krajinadch ako Dansko, Finsko, Nemecko je vysoka pripravenost’ na takuto pracu, v
krajinadch ako Grécko, Bulharsko, LotySsko je tato pripravenost nizka (Graf 1). Slovenska
republika je spomedzi hodnotenia zaradena do kategérie B, teda medzi krajiny EU s nizkou
mierou pripravenosti (20. miesto).

Obrazok 1: Pripravenost’ Statov na zaklade indexu NRI
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Zdroj: spracované na zdklade vidajov NRI (2019-2021)

Vlada m Dopad

Nelichotivé 20. miesto v ramci ,,The Networked Readiness Index - NRI" (index porovnavania
pripravenosti), vypoveda o nizkej miere pripravenosti technologickej zakladne, l'udskych
zdrojov 1 §tatu (Graf 2), ¢o vyzaduje zvysenie inklazie, podpory mechanizmov a celkového
pristupu jednotlivcov i skupin k technologiam a digitalnemu prostrediu.
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Obrazok 2: Slovensko podl’a NRI
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Zdroj: spracované na zdklade vdajov NRI (2019-2021)

Obdobne nelichotivy vysledok dosahuje Slovensko v ramci monitorovania digitalneho
pokroku, ktory je vycisleny vd’aka indexu digitalnej ekonomiky a spolo¢nosti - DESI. Na
zaklade vysledkov DESI, mozno konstatovat, Ze uroven digitalizacie a refleci na potreby
spolo¢nosti st extrémne slabé (Graf 3).

Obrazok 3: Staty EU podPa DESI - 2022
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Slabé vysledky Slovenskej republiky v spojeni s vynimocne silnym zastupenim
automobilového priemyslu radia krajinu medzi najohrozenejsie krajiny EU. Enormny stupefi
robotizacie a digitalizacie je hrozbou predovsetkym pre tradiéné povolania (40%), ktoré
vyZaduju nizku kvalifikaciu, resp. vykazuji monoténny a rutinny charakter prace, a ktorych
nahraditel'nost’ umelou inteligenciou nebude Skodliva (SBA, 2022). KI'aicom k tuspechu je
podpora vzdelavania (51,7% osobnosti slovenskej ekonomiky), bez ktorej, ako uvadza
Melisek (2022), sa vel'ké zmeny na trhu prace nedaji zvladnut’ (Trend, 2022a).
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Realne zmeny na trhu prace SR odzrkadl'ujice prerod priemyslu nateraz nie su viditelné,
napriek tomu, Ze dochadza k implementacii modelov a konceptov Industry 4.0 do tohto
odvetvia hospodarstva. Mézeme vSak predpokladat’, Ze v horizonte najbliz§ich 5 rokov budu
natol’ko citel'né, ze rapidne zasiahnu celé hospodarstvo SR. Dévodom tohto tvrdenia je
skutoCnost’, ze priemysel a priemyselnd vyroba je najvacSim odvetvim z pohladu
zamestnanosti v SR (698 500 zamestnancov), ¢o v spojeni s jednoliatym charakterom
priemyslu, t. j. extrémnou koncentraciou automobilového priemyslu v ramci SR (47,7% z
celkovej priemyselnej vyroby) predikuje vyznamnu zranitelnost’ slovenskej ekonomiky.
Opomenut’ nemozno ani rychle ekonomicko-technologické zmeny, ktoré toto riziko este viac
zvySuju, ¢i nepredvidatel'né skutocnosti, ako napr. pandémia Covid-19. Prave tato
nepredvidatelna okolnost moze byt varovnym signalom pre priemysel, ako iregiony
(najvacsi pokles zamestnanosti a poctu volnych pracovnych miest v sledovanom obdobi, Graf
4).

Obrazok 4: Vyvoj zamestnanosti vo vybranych odvetviach hospodarstva 2019-2021
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Zdroj: viastné spracovanie podla SU SR (2019-2021)

Industry 4.0 ako determinant rozvoja regionov je pozitivny trend pre zvySovanie kvality
zivota obyvatel'ov a hodnoty samospravy. Vdaka tomuto trendu dochadza k posilfiovania
vzt'ahov a inkluzie partnerov, ¢o je zelany fenomén Vv ramci problematiky novej generacie
regionalnej politiky — SMART politiky, ktora vedie k podpore inteligentného socialno-
ekonomického rozvoja, konkurencieschopnosti, hospodarskeho rastu, vykonnosti regiénov,
(eko)inovacii, zamestnanosti a pod.

Pozitivnym prikladom st zmeny v oblasti vzdelavania, konkrétne dudlny systém vzdelavania,
ktory od roku 2015 nabera na intenzite (aktualne je do projektu dualne vzdelavanie
zapojenych vyse 200 strednych $kol a vySe 1100 zamestnavatel'ov, Graf 5). Tento model
prinasa benefity zamestnavatel'om, Skolam a hlavne ziakom, ato z hladiska praktickych
skusenosti a zru¢nosti, ktoré¢ umozituju plynuly prechod a uplatnenie sa na trhu préce.
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Obrazok 5: Pocet zapojenych subjektov do dualneho vzdelavania k roku 2020
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Zdroj: viastné spravcovanie podla portalu dualnevzdelavanie.sk, 2020

Okrem toho dochadza k partnerstvu, uceniu sa, reSpektu hodndt, vzajomnému porozumeniu a
podpore dosahovania ekonomickych, environmentalnych a socialnych vysledkov, ktoré
sa odzrkadl'uja v ramci SMART rieSeni a (eko)inovaénom rozmere (Graf 6). Ekoinovacie
navySe vytvdraji nové hodnoty, ktoré st odpovedou na mnohé vyzvy spolo€nosti
a modifikacie Industry 4.0.

Graf 6: Vyvoj eko-inova¢ného indexu SR
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4. ZAVER

Priemyslena revolucia — Industry 4.0, meni pohlad, identitu, spravanie a vztahy, ktoré sa
budovali desatroc¢ia. Zmeny odzrkadl'uji moZznosti, potreby a ocakadvania, ktoré v nadvidznosti
na vydobytky novej doby maji zjednodusit’, zefektivnit’ a sofistikovat’ vyrobu a sluzby, ako 1
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rozvijat’ spolo¢nost’” ako celok. Pravdou vSak ostdva, Ze rozhodnutie a tempo prechodu
uplatnenia konceptu Industry 4.0 je individualne od $tatu k statu. Realne kontary Industry 4.0
v podmienkach Slovenskej republiky, a prvé vysledky tejto snahy, sa za priemerom EU,
avsak chut' a odhodlanie napredovat’, vd’aka uvedomelosti spolo¢nosti, je vel'ké. Slovenska
republika sa snazi komplexne reflektovat’ na poziadavky ,,nového* priemyslu, priblizit' sa
konkurencii a rozvijat' sa, pricom za evidentne najvyznamnejs$i posun V tejto oblasti mozno
zaradit  budovanie partnerstiev. Partnerstvd medzi podnikatel'skymi  subjektmi
a samospravnymi subjektmi naberaju na kvalitativno-kvantitativnej intenzite. Dévodom su
vysledky, skusenosti a dobra prax, ktoré sa premictaji do hospodarskych i spolo¢enskych
vysledkov. Najviac cite'né to je v oblasti pripravy buducej pracovnej sily, teda reflexii na
poziadavky trhu prace.

Okrem plnenia prvotnych planov a zamerov, dochadza i k nadstavbam tohto systému, a to
(eko)inovaciam. Okrem podnikatel'ského sektora i samospravy prechadzaju na inteligentna
smart spravu, ktorej paralelu s priemyslom vnimat v ¢oraz viéSom napliani poziadaviek
digitalizacie, ako i prechode na (eko)inovativny charakter produkcie, ktorti rovnako ako
priemysel, zacina aplikovat v ramci produkcie verejnych statkov, ¢o je opédt vnimané
pozitivne.

V otazke budlcnosti vSak treba mysliet ina to, aby dochadzalo k mudrej a flexibilnej
adaptacii, ato tak aby bezpecie, ochrana a blaho spolo¢nosti boli vzdy na prvom mieste.
Uc€enim sa a vzajomnou podporou je mozné dosiahnut’ efekty, ktoré v minulosti boli nerealne,
a ktorych pridant hodnotu oceni nie len sti€asna, ale 1 buduca generécia.

Dodatok

Tento prispevok bol podporeny vedeckym grantom Ministerstva Skolstva SR agentiry
VEGA: "Hodnotenie zmien v kvalitativnej Strukture medzinarodnych ekonomickych vzt'ahov
pod vplyvom Priemyslu 4.0 s implikdciami pre EU a SR hospodarsku politiku“ [Reg. &.:
1/0462/20].
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HUMAN CAPITAL ASSESSMENT IN SLOVAK REGIONS
Dana JASKOV A%

Abstract: Human capital represents the knowledge, skills and attributes of an individual that
facilitate the creation of personal, social and economic well-being. The quality of human capital forms
a fundamental platform for the future development of a region. Measuring and analysing the concept
of human capital is a prerequisite for the future prosperity of the region. Currently, human capital is
assessed using aggregated indicators at the national level. The aim of this paper is to develop a model
for assessing human capital in the region based on available indicators. The statistical quantification
of this relationship is based on official statistical indicators, which are aggregated using more
complex statistical methods into a single index.

Key words: composite indicator, HDI, HCI, human capital, statistical method,

JEL Classification: C34, C52, R23

1. INTRODUCTION

The present is characterised by changes resulting from globalisation, unfavourable
demographic developments, new information and communication technologies, and changes
in qualification structures on the labour market. One has to adapt to these changes, which
depends on many factors that make up the concept of human capital (Arnaut et al., 2022).
Human capital is the knowledge, skills and health that people invest and accumulate over their
lifetime. Investing in people through nutrition, healthcare, quality education, jobs and skills
helps develop human capital (OECD, 2001). The nature of work is changing, the boundaries
of skills are rapidly shifting. This brings both opportunities and risks. It is clear that if
countries do not strengthen their human capital, they will not be able to achieve sustainable,
inclusive economic growth, they will not have a workforce ready for the high-skilled jobs of
the future. Therefore, countries will not be able to compete effectively in the global economy.
The importance of human capital to the employment and economic transformation agenda in
countries at all stages of development is now being highlighted. In the context of rapid global
changes in technology, demographics, volatility and climate, the human capital gap threatens
to widen. Conflict events and pandemics can have a devastating effect on human capital
through loss of lives, livelihoods, nutrition and disruption of basic health and education
services.

Various initiatives have been undertaken to assess the potential, quality and size of human
potential. They quantify it by means of various aggregate indices. The Human Capital Project
(HCP, 2022), for example, is helping to create the policy space for transformative investments
in health, education and social protection. The project has three pillars: the Human Capital
Index HCI, Measurement and Research, and Country Engagement. The HCI is a summary
indicator of the amount of human capital that a child born today can expect to acquire by the
age of 18, given the risks of poor health and low education that prevail in the country where
he or she lives. HCI construction methodology is available on the World Bank’s Open
knowledge Repository. The index measures the contribution of health and education to the
productivity of individuals and countries, based on macroeconomic studies.

The UNDP Human Development Index (UNDP, 2022) is a summary metric of average
performance on key dimensions of human development: long and healthy lives, knowledge
and decent living standards. The components of the Human Capital Index do not capture

% RNDr. Dana Jaskova, PhD., Alexander Dub&ek University of Tren¢in, Studentska 3, 911 50 Trenéin,
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everything that is important for human capital development. From October 2020 onwards, the
reports that present the HCI also include complementary indicators that present the HCI in a
broader human capital perspective across regions and countries. The quantification of human
capital in each region is very important for the direction of regional policy in the country. The
assessment of this phenomenon at the regional level is absent in official indicators; only
country-level values are reported. In this paper, a simple model for assessing the level of
human capital at the regional level is presented. Officially reported indicators are aggregated
into one number, a composite indicator. Using the constructed composite index, the years
2010 and 2020 are compared.

2. HUMAN CAPITAL DEVELOPMENT AND THE COVID-19 PANDEMIC

Human capital forms one of the fundamental concepts of growth theory (Jones, 2016).
Investments in human capital, both private and public, are essential for the economic
prosperity of a region. The penetration of the concept of human capital into economic theory
has fostered the emergence and availability of databases with empirical data, the emergence
of measures and studies quantifying the level of knowledge and skills in individuals. This has
enabled empirical studies of the relationship between human capital and the economic success
of individuals and entire economies. Human capital contributes to the prosperity of society
directly - by increasing labour productivity, enabling faster adoption of technology. Equally
important, however, are the consequences of its action in other areas of social life, which
indirectly contribute to the performance of the national economy - improving the health level
of the population, improving the quality of interpersonal relations, creating an environment of
higher motivation and civic participation, reducing social exclusion. Accepting the
importance of the stock of human capital in the economy, its impact on the performance of the
economy, allows economists to choose and manage the economic policy of the state more
effectively. Human capital positively influences the creation of new technologies through
innovation, and also helps society adapt to the use of new technologies (Yang, 2014).

The Covid-19 pandemic has caused changes in human development in almost every country,
the war in Ukraine, record temperatures, fires and storms, each of which is an alarm signal of
climate change that is increasingly out of balance. The answer to these problems is to
redouble human development, to unleash the creative capacities that are so essential to human
beings. Global crises are piling up: the global financial crisis, the ongoing global climate
crisis and the Covid pandemicl9, the looming global food crisis. Feelings of insecurity are
growing almost everywhere, a trend that has been going on for at least a decade, and that
significantly predates the Covid-19 pandemic and the associated decline in global human
development. Even before the Covid-19 pandemic, more than 6 out of 7 people globally felt
insecure, against a backdrop of global progress on common indicators of well-being,
including many indicators of human development. One index that comprehensively
characterizes human capital development is the Human Development Index (HDI).

Today, technology is a double-edged weapon. Fossil fuel combustion technologies are
warming the planet. With every internet search, retweet and like, our digital footprint
generates more data than ever before, which we struggle to use for the common good and are
deliberately misused. In the insatiable battle for our data, the tech giants are concentrating
more and more power in their hands over the lives of each and every one of us. It is
imperative that we bend technology purposefully towards inclusive, creative solutions to old
and new challenges. On the other hand, we are seeing the development of vaccines against a
new virus in less than a year. In 2021, nearly 20 million deaths have been averted thanks to
Covid-19 vaccination programs. It is a lesson in the power of technology to change lives for
the better at a time when we hear so much about the ways technology can do the opposite.
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In early 2022, the United Nations Development Programme's (UNDP, 2022) Special Report
on Human Security found an alarming level of perceived insecurity. People's perceived
insecurity is high across all Human Development Index (HDI) groups and has increased even
in some countries with very high HDIs. These and other data paint a puzzling picture in which
people's perceptions of their lives and society are in stark contrast to historically high rates of
overall well-being.

The world economy in general has entered a phase of development that is described as a
knowledge society or knowledge economy. In such an environment, human capital, and
working with it, is gaining in importance and relevance. Rich and developed countries have
gained their position by building, shaping and using the human capital of their people,
employees in companies and other organisations. What is the goal of all businesses and even
entire economies, i.e. sustainably increasing performance in line with other requirements
(such as the need for businesses to behave in an environmentally friendly way and respect the
natural environment) and creating a competitive advantage, can only be the result of a
systematic, well thought-out and well-designed approach to the use and development of
human capital in regions. Investments in human capital, innovation and knowledge
dissemination play a significant role in the economic growth of a country and its regions
(UNECE, 2016).

3. MEASURING HUMAN CAPITAL

Quantifying human capital is a complex process. Measuring human capital can serve many
purposes, as human capital is a key indicator of the current and future potential of regions. In
countries where natural resources are the largest form of wealth, human capital is often a
growing source of wealth (Lange et al., 2018; Managi and Kumar, 2018). Countries with
relatively young populations may have significant advantages over countries with older
populations in the long run. In the context of sustainable development, human capital
measures can be used to assess how well a country manages its total national wealth in order
to assess its long-term sustainability (Liu and Fraumeni, 2020).

Currently, human capital is measured in two ways: Monetary-based measures projects and
Indicators-based measures projects (World Bank, 2011). Human Capital is now measured by
applying lifetime income approach, based on a database developed by World Bank. Two
projects are currently preferred, The Changing Wealth of Nations (CWON) and Inclusive
Wealth Report (IWR). That both CWON and IWR projects make the astimate of human
capital per capita. A detailed description of the human capital quantification methodology can
be found in A Brief Introduction to Human Capital Measures (Liu, Fraumeni, 2020).

New measures of human capital are based on realistic rates of return to education, which are
allowed to vary substantially across countries. The new measures perform well in regression
analysis explaining productivity across OECD countries and over time. In OECD samples,
coefficient estimates are broadly consistent with the private returns underlying the
construction of the new measures of human capital. In a wider sample of countries, most
estimates imply additional positive social returns. The new measures will be made available
in the 2019 update of the OECD’s SPIDER database. Follow-up research focuses on
identifying the policy drivers of the new measure of human capital. Further research is also
needed to incorporate ‘quality’ aspects (usually proxied by student test scores) into aggregate
measure of human capital (Botev, 2019). Three ways of assessing human capital are currently
recommended, World Bank’s Human Capital Index (WB HCI), United Nation’s Human
Development Index (UN HDI) and United Nations Development Programme (UNDP).

The HCI and its variations represent a composite indicator. A composite indicator is an
indicator that is constructed from several sub-indicators that assess a region from different
perspectives. It summarises and completes the view of such multifaceted phenomena as
human capital, social inclusion, knowledge economy, competitiveness. However, the process
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of summarisation inevitably leads to a loss of some basic information. In the absence of a
good composite index, excessive public attention may once again be focused on one or a few
dimensions, thus defeating the original purpose of portraying a multidimensional
phenomenon. In fact, this could worsen the credibility of the assessment of regions
(Micklewright, 2001).
When assessing human capital in a region, it is important to keep in mind the purpose, the
choice of method and its correct application. The choice of indicators for their assessment is
also important. How they are integrated into a single indicator and the correct interpretation of
the results play a key role. The indicator must be significant, relevant, understandable,
transparent, analytical and complete. The number of indicators should be optimal, indicators
must be measured regularly and published officially (Atkinson, 2003; Costa et al., 2020).
Currently, there are several ways to calculate it. OECD (2008) methodologically described the
ten-step process of creating a composite indicator. Classical construction of a composite index
(C1) is based on the relationship

CI(x;,w) = Z}le.ﬂjwj (1)

while set of units (regions) I = {1, ..., n} to be evaluated with respect to the set of dimensions

J = {1,...,m} (in our case dimension is input indicator), the value of which are x,; and y,; is its
normalization. The weight w; is specified for each dimension j € J, such that w, = 0 for all
j€jand X7L, w; = 1 (Nardo et al., 2005).

Mazziata and Pareto (2020) present another approach to the use of the composite index. They
recommend constructing an interval, which they called 'performance interval’. The one-
number description approach is called the compensatory approach. In the case of a description
of reality, the "performance interval” would refer to the non-compensatory approach. Additive
methods can be used for aggregation, in the case of a compensatory approach. Otherwise, it is
recommended to use non-linear functions, such as the geometric mean (OECD, 2008).

C‘I(x;'r W) = ]:[;nz 1.1.“,;'_;' i, (2)

Based on these facts, it is recommended to construct ‘performance interval” of composite
index, rather than asingle value. This interval is bounded by a lower (LB) and upper (UB)
boundary. It is constructed depending on the level of compensability of individual indicators.
Formula for "positive” performance interval is

(m_in (i) s Zmy v ) : (3)
j
and for 'negative” performance interval is

(E}’Ll.ﬂ- W m;‘;lX[_Va- i) ) 4)

The longer the length of this interval, the greater the imbalance between the input indicators.
If an object has all the indicators rated the best, compared to other objects, the interval is
narrowed to one number. The interval does not depend on how the original values are
normalized.

3. RESULTS AND DISCUSION

For the assessment of human capital in the regions of Slovakia, 12 relevant indicators
(DataCube, 2022) were selected at the NUTS 3 level. The comparison period was 2010 and
2020. The data were converted to the number of inhabitants in the region in the given period.
The input indicators are: Ratio of pupils to teachers - grammar school, Ratio of pupils to
teachers — secondary vocational school, Ratio of pupils to teachers - primary school, Crude
birth rate, Crude death rate, Crude rate of natural increase of population, Crude rate of
migration, Economically active population — basic and eneducated, Economically active
population — upper secondary, Economically active population — tertiary (academic), Criminal
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offences, Gross domestic expenditures on research and development. We construct a positive
performance interval. Its higher value is better for the company. Thus, the adoption of a
negative penalty allows lower values of the composite index than the arithmetic average, with
the largest changes occurring in the regions with a good life in the monitored indicators. The
input values of the analysed indicators were normalized by the method of standardization (or
z-scores), depending on the direction of action of the indicator.

After normalization, the indicator was assigned the same weight. Thus w, = 0,083 for each
j=1,..,12. In next Table 1 are lower (LB) and upper (UB) bound for the composite index. In
this case LB represents non-compensatory index and UB represents full compensatory
composite index. Then there are the Midpoint (compensatory Cl) and Geometric mean (non-
compensatory Cl) values, all for the compared years 2010 and 2020.

Table 1: Resulting values of Cl in 2010 and 2020

2010 2020

Geometric Geometric
Regions LB UB Midpoint Mean LB UB Midpoint Mean
Bratislava |76,64 117,35 97 113,79 | 78,57 118,02 98,29 114,13
Trnava 92,19 110,57 101,38 107,97 | 94,42 110,12 102,27 107,56
Trenéin 87,85 107,44 97,65 105,49 /90,11 106,42 98,27 105,4
Nitra 85,47 105,51 95,49 105,36 | 85,54 105,49 95,02 106,18
Zilina 88,45 107,43 97,94 106,2 | 96,02 108,92 102,47 107,97
B. Bystrica | 86,37 106,6 96,48 104,73 /89,52 106,6 98,06 103,82
Presov 82,24 108,42 95,33 107,12 89,76  109,7 99,73 107,42
Kosice 87,28 109,43 98,36 106,94 191,61 108,66 100,14 106,25

Source: author’s calculations

The biggest difference in the positions of both applied approaches are in the regions of
Bratislava and Presov. In the case of Bratislava, this is due to the large width of the
performance interval. This region has long had the highest number of children in schools per
teacher.

We will now explain an interesting interpretation of the displayed intervals. The length of the
interval characterizes the balance of individual assessed indicators. The region that has the
performance interval of the smallest length shows the best balance of indicators. Of the
assessed regions, the Trnava region has the most balanced indicators. The largest length of the
performance interval is displayed for the Bratislava region. This is due to the value of the
Separate waste collection indicator. In this area, the Bratislava region is in last place
compared to other regions. On the contrary, as far as other indicators are concerned, they
always come first. Regional policy interventions should be interested in a certain homogeneity
of important indicators. The results further show that a region can perform better that another
region from a non-compensatory point of view, but it can perform worse from a full
compensatory point of view. This is an example of a pair of regions Bratislava - Trnava. In
this case, the performance interval of the region is contained within a larger performance
interval. Figure 1 compares the CI values calculated using the geometric mean in 2010 and
2020 years.
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Fiaure 1: Comparison of Cl values in 2010 and 2020
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98,00

Cl

Source: author’s calculations

Regions are compared on the basis of geometric mean. Some regions show an increase, some
a decrease.

5 CONCLUSION

What drives economic development and the development of society forward is above all
human capital. Today's society is characterised by constant dynamic change, and changes in
the quality of human capital are judged negatively on the basis of various indices. The
quantitative assessment of human capital is a complicated process. A methodology for
assessing human capital using a number of indices has now been developed. The indices
capture the essence and objective of human capital development. On their basis, countries can
be compared and changes can be assessed over time. It is important to be able to compare
countries, but for regional development it is very important to compare different regions of a
country with each other. In this case, it is important to develop a methodology for assessing
the quality and potential of human capital in the different regions of a country. The paper
presents a methodology for calculating an aggregate indicator, a composite indicator that
allows to compare different territorial statistical units with each other. Several possibilities of
construction of the aggregate indicator are presented, advantages and shortcomings are given.

The aggregate indicator compares Slovak regions at NUTS 3 level. The comparison was
carried out between 2010 and 2020. 12 officially published indicators that correlate with the
concept of human capital were used for the assessment. Based on the OECD methodology,
these indicators were aggregated into one index and the regions were compared with each
other. It was essential to compare the changes in the regions over the ten years.

The model of human capital assessment in Slovak regions, presented in the article, needs to be
supplemented with other indicators in the future, to examine their importance and to assess its
overall suitability. However, it represents something new in this area, which could be built
upon.
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TRH PRACE VO VZTAHU K VYKONNOSTI EKONOMIKY
LABOR MARKET IN RELATION TO THE PERFORMANCE OF THE ECONOMY

Eva KOISOVAY
Jana MASAROVA %8

Abstrakt: Ekonomiky jednotlivych Stdtov sa usiluju o zvySovanie SVOjej ekonomickej vykonnosti, ktord
predurcuje hospodarsku uspesnost’ a konkurencieschopnost daného statu. Délezité postavenie v tomto
usili ma trh prdace a kvalita pracovanej sily. V ¢lanku sa venujeme hodnoteniu ekonomickej vykonnosti
Statov Vysehradskej skupiny na zdaklade skiimania vyvoja tempa rastu HDP, infldcie, nezamestnanosti
a vonkajsej rovnovahy. Zmeny v ekonomickej vykonnosti hodnotime vo vztahu k vyvoju na trhu prace.
Z nasho vyskumu vyplynulo, Ze vSetky staty V4 dosiahli v roku 2021 vyssiu ekonomicke vykonnoss
oproti roku 2010 a prave trh prace bol vyznamnym faktorom, ktory prispel k priaznivému vyvoju
ekonomickej vykonnosti.

Kruacové slova: nezamestnanost, trh prdce, vykonnost ekonomiky, zamestnanost

Abstract: National economies of particular states strive to improve their economic performance,
which determines the economic success and competitiveness of a particular country. The labor market
and the qualitative aspect of labor force play an important role in this effort. In this paper, we assess
the economic performance of the Visegrad Group countries by examining the evolution of GDP
growth rates, inflation, unemployment and external balance. We assess the economic
performance changes in terms of labor market development. Our research shows that all V4 countries
achieved a higher economic performance in 2021 compared to 2010, and the labor market was an
important factor contributing to favorable economic performance development.

Key words: unemloyment, labour market, economic performance, employment

JEL Classification: E24, E31, O11

1. UVOD

V sucasnosti sa ekonomiky dostali opiat’ do obdobia, ktoré je pre mnohé krajiny obzvlast
turbulentné. Tieto turbulencie a vykyvy v poslednom sledovanom roku boli zapriC¢inené
hlavne mimoekonomickymi faktormi spdsobené pandémiou COVID-19, ktora v marci 2020
intenzivne zasiahla aj krajiny EU. Zavedeniu opatreni spojenych s eliminaciou zdravotnych
dosledkov na obyvatelov krajiny sa nevyhli ani krajiny Vysehradskej Stvorky (V4). Snahou
kazdého Statu vSak je zabezpecit zvySovanie jeho ekonomickej vykonnosti
a konkurencieschopnosti, ktoré si odrazom ekonomickej tispesnosti Statu.

Cielom prispevku je zhodnotenie vykonnosti ekonomik VySehradskej Stvorky vo vztahu
k situacii na trhu prace. V prispevku hodnotime a porovnavame situaciu na trhu prace, vyvoj
zakladnych ukazovatelov vykonnosti a pomocou magického Stvoruholnika hodnotime
ekonomicku vykonnost’ v §tatoch V4. Pracujeme s udajmi dostupnymi z databazy Eurostatu
v skimanom ¢asovom rade 2010-2021.
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2. SUVISLOSTI TRHU PRACE A VYKONNOSTI EKONOMIKY

Kazda vyspeld ekonomika sa snazi o ekonomicky rast, ktory je nevyhnutnym predpokladom
dosahovania ekonomického rozvoja. Ekonomicky rozvoj si podl'a Meliska (2008) vyzaduje,
aby ekonomicky rast bol zosuladeny s urcitymi cielovymi predstavami, ktoré mozu byt zo
socialno-spolo¢enského a civilizacného hladiska rozliéné a zavisia od historickych a
kultarnych tradicii, spolocenskych noriem a hodnotového systému. Ekonomicka vykonnost
mozeme hodnotit’ na zaklade rdéznych oblasti fungovania spolo¢nosti a Urovne zivota jej
obyvatelov. Ekonomicki vykonnost Drakova (2012) indikuje ako trendy vo vyvoji
rozhodujucich makroekonomickych indikatorov Statu, respektive ako dosiahnuté vysledky
fungovania ekonomiky ako celku v urcitom obdobi, ktoré su zaznamenavané a posudzované
na zaklade vybranych ukazovatel'ov. Podl'a Vi¢eka (2016) mozno vykonnost' ekonomiky
posudzovat’ aj podl'a toho, aky objem produkcie dokaze vyprodukovat’ ekonomika na jedného
obyvatel’a.

Vykonnost’ ekonomik sa vo vSeobecnosti hodnoti najmd prostrednictvom zikladnych
makroekonomickych ukazovatel'ov. NajCastejSie sa vyuziva hruby domaci produkt (HDP),
resp. hruby domaci produkt na obyvatel'a, tempo rastu readlneho HDP, miera zamestnanosti,
miera nezamestnanosti, miera inflacie, ukazovatele vonkajsSej rovnovéhy a pod. (Maséarova,
Koisova, Navickas, 2022).

Sledovanim, porovnavanim a vyhodnocovanim vykonnosti ekonomik jednotlivych Statov sa
zaobera mnoho vyskumnych prac. Viaceré prace sa zameriavaju bud’ na skimanie vyvoja
vybranych ukazovatel'ov (Spisakova a Pétrova, 2011; Kiss, 2018), alebo na hodnotenie
vykonnosti ekonomiky vyuzivaju tzv. magicky $tvoruholnik (Sloman a Wride, 2009, Sivak a
Stangk, 2011; Firme a Teixeira, 2014; Hamdini a Gaidi, 2021, Ozkaya a Alhuwesh, 2021).
Dalej sa ¢asto vyuZivaja aj rozne multikriteridlne metoédy hodnotenia vykonnosti ekonomiky,
s vyuzitim tradi¢nych i alternativnych ukazovatel'ov vykonnosti.

Dolezitym predpokladom dosahovania ekonomického rastu azvySovania vykonnosti
ekonomiky je priazniva situacia na trhu prace. Vysoka miera zamestnanosti a nizka miera
nezamestnanosti su na jednej strane predpokladom vysokej vykonnosti ekonomiky, no na
druhej strane zévisia od ekonomickej tirovne §tatu a od tendencie jej vyvoja.

Z pohl'adu trhu prace a zvySovania zamestnanosti je neredlne a Stat nedokdze zabezpecit
vSetkym 'ud'om dobru pracu za slusnu mzdu. Ako uvadzaji Vazny a kol. (2014), vzdy ostant
na trhu prace l'udia, ktori nebudu ochotni pracovat” za ponuknuti mzdu a dobrovolne sa
rozhodni nepracovat. Hlavnym cielom makroekonomickej politiky v tejto oblasti je
dosiahnut: vysoku trroven zamestnanosti a nizku nedobrovolnu nezamestnanost. Trh prace
Vv krajinach V4 v minulosti musel ¢elit’ tlakom viacerych faktorov, ktoré sa postupne na trhu
prace zacali prejavovat. NajvyznamnejSim problémom pre makroekonomicku stabilitu v
Statoch V4 v rokoch 2001-2005 bola nezamestnanost’, najmé v Pol'sku a na Slovensku, ktora
dosahovala hodnoty az okolo 18 - 20 %. To sa prejavilo nie len ako ekonomicky, ale aj
socialny problém. Navyse takmer vo vsetkych §tatoch V4 zamestnanost’ vo verejnom sektore
vysoko koreluje s hospodarskym cyklom, ale v sikromnom sektore sa tento vztah sa
nepotvrdil. Pol'sko bolo jedinou krajinou, kde zamestnanost’ nestvisi s ekonomickym cyklom
(Bilka a Bodl'a, 2012).

Na trhu prace sa prejavovali aj integracné a globalizacné procesy a S tym suvisiaci volny
pohyb pracovnej sily (Dagiliene, Leitoniene a Grenéikova, 2014; Adepoju, Van Noorloos a
Zoomers, 2010) a ztoho plyniice migraéné pohyby pracovnej sily. Daldimi vyznamnymi
milnikmi ako uvadzaja Tupa a kol. (2019) bol vstup do schengenského priestoru a uplynutie
prechodnych opatreni, chréniacich pracovné trhy starych clenskych krajin integracného
zoskupenia v Eurépe. Trh prace reagoval aj na zmeny, ktoré podmienovali technické
a technologické procesy suvisiace s digitalizaciou a digitalnou revoluciou, ktora ovplyviuje
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vSetky hlavné makroekonomické ukazovatele: HDP, spotrebu, investicie, zamestnanost’,
inflaciu (Simanaviciene a kol. 2019).

A v poslednych rokoch (2019-2020) na trh prace vplyvali aj d’alSie mimoekonomické faktory,
ktoré so sebou priniesla pandémia COVID-19. Pandemicka situacia v prvej polovici roku
2020 spojena s rozsirenim ochorenia COVID-19 do celého sveta obmedzila kazdodenné
spotrebitel'ské navyky osob, ¢im sa znizil dopyt po tovaroch a sluzbach, ¢o v kone¢nom
désledku ovplyvnilo aj dopyt po pracovnych silach. Pocas pandémie sa za niekol’ko mesiacov
uplne zmenil kazdodenny zivotny $tyl I'udi, fungovanie podnikov a nastavenia trhu prace.
Nielen na Slovensku a v krajinach V4, ale aj celosvetovo krajiny striedavo sprisiiovali
auvolnovali opatrenia na zabranenie Sirenia pandémie podla vyvoja aktudlnej situacie
a poc¢tu nakazenych. Prijimané preventivne opatrenia zasiahli $iroké spektrum zamestnancov a
mnohych zamestnani a mali dopady na ekonomicku vykonnost’ a trh prace.

Podl'a Lemieux a kol. (2020) mala kriza stvisiaca s COVID-19 kIa¢ovy vplyv na trh prace,
na prijmy domacnosti a na zmeny hrubého domaceho produktu. Trh prace a l'udsky kapitél
boli prvé, ktoré pocitili tieto ucinky v dosledku rasticej nezamestnanosti, neistoty
zamestnania a zmensujucich sa kariérnych prilezitosti v dosledku $irenia COVID-19 po celom
svete (Costa Dias a kol., 2020). Spolu s ekonomikou sa trhy prace EU posobenim opatreni
zameranych na neSirenie COVID-19 vyrazne zhorsili. V doésledku politickych opatreni
prijatych na obmedzenie G¢inkov pandémie na zamestnanost’ sa tento pokles premietol najméa
do zniZenia poc¢tu odpracovanych hodin a mensieho poctu zamestnanych alebo zvySenia poctu
nezamestnanych T'udi (Romisch, 2020). Ocakava sa, ze dosledky pandémie COVID-19 sa
budi prejavovat’ este niekol’ko nasledujicich rokov, a to vo vSetkych oblastiach T'udskej
¢innosti.

2. CIEL A METODOLOGIA

Cielom prispevku je zhodnotenie vykonnosti ekonomik VySehradskej Stvorky vo vztahu
k situacii na trhu prace v kontexte Sirenia pandémie COVID-19.

Na dosiahnutie uvedeného ciel'a sme zvolili nasledovny postup: Najskor sme preskumali
situdciu na trhoch prace Stitov V4 na zdklade zhodnotenia vyvoja zamestnanosti a
nezamestnanosti. Nasledne sme skiimali a porovnavali vyvoj ukazovatel'ov vykonnosti: tempo
ekonomického rastu, miera inflicie a vonkajSia rovnovaha. Nakoniec sme zhodnotili
vykonnost' ekonomik Statov V4 v prvom a poslednom sledovanom roku prostrednictvom
magického Stvoruholnika.

V ¢lanku je vyuzita analyza ¢asového radu sktimanych ukazovatelov za roky 2010-2021,
d’alej bola uskuto¢nena vzajomna komparacia skiimanych ukazovatelov v Staitoch V4
a nasledne bola pouzita syntéza.

3. VYSLEDKY A DISKUSIA

Najskor sa zameriame na zhodnotenie situdcie na trhu prace na zaklade skiimania vyvoja
miery zamestnanosti a miery nezamestnanosti.

3.1 Zhodnotenie situdcie na trhoch prdce Stdatov V4

Miera zamestnanosti vypoveda o podiele zamestnanych osob na celkovom pocte ekonomicky
aktivneho obyvatel'stva. Je najdoleZitejsim ukazovatel'om hodnotenia situacie na trhu prace. V
obrazku 1 sme znazornili vyvoj miery zamestnanosti v §tdtoch V4 v rokoch 2010-2021.
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Obrazok 1: Vyvoj miery zamestnanosti v Statoch V4 (%0)
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Zdroj: Eurostat (2022), vlastné spracovanie

V sledovanom obdobi je vyvoj miery zamestnanosti pozitivny, najmi v rokoch 2014-2019
Staty V4 dosahovali pomerne vyrazny rast miery zamestnanosti. NajvysSia miera
zamestnanosti je v celom sledovanom obdobi v Ceskej republike, pricom v roku 2019
dosiahla az 80,3%. Na opacnom konci rebricka bolo do roku 2020 Pol'sko, ktoré vsak
zaznamenalo zvySenie miery zamestnanosti 0 13,2 p.b. na 75,4% v roku 2021. Najvyraznejsi
narast zamestnanosti vSak dosiahlo Mad’arsko, ato 0 16,6 p.b. Pandémia COVID-19 sa na
miere zamestnanosti najviac prejavila v SR, kde doslo k znizeniu miery zamestnanosti na
74,6% v roku 2021.

Vyvoj miery zamestnanosti Uzko sUvisi svyvojom nezamestnanosti. Vyvoj miery
nezamestnanosti v statoch V4 je znazorneny v obrazku 2.

Obrazok 2: Vyvoj miery nezamestnanosti v $tatoch V4 (%)
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Zdroj: Eurostat (2022), viastné spracovanie
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V stvislosti s rastom zamestnanosti mézeme pozorovat’ vo vSetkych Statoch VySehradskej
Ako uvadzaju Burksaitiene akol. (2019) vtomto obdobi bol v Eurdépe zaznamenany
ekonomicky rast, ktory bol mimoriadne naro¢ny na pracovnu silu. Pandémia COVID-19 vsak
tento priaznivy vyvoj zastavila, ¢o sa prejavilo v naraste nezamestnanosti, kedy 0 zamestnanie
prisli naymi zamestnanci z najviac postihnutych odvetvi (ubytovacie a stravovacie sluzby,
umenie a kultra, ¢innosti reStauracii a pohostinstiev, maloobchod a stavebnictvo a pod.).
Narast nezamestnanosti v statoch V4 vsak nebol rovnaky, ako je mozné sledovat’ v obrazku 2.
Kym v SR, CR a Mad’arsku sa miera nezamestnanosti mierne zvysila, v Pol'sku v roku 2020
dokonca slabo poklesla a nepatrny narast bol zaznamenany v roku 2021.

V celom sledovanom obdobi bola najniz§ia nezamestnanost v CR, naopak SR patri medzi
Staty s vysSou mierou nezamestnanosti, ktora v rokoch 2010 a 2013 prekrocila tiroven 14%.

3.2 Zhodnotenie vyvoja ukazovatel’ov vykonnosti ekonomik Statov V4

Ako sme uz vyssie uviedli, medzi zékladné ukazovatele hodnotenia vykonnosti ekonomik sa
okrem ukazovatel'ov hodnotiacich situdciu na trhu prace zarad’uji tempo ekonomického rastu,
miera inflacie a situacia v oblasti vonkajsich ekonomickych vzt'ahov (vonkajsia rovnovaha).

Spomedzi tychto ukazovatel'ov sa najvyssia priorita kladie na dosahovanie priaznivého tempa
ekonomického rastu. Jeho vyvoj v §tatoch V4 je znazorneny na obrazku 3.

Obrazok 3: Vyvoj tempa ekonomického rastu v §tatoch V4 (%)
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Zdroj: Eurostat (2022), viastné spracovanie

Staty V4 zaznamenali v 2010-2021 kolisavy vyvoj tempa rastu HDP, s vyraznym poklesom
v roku 2020. Pri porovnani vyvoja ekonomického rastu Vv Statoch V4 mdzeme konstatovat
podobnu tendenciu, okrem roku 2010. Spomalenie ekonomického rastu nastalo v rokoch
2012-2013 (v CR a Madarsku nastal az pokles HDP) aV roku 2016. Vyrazné zhorienie
vyvoja HDP nastalo vo vsetkych $tatoch V4 v roku 2020, kedy HDP z dévodu opatreni
prijatych na zmiernenie §irenia pandémie COVID-19 poklesol, v CR az o 5,5%. Najmiernejsi
pokles, 0 2% zaznamenalo Pol'sko. V roku 2021 uz bol dosiahnuty ekonomicky rast, najvyssi
Vv Mad’arsku (7,1%) a v Pol'sku (6,8%).
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Dal§im z vyznamnych ekonomickych cielov aprejavom fungovania pefiazného trhu je
stabilita cenovej hladiny. Plnenie tohto ciela sa hodnoti na zdklade miery inflacie. Na obrazku
4 je znazorneny vyvoj miery inflacie v Statoch V4 zisteny na zaklade harmonizovaného
indexu spotrebitel'skych cien.

Obrazok 4: Vyvoj miery inflacie v $tatoch V4 (%)
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Zdroj: Eurostat (2022), viastné spracovanie

Pri hodnoteni vyvoja miery inflacie mdzeme pozorovat obdobia vysSieho rastu cenovej
hladiny (roky 2011-2012 a 2021) anizkej inflacie, resp. deflacie (2014-2016). Najvyssia
inflacia bola v roku 2012 v Mad’arsku, na Grovni 5,7%. Zrychlenie rastu cien sa prejavilo uz
v roku 2020, pokracovalo vroku 2021 avroku 2022 vsetky staty V4 bojuju s vysokou
inflaciou, ktora dosahuje dvojciferné hodnoty.

Situacia v oblasti vonkajsich ekonomickych vztahov sa hodnoti prostrednictvom ukazovatel'a
podiel salda bezného uctu platobnej bilancie na HDP v percentach, jeho vyvoj v rokoch 2010-
2021 v Statoch V4 je zobrazeny v obrazku 5.

Obrazok 5: Vyvoj vonkajsej rovnovahy §tatov V4 (%)
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Zdroj: Eurostat (2022), viastné spracovanie

V ramci hodnotenia ukazovatel'a vonkaj$ej rovnovahy nemozno Staty V4 hodnotit’ pozitivne.
Vyrazne kolisavy vyvoj pozorujeme v Mad’arsku, kde v rokoch 2010-2018 dosiahlo saldo

bezného Gctu platobnej bilancie kladné hodnoty, avsak v nasledujucich rokoch sa vyrazne
zhorsilo a v roku 2021 dosiahlo az -4% z HDP. V Cesku doslo Kk zlepSovaniu situacie v oblasti
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vonkajsich ekonomickych vzt'ahov v rokoch 2010-2016, avsak v roku 2021 tento ukazovatel’
dosiahol nepriazniva hodnotu -0,8% z HDP. Aj v Pol'sku sa hodnoty vonkaj$ej rovnovahy
zlepSovali az do roku 2020, avSak v roku 2021 doslo k poklesu na -1,4% z HDP. V pripade
Slovenska je vyvoj vonkajSich ekonomickych vztahov zna¢ne kolisavy, ked najlepSia
hodnota bola dosiahnuta v roku 2013 (1,9% z HDP).

3.3 Zhodnotenie vykonnosti ekonomik Statov V4 magickym Stvoruholnikom

Po analyze trhu prace a ostatnych ukazovatelov, ktoré vstupujii do hodnotenia vykonnosti
ekonomiky v statov V4 zhodnotime pomocou magického Stvoruholnika ich vykonnost
porovnanim dvoch rokov 2010 a 2021.

Obrazok 6: Magicky Stvoruholnik $tatov V4 v roku 2010 a 2021
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Zdroj: vlastné spracovanie
Poznamka: g — tempo ekonomického rastu, U — miera nezamestnanosti, P — miera infldacie, B — vonkajsia
rovnovdha

Pri hodnoteni vykonnosti §tatov V4 v roku 2010 mdézeme vidiet' najlepSie hodnoty v oblasti
stability cenovej hladiny, v CR aj v oblasti nezamestnanosti, v SR v oblasti tempa
ekonomického rastu a v Mad’arsku v oblasti vonkajSej rovnovahy.

Vroku 2021 st vyrazne lepSie vysledky v oblasti tempa ekonomického rastu
a nezamestnanosti, naopak zhorsenie nastalo v pripade miery inflacie, a v SR aj Mad’arsku st
nepriaznivé hodnoty vonkajSej ekonomickej rovnovahy.

4. ZAVER

Vo vyskume sme sa zamerali na hodnotene trhu prace v kontexte hodnotenia ekonomickej
vykonnosti §tatov V4 v sledovanom obdobi 2010-2021. Islo 0 ve'mi turbulentné obdobie,
kedy ekonomiky jednotlivych krajin sa museli vyrovnat' na zaciatku sledované¢ho obdobia
s dosledkami hospodarskej krizy a od roku 2020 boli postihnut¢ mimoekonomickym
faktorom pandémiou COVID-19. Tento faktor ovplyvnil aj trh prace hlavne v odvetvi
turistického ruchu, kultary a umenia maloobchodu a stavebnictva. Od roku 2014 az do 2019
sa miera zamestnanosti vyvijala pozitivne vo vSetkych s$tatoch V4 anajvysSiu mieru
zamestnanosti dosiahla CR vo roku 2019 az 80,3% a najniz§iu mieru dosiahlo Pol'sko (75,4%
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v roku 2021). Najvyraznejsi narast zamestnanosti vSak dosiahlo Mad’arsko, a to 0 16,6 p.b.
Vroku 2021 sa pandémia COVID-19 najviac prejavila v SR, kde doslo k znizeniu
zamestnanosti na 74,6%. V roku 2019 bol v Eur6pe zaznamenany ekonomicky rast, ktory bol
mimoriadne naroény na pracovnu silu. Ndarast nezamestnanosti v Statoch V4 v obdobi
pandémie nebol rovnaky. V SR, CR aMadarsku sa miera nezamestnanosti mierne
zvysila. Pol'sko naopak vroku 2020 zaznamenalo dokonca mierny pokles. V celom

zo vsetkych Styroch Statov najvyssia.

Nasledne sme sledovali vyvoj ukazovatelov vykonnosti ckonomiky, ako je tempo
ekonomického rastu, miera infldcie a vonkajsSia rovnovaha. Z vyskumu vyplynuli zavery, ze
tempo rastu HDP sa vrokoch 2010-2021 vyvijalo kolisavo. NajhorSia situacia bola
v zaznamenana v roku 2020, kedy doslo k vyraznému zhorseniu HDP vo vsetkych §tatoch V4.
Najvicsi pokles zaznamenala CR aZ o 5,5% a najmiernejsi pokles, 0 2% zaznamenalo Pol’sko.
V roku 2021 uz bol dosiahnuty ekonomicky rast, najvyssi v Mad’arsku (7,1%) a v Pol'sku
(6,8%). Vo vyvoji miery inflacie moézeme pozorovat’ obdobia vysSieho rastu cenovej hladiny
(roky 2011-2012 a 2021) anizkej inflacie, resp. deflacie (2014-2016). V poslednych dvoch
rokoch sa zrychlil rast cien vo vsetkych statoch a v roku 2022 uz vsetky V4 bojujt s vysokou
inflaciou, ktorda dosahuje dvojciferné hodnoty. V ramci hodnotenia ukazovatela vonkajsej
rovnovahy nemozno $taty V4 hodnotit’ pozitivne. Vyrazne kolisavy vyvoj pozorujeme hlavne
Vv Mad’arsku, ktoré dokonca vroku 2021 dosiahlo az -4% z HDP. Zaporné hodnoty
v poslednom roku zaznamenali aj ostatné Staty V4.

Pri porovnani sledovanych ukazovatel'ov ekonomickej vykonnosti v rokoch 2010 a 2021
pomocou magického Stvoruholnika mdézeme konstatovat’, Ze vo vSetkych Styroch Statoch V4
sa plocha stvoruholnika vyrazne zvicsila. Najlepsie hodnoty zaznamenala CR a Polsko.
K tomuto priaznivému vyvoju vyrazne prispel aj trh prace, kde od roku 2013 az do roku 2019
dochadzalo postupnému znizovaniu miery nezamestnanosti az na Groven prirodzenej miery
nezamestnanosti.

Dodatok

Tento prispevok bol vytvoreny v rdmci projektu VEGA 1/0357/21 “Multiplikacné efekty

kvality T'udského kapitdlu na ekonomickll vykonnost” a konkurencieschopnost’ ekonomiky
SR”.
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THE ISSUES AND CHALLENGES OF SPANISH HEALTHCARE SECTOR
WORKERS

Marcel KORDOS?®

Abstract: The Spanish health sector has undergone different variations, depending on the period. It is
currently going through a period of crisis due to the pandemic and the existing brain drain in our
country. The Spanish National Health System is the entity that encompasses the health benefits and
services in Spain, which according to the law are the responsibility of the public authorities. The main
goal of this paper is by means of analysis; comparative analysis methods followed by logical
deduction to figure out the possible improvements regarding the Spanish healthcare sectors workers
within the Spanish labor market issues. In recent years, Spain has only increased investment in ICT
health by 3%, allocating only 1.2% of public health expenditure. This fact and our research findings
show that the potential for improvement in the Spanish healthcare sectors workers within the Spanish
labor market is still very high and that there is still a long way to go to reach the leading countries in
this field.

Key words: New Technologies Implementation, Hiring and Firing, Healthcare professionals, Global
Pandemic Outbreak

JEL Classification: F63, 031, 051

1. INTRODUCTION

To begin with, the employment situation of doctors and nurses in Spain is very complicated
and is plagued by seasonality, instability and precariousness as well as future job insecurity,
which prevents doctors and nurses from being able to develop professionally and personally
their careers once they have graduated and finished their studies. There is also a big difference
between doctors and nurses who graduate annually and those who have a place in public or
private health care. The difference between these two types of public and private health care
is also a factor to be taken into account when it comes to the labor market for doctors and
nurses, as the positions are obtained differently, and the working conditions are also different.
Just as a doctor who works and has a permanent position in the public health system has to
pass very demanding exams and a very high level of competition for positions, a doctor who
has a position in the private health system does not have a permanent position and does not
have to pass the MIR exams that doctors face or the EIR exams that nurses face.

Working conditions for doctors have always been complicated. Since the great recession that
hit Spain in 2008. The health system has been involved in cutbacks that have meant an
increase in working hours and a reduction in resources for doctors. These cuts have been more
notable during the pandemic, as health professionals have been forced to work 24-hour shifts
in hospitals, increasing their working hours and reaching the point of not resting and even
finding themselves in a situation where they cannot attend to patients properly, nor can they
cope, with all the number of appointments and issues to resolve that they had and could not do
because they had insufficient staff and resources to attend to them. One example of this was
that there were not enough masks during the height of the 2020 pandemic and people were
forced to make their own homemade masks at home using cloth or even baby nappies. This
situation of instability, insecurity and poor employment conditions has led to what is known
in Spain as the brain drain, which means that many professionals who have been trained
through the Spanish education system, once they have obtained and completed their studies,
leave for foreign countries to practice their profession. This departure is largely motivated by
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the working conditions and future prospects offered by these countries, which Spain does not
currently offer. All these issues, job insecurity, insecurity, instability and poor employment
conditions suffered by many doctors and nurses in Spain and which force many others to go
abroad, will be developed throughout this work, as well as the classification system to which
health professionals in Spain are subjected.

2. THEORETHICAL OVERVIEW

The Spanish National Health System is the entity that encompasses the health benefits and
services in Spain, which according to the law are the responsibility of the public authorities.
Created in 1908, it gradually extended its coverage, upon payment of healthcare services, to
the entire Spanish population. In 1989 this process was completed; since then, health care in
Spain has been universal and sustained through different types of taxation. In Spain, in
accordance with the principle of decentralization enacted by the Constitution and following
the dissolution of INSALUD in 2002, competence for health care has been transferred to each
of the Autonomous Communities. The central government only provides this service directly
in Ceuta and Melilla, through the National Institute of Health Management (INGESA),1 and
carries out general and basic coordination tasks between the different communities (Agencia
Espafiola de Proteccion de Datos, AEPD, 2018; La Fundacion Cotec para la innovacion,
2020). In accordance with the Spanish Constitution and the Welfare State, the National Health
System's main objective is to ensure and enable health care: Public financing. Universality.
The quality and safety of its services.

Regarding the competent bodies of the Spanish health system in Spain there are the Ministry
of Health, Social Services and Equality develops the Government's policy on health, planning
and healthcare and consumer affairs, as well as exercising the powers of the General State
Administration to ensure citizens' right to health protection. The Ministry has its headquarters
on Paseo del Prado in Madrid, opposite the Prado Museum. The General Health Law of 1986
created the Interterritorial Council of the National Health System (CISNS) as a general health
coordination body between the State and the Autonomous Communities that had health
transfers at that time. It would have a parity composition and would coordinate the basic lines
of health policy with regard to contracting and purchasing pharmaceutical and health products
and other goods and services, as well as the basic principles of personnel policy (Doblyte,
Guillen, 2020; Feldman, Martin, Skotnes, 2012).

In terms of health responsibilities of the Autonomous Communities, Article 41 of the General
Health Law establishes that the Autonomous Communities shall exercise the powers assumed
in their statutes and those transferred or, where appropriate, delegated to them by the State.
The decisions and public actions foreseen in this law that have not been expressly reserved to
the State shall be understood to be attributed to the Autonomous Communities. The State,
through the general taxes that it collects, finances all the health benefits and a percentage of
the pharmaceutical benefits; but this budget is distributed among the different Autonomous
Communities in accordance with various distribution criteria, since the Communities are
responsible for health in their respective territories. In the Interterritorial Council of the SNS,
after deliberation, the portfolio of services corresponding to the catalogue of benefits covered
by the National Health System is agreed each year and published by means of a Royal Decree
of the Ministry of Health. The Autonomous Communities, within the scope of their
competences, may approve their respective service portfolios, which shall include at least the
service portfolio of the National Health System (Agencia Espafiola de Proteccion de Datos,
AEPD, 2018; Doblyte, Guillen, 2020; La Fundacion Cotec para la innovacion, 2020).

129



Conference proceedings: CHALLENGES, TRENDS AND INSPIRATIONS
WITHIN THE LABOR MARKET 2022

3. PROBLEM FORMULATION AND METHODOLOGY

The research task is focused on the analysis of the problematic aspects of Spanish health care
sector workers in terms of Spanish labor market development and to find out its
consequences. The main goal of this paper is by means of analysis; comparative analysis
methods followed by logical deduction to figure out the potential benefits for Spanish health
care sector workers development coming out Spanish labor market issues. The paper is
focused on problematic aspect analyses such as the current status of Spanish health care sector
environment and possibilities to change the situation in labor market within the Spanish health
care sector. The issue is to figure out whether and to what measure the Spanish labor market
issues might affect the new job creation along with the labor force adaptability to Spanish
health care sector situation.

The ways of synthetic and analytic methods will be used in the paper such as the analysis and
comparison to illustrate the Spanish health care sector environment, synthesis, and logical
deduction to discuss the impact of Spanish labor market development. Subsequently, the
analysis will lead to synthesis and prognosis by means of abstraction method eliminating the
less important factors in order to set general statements and opinions. The analysis of data
from scientific and professional publications, periodical, and no periodical press as well as
international economic organizations such the Statistical office of Spain, will be primarily
used and examined. Basic data will be drawn from generally accepted institutions, assessing
the international trend agenda such as Eurostat, Spanish Ministry of Healthcare.

4. PROBLEM SOLUTION /RESULTS

The Spanish healthcare sector has been in crescendo since the end of the 1940s, with the
greatest growth in healthcare personnel in the Spanish market occurring from the beginning of
the 21st century onwards. In the following table we can see how in 2021 there was an increase
in all Spanish healthcare personnel. In nursing staff, for example, there were a total of 5,726
more nurses than in 2020. In the medical staff, there was an even greater number of registered
doctors, with 7,625 more in 2021 than in 2020. Finally, pharmacists, physiotherapists,
dentists, psychologists and veterinarians increased by 1307 more pharmacists than in 2020,
2900 more physiotherapists, 654 more dentists, 2784 more psychologists and 1208 more
veterinarians (Agencia Espafiola de Proteccion de Datos, 2018; Doblyte, S., Guillen, Ana M.
2020; Redaccio Mmedica, 2022).

Table 1: Registered health professionals by profession 2020-2021

Professionals Professionals | percentage | percentage increase or
(2021) (2022) of total in of total in decrease 2020-
2021 (%) 2022 (%) 2021 (%)

nurses 330 745 325018 35,83 35,96 1,76
Physicians/doctors 283 811 276 191 30,74 30,55 2,76
pharmacists 78 128 76 821 8,46 8,5 1,7
physiotherapists 62 691 59 791 6,79 6,61 4,85
dentists 40 417 39 764 4,38 4,4 1,64
psychologists with health 37611 34 827 4,07 3,85 7,99
specialty

veterinarians 35561 34 443 3,85 3,81 3,25

Source: own processing by Agencia de Datos, 2022.
The number of registered doctors in Spain reached 283,811 in 2021. The following graph

shows the evolution of the number of registered doctors in Spain since 1952. In this year, the
figure in units of doctors was about 28,931 doctors, which if we compare it with the 283,811
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doctors registered in 2021, the difference is 254,880 more doctors registered (Agencia
Espaiola de Proteccion de Datos, 2018; Redaccio Mmedica, 2022).

Figure 1: Evolution of registered physicians in Spain
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It is also important to show the strong presence of women in the health sector. During the
period of Franco's dictatorship in Spain (1939-1975), women had very difficult access to the
world of work and it is from 1976, after the death of the dictator Francisco Franco and the
democratic transition that Spain underwent, that we can observe a very strong increase in
female participation in the health sector. This growth has only been increasing and as can be
seen in the following graph, from 2015 onwards female participation exceeds male
participation.

Figure 2: Physicians registered in Spain by gender (hombres — men, mujeres - women)
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The employment situation of these medical professionals in Spain is very complicated. In
Spain there are two types of health care: public health care (financed by the state) and private
health care (financed by users). A place in the public health system is obtained through a
competitive examination. A competitive examination is a selective system for access to public
employment. Therefore, it is a procedure used to select the most suitable people for a specific
type of civil servant or labour staff position, always respecting the principles of equality,
merit and ability. There are very few vacancies in the public health system, and access to one
of them is very complicated and there is a great deal of competition. Currently, 36% of
medical professionals do not have a permanent position in the public health system and of this
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36%, 55.4% have not obtained a position through competitive examinations for more than 6
years. Likewise, the Organizacion Médica Colegial carried out a survey on the "employment
situation of doctors in Spain” and the results showed that, in addition to the aforementioned
percentage of 6 years without a permanent post, 19.2% have not obtained a permanent post
for between 11 and 20 years and 6.7% have not obtained a permanent post for more than 20
years. Nursing. Access to degree studies is through four years of university studies, which
can then be complemented with a postgraduate course that would involve a Master's degree, a
doctorate and continuous training with which to update knowledge and train in more specific
areas of care. Vocational training facilitates access to another series of posts such as those of
undergraduate technician, assistant nursing care technician or senior laboratory, diagnostic or
nuclear medicine technician. The competences in general are delimited, something that could,
however, change with the new VET in care supervision, socio-health care, a qualification that
for nurses encroaches on their competences and has a negative impact on the quality of care
for the elderly. If one wishes to specialize in one of the areas recognised in Spain (midwifery,
mental health, pediatrics, geriatrics, work and family and community) it is necessary to first
pass through the filter of the EIR, a competitive examination, similar to that of doctors, which
gives access to residencies in health centers, through which the speciality is obtained. Every
year a certain number of vacancies are created in hospitals and health centers dedicated to the
training of specialist nurses, but not all autonomous communities develop it to 100%. There is
a lack of identification of which posts can be filled exclusively by specialist nurses and which
competencies correspond to them, nor is there currently a sufficient pool of specialist nurses
to be able to fill all the posts that can be filled. The fact is that there are some specialities such
as midwifery, i.e. a nurse specializing in obstetrics and gynecology, which have developed
considerably, although the rest have not yet been fully developed. In contrast, the private
sector has been growing. There are currently a total of 147,780 private healthcare companies,
which translates into a total of 452 hospitals in Spain, accounting in percentage terms for 57%
of the centers. Doctors and nurses working in the private sector are ordinary workers, where
the contracting company hires them directly without any screening. Public health personnel
who get a post through a competitive examination obtain a permanent post, while private
health personnel do not have a permanent post (Agencia de Datos, 2022; Gobierno de Espania,
2018; Secretaria Técnica, 2022; Sindicato Médico Andaluz, 2022).

In 2020, the public health sector will have a total of 759,855 jobs. Public health employment
had increased by 10.9%, while in the private sector this increase was only 1.6%. Up to 2019,
the growth of private and public healthcare had a certain relationship, but from 2020 onwards
it decreased. Between 2013 and 2019, private healthcare employment evolved in line with the
economy. In 2020, the year in which the public contribution to the increase in healthcare
employment is as high as 94%. During 2020, employment in the public and private health
sectors evolved very differently. In the public sector there was a monthly increase The
difference with the variation experienced by the private sector is striking. On the other hand, it
is important to mention the precariousness and seasonality of health employment. Job stability
and remuneration is what worsened the most among doctors in Spain. In addition to the fact
that there are doctors who have not been able to obtain a post in the public health system for
10 years, the stability and remuneration of doctors has also been declining. The monthly
variation in health employment has an extraordinarily marked seasonal pattern. In health care,
especially in the public sector, staffing levels are adjusted according to the work calendar.
Human resource policies tend to incorporate a certain proportion of seasonal work. During the
summer months employment is increased and is reduced once autumn comes. A pattern of
behaviour that finds justification in organisational reasons and possibly in a reduction of
labour costs (Sindicato Médico Andaluz, 2022; Secretaria Técnica, 2022).

Between 2014 and 2021, in a context of employment growth, on average, the public health
sector increased its workforce by 50,630 in the summer months, while in the autumn months
it decreased by 44,972 workers. In the private sector, the summer expansion was 4,727 jobs,
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while in the autumn it fell to 3,227 jobs. In the face of the health care crisis caused by
COVID-19, health care employment in 2020 grew very markedly. In February of that year,
prior to the declaration of the State of Alarm in Spain, Spanish healthcare had 1,005,558
employees, 67.2% of whom were in the public sector. At the height of the pandemic, public
health expanded its staff and created 34,041 net additional jobs. In the private sector, 7,292
jobs were cut. The seasonal pattern, especially in the public health sector, has been altered in
2020. In the first months of the year, unlike the pattern of previous years, public health
employment did not remain constant, with growth occurring between March and April. As in
previous years, it increased during summer, but unlike in previous years, it did not decrease
significantly in autumn and reached the highest pattern of the year in winter (Agencia de
Datos, 2022; Secretaria Técnica, 2022).

At this point it is important to mention temporariness in the health sector. In 2022, the number
of employed in health was 20,545.7 (according to the National Institute of Statistics). The
recent labour reform implemented by Yolanda Diaz, Minister of Labour and the Government,
led by Pedro Sanchez, has among its main objectives to reduce the number of people
employed in the health sector temporary employment. In Spain, the use of temporary
contracts was a very recurrent practice for companies and meant that it was one of the
European countries with the highest rate of temporary employment. Thanks to the
aforementioned labour reform, the rate of temporary contracts in healthcare fell. This seemed
intrinsic and inevitable. The percentage of workers with temporary contracts as a proportion
of all workers has fallen from 30% to 20.2%, the lowest in the entire historical series. It is
now 6.5 points below the rate of the same quarter in 2019 (26.7%) and 6 points below the rate
of the previous year (26%). The fall in temporary employment is greater in the private sector.
The data on temporary employment and the fall in employment from the Labour Force Survey
are very positive for the Spanish labour market. In the public sector, the situation is quite
different, as temporary employment continues to grow, as can be seen in the following table
(Agencia de Datos, 2022; Sindicato Médico Andaluz, 2022).

For the public sector, the government has committed to reduce the level to 8% in a maximum
of two years, which has been signed in the Recovery Plan to be delivered to Brussels. It has
previously been mentioned that the labour reform implemented in 2021, with effects in 2022
by the Government of Pedro Sanchez, had as one of the objectives to reduce temporality and
restrict the types of temporary contracts and therefore, companies that owned temporary
workers in temporary contracts that were going to get rid of had to be transformed into
indefinite ones or remain at risk of sanction. In the public sector, a commitment was also
made to expand the supply of public employment to convert some 840,000 temporary jobs
into permanent ones. Temporariness in the health sector is the main problem for professionals.
In fact, although in March 2017, the government signed an agreement with the unions to
reduce temporary employment to 8%, the number of temporary workers has grown in recent
years. It has become commonplace that doctors, for example, can take up to 20 years to get a
permanent position in the public health system. Health spending in Spain per capita is 15 %
below the European average. One of the reasons that with less expenditure there is a better
health service is the effort of the staff: 55% of doctors work more than 40 hours a week,
according to a report by Medscape, and more than half of them work more than 50 hours a
week (Gobierno de Espafia, 2018; Secretaria Técnica, 2022).

5. DISCUSSION

In 2022, healthcare employment in Spain, especially in the public sector, has grown very
rapidly. The ratio of health workers per 1000 inhabitants has come very close to the European
Union (EU). Throughout the economic crisis that started in 2008, healthcare employment
increased more slowly in Spain than in Europe; during the economic recovery phase, and in
2022, Spanish healthcare employment grew much faster than European employment.
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However, despite this growth in employment, there is also a large margin of unemployment in
the health sector and the fact that, each year, around 20,000 doctors and 12,000 nurses
graduate in Spain and of these, the vast majority cannot join the public health system because
they have not been able to study the specialty, which is why Spanish health employment is
living in a paradoxical situation. On the one hand, public and private institutions present a
paradox. The public and private institutions some problems when it comes to hiring
temporary staff and is even considering options such as increasing the homologation of
qualifications for foreign professionals to cover the supply. This is in paradox with Spanish
doctors and nurses who are far from full employment. Data from the State Public
Employment Service and Eurostat showed as a total of 1,161 doctors and 3,448 nurses were in
unemployment. Despite the fact that in both cases they represent the minority group, the
evolution of employment among the youngest professionals, those with a university degree, is
the most worrying. In both cases it is worrying, although the number of unemployed in the
nursing degree has doubled (96% more), while the figures for doctors have worsened by more
than 50%. The data from the State Public Employment System contrasts with a situation that
both the public and private sectors have referred to: the lack of healthcare professionals and,
therefore, problems in their recruitment. A survey carried out by Medscape showed that 43%
of Spanish doctors fear that by 2022 their working conditions will worsen as a result of a lack
of staff, stress and burnout syndrome. Burnout syndrome stands for "burnt-out worker", and is
a situation that occurs in workers when they are exhausted at work. It is a special type of
work-related stress, a physical or emotional exhaustion that also implies an absence of a sense
of achievement and loss of personal identity. This concern of Spanish doctors about their
employment conditions has its origins largely in 2021, as a consequence of COVID-19, which
led to an increase in working hours and overload. It was at this time that the medical unions
became particularly relevant, standing up and denouncing the situation in which doctors find
themselves (Kiselyova. E,2020; Krajnakova, Navickas, Kontautiene, 2018; Eurostat, 2022).

The current health crisis is helping the bike to rationalize the role of nurses in intensive care
and emergency units, but in order for the system to meet the needs of people beyond one-off
emergencies, a model is needed that first and foremost promotes the primary care of its
patients. It is essential, however, to have enough nurses, specialists in family and community
care so that health centers and homes can provide close care and prioritize the promotion of
health and the prevention of illness. This facilitates the empowerment of patients, so that they
are aware of their illness and the most appropriate habits and behaviors to improve and
maintain their state of health. For example, in the UK. Primary care is essentially nurse-led
and managed by specialist nurses with consultant family doctors. The increasing ageing of the
Spanish population means that another essential profile is that of geriatric nurses in order to
ensure dignified and quality care for increasingly elderly patients with multiple pathologies.
All the evidence collected in different countries shows that the management of these patients
by advanced practice nurses reduces the frequency with which these patients visit hospitals,
the length of stays and the need to go to the emergency department, as well as improving their
quality of life, which would require the regulatory development of its implementation in
Spain and which has been introduced in some autonomous communities, but not on a regular
basis (Gajda, Mikalauskas, Navickas, 2020; Mura, Svec, 2018; Vojtovic, Klimaviciene, A.,
Pilinkiene, 2019; Yang, Fabus, Bae, Zhang, 2020).

In the private sector, meanwhile, they see the shortage of professionals, especially nurses, as
one of the biggest headaches. According to data from the Spanish Private Healthcare Alliance,
95% of Spanish private hospitals are looking for nurses to join their staff but cannot find any.
Faced with this situation, the employers' association is calling on the government to speed up
the process of homologation of foreign healthcare staff, to address the compatibility of work
in public and private healthcare and to include work experience in the private sector as an
aspect to be taken into account in public job offers. This situation is a response to the fact that
many health graduates (whether in medicine or nursing) leave Spain at the end of their
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studies, which is known as the "brain drain™ (Haviernikova, Ivanova, 2018; Kiselyova, 2020;
Kotaskova, Belas, Bilan, Khan, 2020).

CONCLUSION

In conclusion, we can establish that the situation of doctors and nurses in Spain is quite
complicated. They are currently immersed in a wave of job insecurity, which means low
salaries, poor employment conditions, instability and insecurity. Job insecurity originated
especially since the great recession of 2008, which Spain suffered as a result of the real estate
boom crisis. This crisis led to cutbacks in health care, which were reflected in a reduction in
working hours for health care workers, as well as a reduction in the number of hospital beds,
resources and investment in medical research. Likewise, doctors and all health personnel saw
their salaries reduced, as there was a blockage in the salaries of all civil servants that
prevented their salaries from increasing and therefore, doctors and all health professionals saw
how their working hours increased, their productivity increased, but their salaries did not.
This situation led many workers to find themselves in a situation of work overload, which
resulted in negative psychological circumstances for all those professionals in the health
sector, leading to work stress and a general burnout syndrome. The poor employment
conditions are reflected, apart from the low salaries of health professionals in Spain, in
increased working hours, especially on call. Many are forced to work on call for up to 24
hours inside the hospital, which also translates into physical and mental exhaustion that
hinders the proper productivity and efficiency of healthcare staff. These conditions also pose a
risk for patients, as they cannot dedicate all the time necessary for them to improve their
health. Health professionals also suffer from job insecurity, instability in job security and
many of them are on temporary contracts of about three months on average, which prevents
them from being able to develop future plans with a certain degree of security and solvency.

We can therefore conclude that the employment situation of doctors and nurses in Spain is
currently going through a serious crisis, not only because of the working conditions in which
they find themselves, but also because of the brain drain that is taking place and which must
be resolved for the good of both the citizens and the country itself, and the debate on
professional reclassification and the struggle that is taking place between the doctors' unions
and the nurses' unions.
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SPANISH LABOR MARKET CHANGES VERSUS INDUSTRY 4.0 ASPECTS

Marcel KORDOS®®

Abstract: The Industrial Revolution 4.0 consists of the accelerated introduction of artificial
intelligence systems and work automation and interconnection processes into production activity since
the mid-2010s. In this revolution, the management and exploitation of data, the interaction between
the physical and digital worlds, the interaction between the physical and digital worlds (physical-to-
digital-to physical), autonomous artificial learning and the introduction of robots capable of learning
and increasingly and perform increasingly complex tasks. The goal of the paper is to explore Spanish
labor market analyses and its further development under the Industry 4.0. to illustrate the assessment
of the next obstacles to be faced within the job dissplacement issues as well as by means of synthesis
and logical deduction to discuss the impact of Industry 4.0 elements implementation on new jobs vs
old jobs issue due to implementation of robotics and automation resulting in qualitative structure
changes of workers consequences. As a result new policies for industry and the private sector that are
committed to automation are indispensable enable create a resilient industry capable of retaining jobs
even in times of crisis. Companies must assimilate and integrate the new changes and take advantage
of the opportunities that would appear thanks to this situation.

Key words: Industrial Revolution, New Technologies Implementation, Spanish Labor Market
Development, Automation and Robotics

JEL Classification: F63, 031, 051

1. INTRODUCTION

The concept of Industry 4.0 refers to the fourth industrial revolution, which is characterized
by the massive incorporation of information technology to the entire value chain of processes
related to the manufacturing industry. This revolution not only opens the door to the
development of new goods and services, but also to new forms of work organization (World
Economic Forum, 2016) and profound social changes (World Economic Forum, 2016). For
example, the combination of new technology, coupled with artificial intelligence and real-
time networked data real-time networked data transmission, allows the car owner to move
from being an energy from being an energy consumer to a prosumer. Or think of
cybercurrencies, based on the exploitation of algorithms. Or the bots that control a large part
of the funds managed in the financial markets. Or the tailoring of advertising offers for goods
and services to each individual consumer, thanks to the use of algorithms. Individualized to
each consumer, thanks to the exploitation of big data. All are examples of changes that have
taken place in recent years, linked to the Industrial Revolution 4.0. Industrial Revolution 4.0,
and which have generated new job opportunities. opportunities. However, this whole process
brings opportunities for some people, but it also poses a threat to other groups. The
introduction of new technologies and new forms of work organisation implies the destruction
or transformation of previous jobs. People who do not have the necessary skills to adapt to
these changes run a high risk of being excluded from the new production system. The aim of
this paper is, on the basis of documentary collection and expert opinions, to try to understand
the most important features of the transformation in the Spanish world of work. This paper is
developed as follows: after this brief introduction, we describe the structure and basis of the
Spanish labour market, a description of the Spanish labour market in the 1990s and nowadays.
Then we examine Industry 4.0 and the effects it has caused. Finally, we provide some
statistics and comparisons between Spain and the rest of the countries.
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2. PROBLEM FORMULATION AND METHODOLOGY

The research task deals with the analysis of the problematic aspects within the quantitative
and qualitative structure changes of workers in terms of Industry 4.0 elements implementation
and find out its consequences and impacts on Spanish labor market. The research will be
focused on exploring the Spanish economy analyses and its further development under the
Industry 4.0. In general, this paper will handle the problematic aspects regarding the
economic and social issues within the Spanish economy covering the industry policy tools
implementation processes.

The ways of synthetic and analytic methods will be used in the paper such as the analysis and
comparison to illustrate the Spanish economy environment and Spanish labor market,
synthesis and logical deduction to discuss the impact of Industry 4.0 elements implementation
on services in new jobs vs old jobs issue due to implementation of robotics and automation
resulting in qualitative structure changes of workers consequences. Subsequently, the analysis
will lead to synthesis and prognosis by means of abstraction method eliminating the less
important factors in order to set general statements and opinions. In particular, to estimate the
next obstacles to be faced within job dissplacement issues and to recommend the activities for
Spanish state authorities, entrepreneurs and companies to eliminate the negative impacts of
Industry 4.0 implementation that would affect their businesses. For the most objective
assessment of the changes being awaited by Spanish economy due to the implementation of
Industry 4.0, the theoretical analysis method has been chosen as the basic research method the
researchers were approached by.

3. SPANISH LABOUR MARKET ANALYSIS

The composition of the Spanish economy has changed substantially during the first quarter of
the century. All sectors have been losing relative weight in GDP, just the opposite if we look
at the services sector, which, in 2021, accounted for 74% of the GVA of the Spanish economy
(Figure 1).

Figure 1: Weight in gross value added and in terms of employment (in brackets) by
productive sectors, percentages) Spain, 1996-2021.

| 1996 2001] 2006] 2011] 2016] 2021
|Primary 4.3 3.7 [2.5 2.4 2.8 2.7 \
|Construction [8.7 [10.1 [11.7 7.5 5.5 5.8 \
[Industry [23.6 [22.0 [19.6 [17.9 [17.4 [17.9 |
|Services |63.4 |64.2 |66.1 72.3 [74.2 |73.7 \
[ToTAL | 100] 100] 100] 100] 100] 100

Note: Data for the first quarter of the corresponding year.
Source: Atria Innovation. 2022.

As can be seen in the graph there has been an increase in the active population. This increase
is due to three reasons: the entry of additional members of the household to reinforce the
family income as a solution to the increase in unemployment, the loss of capital and
indebtedness of families, the incorporation of women into the labour market and the increase
in the immigrant population in the analysis of the labour force. This increase was stagnated by
the recent crisis and began a significant decline from 2012 onwards due to economic cycles.
Starting 2017 (1st quarter) with 22,693,300 active people (Alcazar Anievas, 2017).
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Figure 2: Labour force, 2006-2016 (Thousands of persons)
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Source: Alcazar Anievas, 2017

According to Alcazar Anievas (2017) there was a strong job creation until 2007 and a great
destruction afterwards due to the crisis that has had such an impact worldwide. In Graph 2 we
can see how the employment rate falls sharply from 2008 to 2013. From 2013 onwards it
starts to stabilise and even rise, reaching an employment rate of 47.76% in 2017.

3. 1 Spanish labour market issues regarding global pandemic outbreak

The pandemic caught the Spanish economy with symptoms of economic slowdown and a
lesser push from the foreign sector due to the trade war between China and the USA central
feature of all recessions is a positive co-movement amount output, hours worked,
consumption, and investment. In this respect, the COVID-19 recession is not unique. Most
macro models of the Great Contagion that integrate the epidemiological (SIR) process take for
granted that the virus generated both negative demand and supply shocks by reducing
consumption and labour supply in order to reduce the risks of infection. What type of shock
dominates depends on whether prices/wages are fully flexible (neoclassical RBC model) or
sticky (new Keynesian model). Typically, the neoclassical model (where output is
supply-determined) fails to generate a positive co-movement between investment and
consumption since people shift consumption today (save and invest more) to tomorrow. The
fact that consumption and investment have plummeted in Spain (reductions of -6.8% and
12.3%, respectively, relative to 2019, while working hours so far have fallen by about 6.2 pp.)
and a strong deflation has not happened yet, points to a balanced combination of both shocks
in a sticky-price environment (Negro Macho, Tovar Martinez, 2021; Industria interconectada
4.0., 2020).

3. 2 Employment during the COVID-19 crisis

The pandemic has had a large impact on the labour market performance, both in aggregate
stocks and in worker and job flows. Using Labour Force Survey data (EPA), figures 2 and 3
display changes of these indicators in millions of people and in quarterly rates, respectively
the remarkable features stand out (Dolado, Felqueroso, Jimeno, 2020; Eurostat, 2022):

o Employment has fallen by 1,34 million people (14,2%) in two quarters, while it took
17 quarters to achieve such a crash in the financial crisis. By 2020Q3, slightly more than half
(52,5%) of these job losses have been recovered, but the cumulated loss relative to 2019 still
reaches 4,1%.

o Unlike the Great Recession, employment protection mechanisms have been activated
involving STW programs, such as the Temporary Employment Regulation scheme and those
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that allow firms to transitorily suspend contracts or reduce the working time of part or all of
their employees, the so- called ERTES. In addition, the Extraordinary Benefits of Termination
of Activity programme for the self-employed allowed these workers to remain employed and
keep their status as Social Security affiliates.

Figure3: Employment, Unemployment, Inactivity and SWT schemes (millions 2005Q1-

- - -
- Employment Unemploy ment
—Oout of labowur force Full effective wo rk
Suspended work Reduced working howurs
>
= 20
-— 1L
& 16
= x4
X
3
= MH——R_A—,___‘ﬁ_’__F—,J

Source: Dolado, Felqueroso, Jimeno, 2020.

According to Social Security Data, in April 2020, workers protected by ERTES reached a
maximum of 3.4 million and 1.5 million self-employed workers attended the cessation of
activity. By September 2020, ERTEs covered 729 thousand workers. The data on benefits,
reaches about 4 million initial registrations due to suspension ERTEs, and 900 thousand in
suspension of contracts.

o There has been a labour force reduction, the number of inactive people between 16 and
64 years of age increased by about 1.3 million (16,9%) compared to 2019Q4, while in
2020Q3, this figure was still 5,1% lower than 2019. This fall initially slowed down the rise in
the number of unemployed.

The above-mentioned features undermine the role of the unemployment rate as a good
indicator of the underutilization of labour during this pandemic. The official unemployment
rate barely increased by 2.5 pp since 2019Q4, due to both the fall in activity and the SWT
schemes (Dolado, Felqueroso, Jimeno, 2020; Eurostat, 2022).

Figure 4: 1Distribution of the workforce across economic sectors in Spain from 2009 to
2019
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Source: Atria Innovation. 2022.
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4 DISCUSSION

In order to assess the state of digitalisation of Spanish industry, data from the INE’s Survey
on the use of ICT and e-commerce in companies is used. This survey is carried out on
companies belonging to different sections of group 95.1 according to the National
Classification of Economic Activities (CNAE- 2009). It consists of a sample of approximately
15,000 companies with 10 or more employees and 11,000 companies with fewer than 10
employees. The reference period of the survey is the first quarter of each year. The surveys
are analysed here for the years 2015, 2018 and 2020. This is a period of economic expansion,
after the Great Recession and before the Covid-19 pandemic. This analysis establishes as
dependent variables different technologies that are identified with i4.0: cloud computing,
robotics, big data 10T, 3D printer and ICT security. The mission of the analysis is to check
the inclusion of these technologies in the main industrial sectors in Spain (automotive, food
and beverages and machine tools). Their presence is evaluated according to the size of the
company, differentiating between small (10 to 49 workers), medium (50-249 workers) and
large companies (250 and more workers). The 2015 survey only includes data on cloud
computing and ICT security. The 2018 survey adds information on big data, 3D printers and
robotics, and in 2020, in addition to the rest, 10T is also added (Santos, Mufioz, R., D., &
Poveda, 2017; Atria Innovation, 2022; Haviernikova, Klucka, 2019).

As we can see, the data highlights progress in the deployment of ICT security technologies
across the three surveys. Their presence in the industrial sector has risen from 35.2% of
companies in 2015 to 86.8% in 2018 and 95.6% in 2020 (Figure 5). Moreover, it should be
noted that in 2020, these technologies include new forms of protection (biometrics,
encryption, or virtual private network) that were not available in previous years. This high
degree of implementation can be linked to the new protection needs generated by the high
presence of ICTs in the industrial sector (Bilan, Rubanov, Vasylieva, Lyeonov, 2019;
Krajnakova, Vojtovic, 2020; Negro Macho, Tovar Martinez, 2021).

Figure 5: Presence of i4.0 technology in Spanish industries (2015-2020) (percentages)
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Source: Own elaboration by Negro Macho, Tovar Martinez, 2021.

There has also been an increase in the presence of cloud computing among the technologies
used by companies in the industrial sector, albeit with a lower level of implementation.
Indeed, according to the data presented in graph 1, while in the 2015 survey 13 per cent of
companies used cloud services, this figure rises to 18.7 per cent in 2018, reaching 25.1 per
cent in 2020. Meanwhile, the use of 3D printers in the industrial sector seems to be more
limited, although it also shows a slight increase. While 6.41 per cent of companies were using
them in 2018, 8.2 per cent were using them in 2020. It can be seen in Figure 4 that their use is
growing more in larger companies; moreover, it can be observed that the companies that use
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their own 3D printers are more often the larger ones, while the smaller ones tend to use 3D
printing services provided by other companies (Negro Macho, Tovar Martinez, 2021,
Gruzauskas, Baskutis, Navickas, 2018).

In the case of robotics technologies and big data analytics, the survey data do not indicate that
their uptake has increased significantly between 2018 and 2020. In 2017-2018, 24.1 per cent
and 7.8 per cent of firms used these technologies, respectively (figure 4). The figures for the
2020 survey (19.3 per cent and 6.4 per cent) suggest a small decrease in the percentage of
enterprises using these technologies. In terms of the deployment of robotics in industries,
there is some decline between 2018 and 2020, from 24.1 per cent of companies to 19.3 per
cent. This decline is led by companies using service robots (for warehouse management tasks,
cleaning or waste disposal, transport of people or goods, surveillance and security or
inspection), from 25 per cent to 22 per cent. However, the percentage of companies using
industrial robots remains the same (89.4 per cent in 2018 and 90.8 per cent in 2020) (Guide to
business in Spain, 2022; Belas, Gavurov, Cepel, Kubak, 2020).

Finally, in the 2020 survey, information is available for the first time on the deployment of
loT, with 16.2 per cent of companies in the industrial sector. This technology can be
considered as the core of the digital transformation of industry. The prospects for its
development and deployment by 2025 and 2030 are very high (Joyanes, 2018: 28). So far, it is
the large companies that have most frequently incorporated this technology, although there
are significant differences depending on the sector. The energy and water sectors (CNAE 35-
39) (33.7 per cent) and the coke and oil refining, pharmaceuticals, rubber and plastics, and
non-metallic mineral products sectors (CNAE 19-23) (20.6 per cent) are the ones that have
implemented this technology the most so far. The data therefore show that the uptake of these
disruptive technologies in companies is still limited and suggest that public education efforts
for industrial development have not been successful. However, the specific limitations to
incorporate these technologies in the short term, despite the perceived need to do so, must also
be considered. For the near future, it can be argued that the economic uncertainty linked to the
COVID-19 pandemic may make it difficult to move forward with this type of business
investment (Industria interconectada 4.0, 2020; Sanchez-Uran, Grau Ruiz, 2015; Mura,
Marchevska, Dubravska, 2018 ).

4.1 Approaches of Spanish government

In the business world, production aspects, organisational, commercial, and logistical
innovations and innovations in products and processes are of fundamental importance. In the
2030 Agenda, the EU has set a target for the industrial sector to reach 20% of GDP in each
Member State, although in Spain before the COVID-19 pandemic this sector did not reach
15%. On the other hand, disparities within Member States seem inevitable due to economies
of scale, the high investment required by these technologies and the need for a highly
qualified workforce. In this sense, the main role of public administration and private actors is
to establish a framework within which companies can orient their digitisation strategy (Negro
Macho, Tovar Martinez, 2021). In Spain, the COVID-19 pandemic has interrupted the
pedagogical work that public administrations had carried out until then to promote
digitalisation in companies. Public-private partnerships had focused on raising awareness of
the importance of technological transformation and had set out the basic conditions required
by i4.0. It had also tried to reduce the digital divide in the industrial sector at national level.
On the other hand, in both the short and medium and long term, major lines of aid from the
EU will be implemented, such as the Recovery and Resilience Funds, Horizon Europe or the
Just Transition Fund and Digital Europe. In this way, public institutions are seeking to boost
those sectors with a large weight in GDP, such as the automotive sector, but without leaving
behind other sectors such as agro-industry, aeronautics and machinery and tools (Atria
Innovation, 2022; Negro Macho, Tovar Martinez, 2021).
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4. CONCLUSION

In the face of the problems caused by automation, there are pessimistic and optimistic
thinkers. On this issue, it is preferable to abandon catastrophic approaches (while still
analysing them) and to see the advantages of technological advances that can increase
workers' productivity and spare them from heavy and unhealthy tasks. The impact of new
technologies creates the need to adopt more flexible models of employment contracting,
which adapt to the time of each company and - at the same time - ensure the quality of life of
the worker. It should be borne in mind that the "uberisation” of economic activity crosses
borders that are difficult to control, not least because it operates in very different contexts.
And, as it is expanding, its functioning needs to be assessed. While the world of work is
changing and the economy tends to be global, social, and political institutions remain local,
regional, or national, and forms of labour agreements emerge from both public and private
actors. Social dialogue is needed to address these new problems. We can conclude with the
phrase mentioned above, countries must renew or die in the face of industrialisation, as it is
expected to advance by leaps and bounds in the years to come.
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DEVELOPMENT OF HUMAN RESOURCES IN THE ENTERPRISE AS A
PREREQUISITE FOR SUSTAINABLE DEVELOPMENT OF THE
ENTERPRISE.

Katarina KRALOVA*!

Abstract: The paper focuses on the area of human resource development today, where the issue of
sustainable development resonates at all levels of business management and where the essence of
sustainable development is to define sustainability correctly. This mainly requires the formulation of
principles and measures to improve and maintain conditions from an economic, social and
environmental point of view. The role of managers in companies is to set corporate strategies in such
a way that they are acceptable in terms of sustainability objectives and that they can be implemented
through active interventions.  Therefore, in this paper we have focused on the current trends,
directions and tendencies in the development of organizational management and its impact on the
policies, methods, processes and practices of human resource development of the enterprise. The aim
of the paper is to sketch a picture of possible changes in the field of human resource development, in
the context of sustainable development of today's modern enterprise.

Key words: human resources, sustainable development, human resource development
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1. INTRODUCTION

The effects of natural resource depletion on economic growth were already the subject of
research in the early nineteenth century, but it was not until the 1930s that formal theories in
this area began to emerge, with the first theory of exhaustible resources being presented by
Hotelling (1931).( Mojzis,et.al.,2007) Issues of economic growth are inevitably linked to
questions of the availability and value of the resources needed to realise it. Relevant from this
perspective are the issues of scarcity, substitutability and complementarity of resources, and
consequently the implications of their use. ( Mojzis,et.al.,2007) This situation of resource
scarcity is due to the lifestyles of previous generations and the current population, which have
gradually contributed to the fact that the Earth is currently unable to renew the natural
resources that are so necessary for production. The intensity of humanity's economic activity
also has a significant impact on climate change. A continuation of the current trend of
economic activity and behaviour of many inhabitants would lead to an unsustainable system,
increased labour migration, conflicts over resources and many other social defects and unrest.
(Slobodova, Mitrikova, 2020) This is why sustainability has begun to receive global attention.
The concept of sustainable development began to emerge in the late 1970s and especially
during the 1980s. In addition to the sustainable use of resources by society and business, this
concept also deals with environmental and social conditions that should clearly ensure the
sustainability of the environment as well as socio-economic development itself. This therefore
requires innovative approaches to sustainable development to be actively applied at all levels
of business management and the economy as a whole. (Lou¢anova, Parobek, 2014) And what
is sustainable development anyway? Before business managers start to actively apply new,
modern and innovative approaches in the development of human resources in the company,
they should understand what sustainable development actually is and how to incorporate it
into corporate strategies. The task of today's business managers is to define the elementary
objectives of sustainability so that they are acceptable and can be actively implemented in the
company, and thus not just remain empty phrases. It is important to realise that entrepreneurs,
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managers and, last but not least, humanity as a whole can benefit greatly from the
development of modern businesses capable of achieving efficient and sustainable
development. Some definitions of sustainable development:

e development that meets the needs of the present generation without compromising the
ability of future generations to meet their own needs,

e is an organizing principle that accommodates human development goals while seeking
to maintain the ability of natural systems to provide the natural resources on which the
economy and society depend,

e is a state of society where living conditions and resource use continue to meet human
needs without compromising the integrity and stability of the natural system.( Rusko,
Ferencz, Kollar, 2018)

In the recent past, alongside neoclassical growth theories, theories of endogenous economic
growth have also been developed, which saw the source of economic growth in human
capital. The traditional instruments of corporate competitiveness, linked to technological
development, innovation and standardisation of activities, are gradually being exhausted. The
development of human resources in organisations is becoming increasingly important as one
of the most important competitive weapons is the knowledge potential of people. Nowadays,
the intellectual, emotional and social commitment of the company's employees is also
important. The term human resources has been introduced in an attempt to emphasize the
importance of people as a key factor of production, a determinant of the utilization of every
factor of production of an organization. Employees should be seen as a source of future
value - intellectual capital. Intellectual capital includes employee knowledge and experience,
research and development, technology, organisational structure, marketing, customer and
supplier networks and software. (Dvoiakova, et.al., 2012), The main challenge in developing
human capital is to ensure maximum value for money from the investment made. Because
their appreciation ultimately depends on the personal will and willingness of employees, their
intrinsic motivation, ethical principles and morale.

2. OBJECTIVE AND METHODOLOGY

The aim of the paper is to try to identify and in particular to point out the changes that need to
be implemented in the development of human resources of the enterprise, which are caused by
the current trends in the economic and social life of economies resulting from the shortage or
even significant decline of natural non-renewable resources. This fact requires a change of
approach and to start applying new methods, ways and procedures of working with human
resources in the enterprise. In fact, there is a statistically significant relationship between
sustainable business conduct in society and the transfer of these principles of the concept of
sustainable business development to the employees of the enterprise, so that the
competitiveness and performance of the enterprise are not compromised. These are essentially
the challenges for today's new millennium businesses. In this paper, based on the literature
search and the conclusions of the empirical studies conducted, we want to find out what are
the directions, focus and future needs of human resource development in the context of
sustainable development. The paper can then be the basis for further research activities aimed
at assessing the level of sustainability of enterprises in relation to human resource
development. In our reflections and efforts to identify new challenges in the process of
enterprise human resource development, we have framed the enterprises of the current
millennium into three groups as stated in the studies of Sinkova see. Figure 1. (Blstakova,
2014), The enterprises are divided according to two dimensions that aptly characterize the
way they do business. Sinkova divided enterprises into orange, blue and green. We will focus
exclusively on green enterprises in our paper, as green enterprises are organizations that aim
for long-term sustainable development.
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Figure 1: Three types of new millennium organisations according to selected dimensions
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Source: processed by Sinkova,V., Blstikova, J. (2014), Contemporary challenges of managing people to new
generation of HR specialist. In: 2" International Scientific Conference Economics and Business Management in
the 21% Century, Ostrava 2014, str. 314-322

3. DISCUSSION

When the principle of sustainable development is applied in the corporate sphere, it means for
companies to take actions that meet business objectives and meet current and future societal
expectations. (Ayuso, Navarrete-Baez, 2017) In the postmodern era of industrialization,
sustainable business performance is essential for success in a competitive environment.
(Haseeb et al., 2019) The concept of sustainability should become an important part of
corporate strategy design, management and development in order to maximize enterprise
value. Enterprise sustainability can only be achieved if the enterprise achieves a synergistic
combination of all its resources, including human ones. Maximising the use of human
resources is essential for maintaining and enhancing the competitiveness of the enterprise and
sustainable development. The work of people and their continuous development in the
enterprise are to be actively managed. Thus, if an enterprise does not use the potential of its
employees, not only will it not achieve satisfactory results, but in the current highly
competitive environment, its very existence will be threatened and its ability to maintain
sustainable development may be forgotten. Here we see the importance and relevance of
human resources in the enterprises of the present modern millennium. We can state that the
value of human resources lies in their almost unlimited potential and also in their dynamic
nature. Therefore, if we approach rationally and effectively to the development of human
resources as one of the tools of sustainability of the enterprise, we can gain a perfect
competitive advantage, but at the same time underestimation of their development can
become fatal to the enterprise. Human resource development is a function of corporate
management that recognizes that the transformative power of human resource development
lies in its ability to create innovative and radical solutions to real-world problems. The
essence of the new modern enterprise human resource development is primarily to identify the
potential for improvement of existing human resources. This can then be seamlessly followed
by a process of sharing the goals and values of the enterprise, a process of understanding what
is to be achieved in the enterprise, and a process of developing employees to achieve the
enterprise's goals, in this case primarily in the area of enterprise sustainability. Human
resource development must therefore respond proportionately to the changing corporate and
societal environment. This is understood by green enterprises that aim for long-term
sustainable business. These enterprises promote collectivism in their internal structures. And
their norms of expected employee behaviour follow from this. And this, of course, also
significantly influences the approach to human resource development in the enterprise. Such
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enterprises are generally advocates of corporate social responsibility with a diverse range of
activities. In particular, the sustainable development priorities of these enterprises are:
reduction of disparities, responsible consumption and production, decent work, economic
growth, innovation, gender equality, no poverty, quality education, health, life expectancy,
clean water, affordable and clean energy, and they subordinate their behaviour to these
priorities. A typical employee of a green enterprise should be sincerely identified with the
values of the organisation (transparency, sustainability, social responsibility...), highly
committed and convinced of the benefits of doing business. Hence the need for :
e encourage innovative and proactive employee behaviour, e.g. through talent
management, knowledge management, incentivisation, bailing or mentoring,
e building a background for the creation of quality collegial relationships between
employees, developing collectivism, teamwork,
e develop skills and encourage new challenges and solutions to current corporate issues,
e stimulate the intellectual, emotional and social commitment of employees,
e develop employee focus on performance, stimulate employees' ability to identify with
their work, develop and use creativity,
e develop a positive attitude towards their work, identify with the outcome and purpose
of their work,
e to increase employee commitment and pride, and to strengthen their belonging to the
company.

These are today's challenges for human resource development in companies applying the
concept of sustainable development. However, we must also point out two significant
problems that enterprises are currently facing, which are also becoming a key issue in
enterprises and may limit the enterprise's ability to thrive in the future, let alone to build and
develop the principles of sustainable development. It is:

e insufficient number of trained staff and their lower adaptability in the context of the
introduction of modern trends in the concept of sustainable development

¢ the negative demographic trend and the associated increasing proportion of older age
groups among employees of enterprises.

4. CONCLUSION

In conclusion, we can say that today many companies, when adopting corporate
strategies that affect their future direction, are already aware of the importance of
sustainability and long-term perspective, which, among other things, will contribute not only
to the development of the company, but also to the development of the whole society. These
facts are of course also reflected in the development of human resources, which are the basis
for the success of sustainable growth of the company. We consider the concept of
sustainability at the micro level to be particularly complicated and debatable, so in this paper
we have tried to present the theoretical approaches of sustainable development in enterprises
in the context of human resource development. The elaborated literature search and the
conclusions of selected empirical studies can subsequently serve as a basis for further research
activities.
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TRH PRACE V UCIVE ZAKLADNYCH SKOL V SLOVENSKEJ REPUBLIKE

THE LABOUR MARKET IN THE CURRICULUM OF PRIMARY SCHOOLS IN
THE SLOVAK REPUBLIC

Danka LUKACOVA*

Abstrakt: Jednym z cielov inovdcie obsahu vzdeldvania na zakladnych skoldach v roku 2015 bola
priprava absolventov, ktori maju nielen zakladnu gramotnost’ potrebnii pre Zivot a dalSie Studium na
strednych Skoldch, ale ktori sa dokazu tiez uspesne orientovat na trhu prace. Prispevok sa zaobera
zaradenim problematiky trhu prdce do uciva na zakladnych skoldach v Slovenskej republike. Pozornost
je venovana analyze Skolskych dokumentov — inovovaného Stdatneho vzdeldavacieho programu a
obsahovych a vykonovych Standardov pre jednotlivé vyucovacie predmety, resp. vzdelavacie oblasti.
Bolo zistené, Ze problematika trhu prdce je zaradend predovsetkym do vzdeldvacej oblasti Clovek a
svet prdce, pricom taziskom problematiky je orientdcia Ziaka na trhu prdce z pohladu jeho profesijnej
orientacie, ktord zacina vyberom strednej skoly.

Kruacové slova: trh prace, zakladna skola, ucivo

Abstract: One of the goals of the innovation of the content of education in primary schools in 2015
was the preparation of graduates who not only have the basic literacy necessary for life and further
studies in secondary schools but who can also successfully navigate the labour market.

The paper deals with labour market issues in the curriculum at primary schools in the Slovak
Republic. Attention is devoted to analysing school documents - the innovative state educational
program and content and performance standards for individual teaching subjects, respectively for
educational areas. It was found that the labour market issue is included primarily in the academic
field of Man and the world of work. In contrast, the focus of the matter is the student's orientation on
the labour market from the point of view of his professional orientation, which begins with choosing a
secondary school.

Key words: labour market, primary school, curriculum

JEL Classification: 121, J24, 128

1. UVOD

Stucasné trhy prace sa vyznacujii vysokou dynamikou, ktord sa dotyka vSeobecnych i
Specifickych kvalifikaénych poziadaviek na pracovnikov a ich schopnosti, organizaciu
produkcie, typy produktov. Zaroven sa pritom zvySuji poziadavky na produktivitu, kvalitu i
diverzifikaciu produkcie, na obmedzenie relativnych nakladov produkcie. Postavenie
pracovnikov na trhu prace je zavislé predovSetkym na ich schopnosti permanentne sa
adaptovat’ na tieto do istej miery rozporné naroky (Sirovatka et al, 2009).

Byt adaptabilny a vyznat’ sa v zloZitom trhu prace je namédhavé pre vSetkych pracovnikov,
ktori su sucastou toho trhu. Pre nastupujlicu generaciu — generaciu ziakov, ktori su eSte v
priprave na svoje povolanie na jej zaciatku, na zakladnej Skole, to nie je o ni¢ l'ahSie. Pre
ziaka zakladnej Skoly je zloZité vyznat sa v zloZitom pracovnom procese a v jednotlivych
pracovnych oblastiach a konkrétnych povolaniach (Feszterova, 2018). Ziak ma taZkosti
zhodnotit’ svoje schopnosti a d’alSie predpoklady pre urcité povolanie. Jeho zaujem o vybrany
odbor na strednej skole je preto 'ahko ovplyvnitelny viacerymi faktormi (Ardies et al, 2015;
Kozik, 2013; Prucha, 2009; Hrabinska et al, 2015; Haile, 2017, Trexima, 2019). Podla
vyskumu Tomkovej (2019) najvacsi vplyv na vyber strednej Skoly Ziaka maju jeho rodicia

82 doc. PaedDR., PhD., Univerzia Konstantina Filozofa v Nitre, Tr. A. Hlinku 1, 949 01 Nitra, e-mail:
dlukacova@ukf.sk
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(31 %). Tieto zavery potvrdzuju aj vyskumy inych autorov, ktori tvrdia, Ze vplyv rodinného
zazemia na vol'bu strednej Skoly je u ziakov zakladnych §kdl zasadny. Vol'ba typu stredného
vzdelania je ovplyvnena viacerymi faktormi, okrem prospechu, vlastnych ambicii a $tudijného
zaujmu hra vyznamn® ulohu aj rodina a socidlne okolie (Trhlikova et al, 2008). Vplyv
vychovného poradcu je v tomto kontexte zanedbatelny. Pritom vychovny poradca je primarne
uréeny na kariérové poradenstvo ziakov. Viaceri odbornici namietaju, ze vychovny poradca
nie je zamestnanec so psychologickym vzdelanim, nedisponuje Ziadnymi Standardizovanymi
meracimi nastrojmi. Skolsky psycholég méze $tandardizované nastroje orientatne pouzit,
tazisko jeho prace v oblasti kariérneho poradenstva by vSak malo byt najmi v prevencii
problémov v kariérovom rozhodovani sa ziakov, a to prostrednictvom rozvijacich programov
(Gatial, 2017). Vysledky vyskumov ukazuju, Ze je potrebné podstatne viac rozvijat’ kariérové
poradenstvo na Skolach, venovat' pozornost’ nielen detom s vychovnymi a vzdelavacimi
problémami, ale zamerat’ sa na tie, ktorych ambicie nezodpovedaju ich Studijnym moznostiam
(Trhlikova et al, 2008). Avsak nie kazda skola zamestnava Skolského psychologa a aj tam,
kde skolsky psycholog v skole pracuje, nema casto dostatoné kapacity na to, aby sa venoval
vsetkym ziakom pri ich profesijnom rozhodovani

Z hladiska individudlnej spokojnosti Ziaka aj vyuzitia spolofenského potencidlu je pritom
podstatné, aby zvolena vzdelavacia draha, uroven ziskaného vzdelania i vyS$tudovany odbor
¢o najviac zodpovedali moznostiam a zdujmom ziakov ako aj poziadavkam aktudlneho trhu
prace (Trhlikova et al, 2008).

Z tohto dovodu je dolezité, aby sa ziaci uz pocas zdkladného vzdelavania mali moznost
zozndmit’ sa so ,,zlozitostami* fungovania trhu prace veku primeranych sposobom. V naSom
prispevku sme sa rozhodli urobit’ sondu do obsahu vzdeldvania zdkladnych $koél a zistit’, ako
su zakomponované poznatky o trhu prace do uciva ziakov zakladnych skol.

2. CIEL, A METODOLOGIA

Cielom vyskumu bolo zistit', v ktorych vyucovacich predmetoch na zakladnych Skolach su
zakomponované poznatky o trhu prace. Predmetom nasho vyskumu bol inovovany Statny
vzdelavaci program (iSVP) pre zékladné koly, ktory formuluje zékladné ciele vzdelania na
zakladnych Skolach a vymedzuje obsah uciva v jednotlivych ro¢nikoch  vyucovacich
predmetoch. Tento dokument sa formalne &leni na dva: Inovovany SVP pre 1.stupen ZS a
Inovovany SVP pre 2.stupeti ZS. Statny vzdelavaci program predstavuje zavizny narodny
rimeC pre primarne a niZdie stredné vzdelanie (1. a 2. stupeit ZS). Prilohami $tatnych
vzdelavacich programov st obsahové a vykonové Standardy predmetov, ktoré st zaradené do
Osmich vzdelavacich oblasti: Jazyk a komunikédcia, Matematika a praca s informéciami,
Clovek a priroda, Clovek a spolo¢nost, Clovek a hodnoty, Clovek a svet prace, Umenie a
kultira, Zdravie a pohyb. V tychto zadkladnych dokumentoch, ktoré vymedzuji obsahy
vyucovania, sme hl'adali klI'ai¢ové slova, ktoré charakterizuju dant problematiku. Zvolili sme
slova ,.trh* a ,,povolanie“. Tieto vyrazy sme potom hladali vo vSeobecnej charakteristike
oboch Statnych vzdelavacich programov ako aj v obsahoch vyucovacich predmetov. Obsah
jednotlivych vyucovacich predmetov vymedzujii obsahové a vykonové Standardy. Na 1.
stupni ZS sme analyzovali obsahové a vykonové §tandardy 16 predmetov, na 2. stupni to bolo
18 vyucovacich predmetov.

3. VYSLEDKY A DISKUSIA

Zistili sme, ze explicitne je ucivo tykajuce sa trhu prace spomenuté na 1. stupni zakladnej
skoly iba vo vzdelavacej oblasti Clovek a svet prace, kde sa pri vymedzeni ciel'ov vzdelavacej
oblasti hovori: Ziaci sa stretdvajii s délezitou zlozkou nevyhnutnou pre uplatnenie sa cloveka
v realnom Zivote a na trhu prdce. Spoznavaju a vyuzivaju technické materialy, konStruuju,
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Spozndvajui zaklady stravovania a pripravy jedal, ludové tradicie a remesld, povolania a
ziskavajii prvé skiisenosti zo sveta prace. (ISVP pre 1. stupenn ZS) V ostatnych vzdelavacich
oblastiach sa v ich ciel'och nestretavame s problematikou trhu prace. Pri analyze obsahovych
a vykonovych Standardov jednotlivych predmetov sa vSak pojem povolanie objavil aj v 2.
ro¢niku v predmete prvouka. Obsahom predmetu podla tohto dokumentu maji byt okrem
iného aj povolania 'udi (lekar, ucitel’, vedec, strojnik, pekar, masiar, obchodnik a i.)

Obsah Vzdelavacej oblasti Clovek a svet price sa na 1. stupni zakladnych 8kol realizuje
V predmete pracovné vyucovanie v 3. a 4. ro¢niku. Obsah vzdeldvania ziakov tam v suvislosti
S témou trhu prace zahma:

3. ro¢nik: ucenie, povolanie, praca; vyznam ucenia sa k priprave na budice povolanie,

4. ro¢nik: technické vynalezy a ich vplyv na vyber povolania, povolania buducnosti v
suvislosti s novymi vynalezmi, pracovné prilezitosti v regione, najziadanejSie povolania.

Z uvedeného je mozné konstatovat’, Ze problematika trhu prace na 1. stupni zakladnych $kol
je predovsetkym doménou vzdelavacej oblasti Clovek a svet prace.

Na 2. stupni zakladnych §kdl je problematika trhu prace planovana vo dvoch vzdelavacich
oblastiach: Jazyk a komunikacia a Clovek asvet prace. V ramci vzdelavacej oblasti Jazyk
a komunikdcia sa predpoklada u ziakov dobré zvladnutie jazykového uciva a najmd
komunikacnych kompetencii, co vytvara predpoklad na rozvinutie schopnosti uspesne Sa
uplatnit' na trhu prdace a v sukromnom zivote, podporuje otvorenejsi pristup k ludom
umozinuje poznavat odlisnosti v sposobe Zivota ludi inych krajin a ich odlisné kulturne
tradicie (iISVP pre 2. stupeti ZS). Napriek takto stanovenému cielu vzdelavacej oblasti
v obsahu predmetov slovensky jazyk a literatira ako aj v obsahovych a vykonovych
Standardoch cudzich jazykov nenachadzame pojmy trh prace a povolanie. Vo vzdelavacej
oblasti Clovek a svet prace Ziaci spozndvajii trh prace aj z hladiska ich budiicej profesijnej
orientdcie, spoznavaju redlne podmienky trhu prdce, moderné stroje a zariadenia, funkciu
zakladnych bytovych instaldcii (iSVP pre 2. stupen ZS).

Napriek tomu, Ze ostatné vzdelavacie oblasti nedeklaruji vo svojich cieloch vzdeldvanie
v oblasti trhu prace ¢i povolani, v predmete informatika (vzdelavacia oblast Matematika
apraca s informaciami) sa takéto u¢ivo nachadza v 8. ro¢niku, konkrétne: informatika ako
povolanie, informatika v povolaniach (napr. aj v dizajne a v architekture, v obchode, vo
financiach) av predmete obcianska nauka v 9. ro¢niku, konkrétne: volba povolania,
sposobilost' na povolanie, profesijna orientacia.

VSsetky ostatné obsahy uciva viaZuce sa k problematike trhu prace tak ako sme ich vymedzili
Vv tivode su predmetom vzdelavacej oblasti Clovek a svet prace. Zaradené su v 7. - 9. ro¢niku
ZS v predmete technika nasledovne:

7. roénik ZS:
e trh price — povolanie l'udi, druhy pracovisk, pracovnych prostriedkov, pracovnych
objektov, charakter a druhy pracovnych Cinnosti,
o kuvalifika¢né, zdravotné a osobnostné poziadavky, rovnost prileZitosti na trhu prace ,

e moznosti vzdeldvania — napli ucebnych a Studijnych odborov, prijimacie skusky,
informécie a poradenské sluzby,

e zamestnanie — pracovné prilezitosti v obci (regione), sposoby hl'adania zamestnania,
pisanie zivotopisu, motivacného listu, pohovor u zamestnavatela, problémy

nezamestnanosti, Urady prace, prava a povinnosti zamestnancov a zamestnavatelov
(iSVP pre 2. stupen ZS).
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8. ro¢nik ZS:

e vol'ba profesijnej orientacie — zakladné principy, sebapoznavanie, osobné zaujmy a
ciele, telesny a zdravotny stav, osobné vlastnosti a schopnosti, sebahodnotenie, vplyvy
na vol'bu profesijnej orientacie,

e informacna zékladna pre volbu povolania, praca s profesijnymi informaciami a
vyuzivanie poradenskych sluzieb (iSVP pre 2. stupen ZS).

9. ro¢nik ZS:

e volba profesijnej orientacie — zakladné principy, sebapoznavanie, osobné zaujmy a
ciele, telesny a zdravotny stav, osobné vlastnosti a schopnosti, sebahodnotenie, vplyvy
na vol'bu profesijnej orientacie,

e informac¢na zakladha pre volbu povolania, praca s profesijnymi informaciami a
vyuzivanie poradenskych sluzieb,

e podnikanie — druhy a Struktira organizacii, najcastejSie formy podnikania, malé a
stredné podnikanie (iSVP pre 2. stupeni ZS).

Z obsahu vzdelavania uréeného pre jednotlivé ro¢niky vidime, Ze problematika trhu prace je
zamerand na zdkladnych skolach predovsetkym na rozhodovaci proces ziaka v suvislosti
s jeho budiicim povolanim. Ziaci sa viak predsa len majii moznost zozndmit' s moznostami
zamestnania VO svojom regidne, s niektorymi problémami nezamestnanosti ako aj
s moznostami podnikania. Uvedené obsahy vzdelavania su pre zdkladné Skoly zavédzné
a musia byt odu¢ené v plnom rozsahu. V ramci vzdelavacej oblasti Clovek a svet prace moze
Skola eSte do obsahu vyucby vybrat’ niektoré z tém, ktoré st zaradené do tematického okruhu
Ekonomika domacnosti. V tomto tematickom okruhu su tiez témy suvisiace s trhom prace.
Nie st uréené pre konkrétny roénik ZS, mozu byt’ zaradené do 'ubovolného ro¢nika od 5. po
9. ro¢nik. Obsahovo su zamerané na témy:

e trh prace — povolanie l'udi, druhy pracovisk, pracovnych prostriedkov, pracovnych
objektov, charakter a druhy pracovnych ¢innosti, kvalifikacné, zdravotné a osobnostné
poziadavky, rovnost’ prilezitosti na trhu prace,

e moznosti vzdelavania — napln ucebnych a Studijnych odborov, prijimacie skusky,
informécie a poradenské sluzby,

e zamestnanie — pracovné prilezitosti v obci (regione), sposoby hl'adania zamestnania,
pisanie Zivotopisu, motivaéného listu, pohovor u zamestndvatela, problémy
nezamestnanosti, Urady prace, prava a povinnosti zamestnancov a zamestnavatel'ov,

e volba profesijnej orientacie — zakladné principy, sebapoznavanie, osobné zaujmy a
ciele, telesny a zdravotny stav, osobné vlastnosti a schopnosti, sebahodnotenie, vplyvy
na vol'bu profesijnej orientacie,

e informac¢nd zakladha pre volbu povolania, praca s profesijnymi informaciami a
vyuzivanie poradenskych sluzieb,

e podnikanie — druhy a Struktura organizacii, najcastejSie formy podnikania, malé a
stredné podnikanie,

e sustava povolani - narodnd sustava povolani, narodné Standardy zamestnani, register
zamestnani, karta zamestnania plan profesijného rozvoja.

Ak vSak porovname témy zaradené do tohto tematického okruhu, méZeme pozorovat’, ze su
vsetky totozné s povinnymi témami vyucovanymi v 7. — 9. ro¢niku, okrem témy zameranej
na sastavu povolani. Takze ucivo naviac, ktoré moézu Skoly pontknut’ ziakom, predstavuje iba
tato jedina téma. Je pritom vel'mi pravdepodobné, Ze narodnu sustavu povolani (NSP), karty
jednotlivych zamestnani ucitelia pouzivaju pri vyucbe témy informacna zakladna pre volbu
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povolania, nakol’ko uvedené informécie st sucCastou celostatneho, jednotného informacného
systému opisu Standardnych narokov trhu prace na jednotlivé pracovné miesta. NSP urcuje
poziadavky na odborné zru¢nosti a praktické skusenosti potrebné na vykonavanie pracovnych
¢innosti na trhu prace. Jej centrom je Register zamestnani tvoreny z narodnych Standardov
zamestnani, ktoré opisuju poziadavky zamestnavatelov kladené na kvalifikovany vykon
zamestnani (Narodn4 sustava povolani).

4. ZAVER

Miera nezamestnanosti na Slovensku v roku 2021 dosiahla 6,8 %. Najviac sa zvysili pocty
tych l'udi bez préce, ktori naposledy pracovali v obchode a stavebnictve. Vyrazne sa znizil
pocet nezamestnanych, ktori naposledy pracovali v oblasti priemyslu. Na Slovensku ma
dominantné postavenie automobilovy, elektrotechnicky a strojarsky priemysel. Vyznamné
postavenie na trhu prace zaujal aj sektor informa¢nych a komunika¢nych technologii a sektor
centier zdiel'anych a podnikovych sluzieb (Europska komisia, 2021).

Jednym z taziskovych socidlno-ekonomickych vplyvov na trh prace je vplyv Stvrtej
priemyselnej revolucie — priemyslu 4.0. Nové technologie a ich zavadzanie do praxe so sebou
prinasaju obavy, Ze praca l'udi bude nahradzana strojmi. Tieto obavy su podporované
mnohymi domacimi a zahrani¢nymi §tidiami, ktoré SR vnimaju ako jednu z najohrozenejSich
krajin z hladiska ndhrady pracovnych sil automatizaciou. Vyplyva to prave z dominantné¢ho
postavenia automobilového, elektrotechnického a strojarskeho priemyslu v ekonomike
krajiny. OECD predpoveda Slovenskej republike ohrozenie pracovnych miest automatizaciou
na urovni cca 60 %. Tento udaj potvrdzuju aj d’alSie zahrani¢né stadie, ktoré zaraduju SR
medzi krajiny s najvy$s§im podielom ohrozenych pracovnych miest (Hrnéiar, M., 2022). V
tejto stvislosti je nevyhnutné pripravovat budtcich pracovnikov, dneSnych ziakov
zakladnych §ko6l na zmeny na trhu prace, ktoré sa v najblizSom obdobi uskutocnia. Uz Ziaci
zakladnych $koél musia mat’ zdkladné informadcie o trhu prace, o povolaniach, ktoré zaniknu a
naopak o povolaniach, ktoré rozvojom niektorych odvetvi hospodarstva vznikaju (napr. herny
priemysel), aby vedeli planovat svoju profesijni dréhu, ktora zafina vyberom spravnej
strednej Skoly. Rodicia ziakov, ktori najviac zasahuju pri nerozhodnosti Ziaka do vyberu
strednej Skoly, Casto sami nepoznaji nové moznosti, ktoré sa ziakom zmenou trhu prace
otvaraji a nevedia ich nasmerovat’ na spravny Studijny (ucebny) odbor. Preto je potrebné na
zakladnej Skole pracovat’ nielen so ziakmi, ale aj s ich rodi¢mi, resp. pravnymi zastupcami
ziakov tak, aby vyber strednej Skoly nebol pre Ziaka stresom, ale ukézal mu prileZitosti pre
rozvoj jeho schopnosti a mozZnosti budiceho zamestnania, ktoré bude prinosné pre
spolocnost’.

Dodatok

Tento prispevok bol vytvoreny v ramci projektov KEGA 014UKF-4/2020 a KEGA 012UKF-
4/2020.
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THE BENEFITS OF DIGITALIZATION FOR THE LABOUR MARKET
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Abstract: Digitalization in the context of Industry 4.0 (digital revolution, smart industry, digital
economy and more) confronts the world of work with many serious issues. Digitalization and robotics
are not a challenge of the future, but already exist and are present in real time. New technologies,
automation and digitalization have an influence on the quantity and quality of work, but also on the
form and nature of work. As a result of the developments outlined above, we can expect a decreasing
capability of employees to win the competition against technology. Technological change proves to
have two important impacts — it is eliminating some jobs by replacing human workforce with robots,
and it is changing the skill requirements of workers in many occupations. This will affect labour
markets and social security systems at various levels, such as the availability of workforce, the need
for new job skills or the maintenance of social standards. Threats can also be found in the shortage of
skilled workforce, in the deficit of education for the needs of the labour market, the lack of
adaptability and flexibility of the education system and also the unwillingness to learn.

Key words: Industry 4.0, digitalization, labour market, employees, competences

JEL Classification: J08, J23, J24, O33

1. INTRODUCTION

Digitalization today affects all areas of human activity. The development and implementation
of digital technologies is facilitating the automation of processes in most industries, as well as
the replacement of physical service channels with digital ones, which can lead to structural
unemployment. Thus, in the short term, labor supply will not match the demand. (Halal et al.,
2016; Dorn & Hanson, 2018; Kudryavtseva, Skhvediani & Arteeva, 2019).

Technological advances are changing demand and supply in the labor market and a new
model of work and employment called Industry 4.0 is emerging (Kudryavtseva, Skhvediani &
Arteeva, 2019). This model is being implemented in a market area that is saturated with
digital technologies and includes not only potential opportunities but also risks associated
with structural changes in the economy and changing human resources requirements. This
makes work activities more transparent, expands the practice and boundaries of using digital
technologies to solve work tasks, and creates opportunities for continuous learning, leading to
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improved quality of work resources and increased demands on them (Glukhov & Vasetskaya,
2017; Sizova & Khusiainov, 2017; Brambilla & Tortarolo, 2018; Kudryavtseva, Skhvediani
& Arteeva, 2019).

The digital environment favors skills that are complemented rather than replaced by
automation. Education systems have so far been rather slow to respond to this challenge. In
addition, the pace of change caused by the spread of innovation is so high that it leads to
constant fluctuations in the demand for employee competencies and skills (Bataev, 2017). As
a result, employees are challenged to continuously improve their skills and acquire new
competencies throughout their careers. This is already happening in many countries whose
economies are going through digitalization (Glukhov & Vasetskaya, 2017; Sizova &
Khusiainov, 2017; Brambilla & Tortarolo, 2018; Kudryavtseva, Skhvediani & Arteeva, 2019).

1.1 Industry 4.0 and digitalization

The world of Industry 4.0 is built on people, machines, equipment, logistics systems, and
products being able to communicate and collaborate directly with each other. Everything is
moving towards total networking. The reason for this is the use of vast amounts of previously
uncapturable information to make significantly faster and more correct decisions. The tight
integration of products, equipment, and people increases the efficiency of production
machines and equipment, reduces costs, and saves resources. Intelligent tracking and
transparent processes provide companies with continuous visibility that enables them to react
quickly and flexibly to changes in the markets (Lukag, 2022).

This approach allows machines and devices to operate autonomously and efficiently, it also
facilitates communication between machines and humans regardless of their location, and
allows multiple devices to interact. Through these interactions, all stakeholders in the
organization's environment (suppliers, manufacturers, and consumers) can obtain and jointly
analyze data on products and production, supply processes (Velasquez, Estevez, & Pesado,
2018).

Industry 4.0 represents a massively disruptive and dynamic change entering the industry. The
driving force behind these changes is digitalization, which will affect all areas of our lives. It
is about the digitization of products, business processes, including services. Therefore, it is
built on digital technologies, Product Lifecycle Management (PLM), Big Data, Artificial
Intelligence, Sensors, and the like (KordoSova, 2021). Today's digital technologies support
progress and growth in education in particular. People need a wide range of abilities,
competences and skills to adapt to this 'digital age'. Therefore, concepts of digital literacy are
emerging in the context of the development of ICT.

1.2 Digital literacy

Digital literacy involves more than just the ability to use software or operate a digital device.
It aims to encompass the wide range of complex cognitive, motor, sociological, and emotional
skills that users need to function effectively in a digital environment (Luka¢, 2022).

In particular, information technology literacy includes (Kollar, Polakovi¢ & Gasperova, 2015;
Lukag, 2022):
o practical skills and knowledge that enable us to use each technology effectively,
e the ability to gather, analyze, critically evaluate and apply information using
information and communication technologies,
¢ the capability to use ICT in a variety of contexts and for a variety of purposes based on
an understanding of terms, concepts, systems, and operations,
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o the knowledge, skills, abilities, attitudes, and values that lead to the responsible and
safe use of information and communication technologies,

e the ability to accept and critically evaluate new information and communication
technology initiatives, to understand the rapid development of technologies, their
relevance to personal development, and their impact on society.

According to Bradi¢-Martinovica (2018), a digitally literate population is one of the main
conditions that must be met for a digital society to be successful. Digital literacy is one of the
eight key competencies for lifelong learning and development in a modern, global,
information, and digital society (Lukag¢, 2022).

1.3 Technologies and dehumanization

Industry 4.0 is transforming the labor market, leading to a demand for new skills and the
digitization of jobs that the workforce has traditionally performed (Eberhard et al, 2017).

The use and analysis of big data, the use of sensors, robots, and new technologies, are
providing new opportunities to increase the overall productivity of the production system.
Nevertheless, it is essential to apply new working approaches to the main elements of
manufacturing systems (Eberhard et al, 2017; Behrendt, 2017):

e technigue and methods (processes and resources),

e management (organization and performance measurement),

e people (skills, thinking, and behavior).

Industry 4.0 is not only expected to reduce the number of manual jobs but also to create new
jobs that are more flexible and less physically exhausting. It is necessary to capture the
essence of the interdependence of technology rates with other aspects of the process. The
essence of Industry 4.0 innovation is the interconnection of technological components and the
human workforce interacting with each other at an unprecedented rate (Porubc¢inova et al,
2021).

New technological trends such as big data analytics, digitalization, and robotization are
driving the increasingly massive automation of more and more jobs, where human labor will
be replaced in many areas. The consequence of digitalization in labor markets will therefore
be in a decline of employment related to routine and intensive tasks (Eberhard et al, 2017).
According to a study by Frey and Osborne (2013), advanced robots with a wider range of
tasks will replace human labor, even in a large number of non-routine tasks.

According to Kagermann et al. (2013), the roles and competence profiles of employees
working in so-called smart factories will be significantly different (Eberhard et al, 2017). The
replacement of human workers by robots or computers in job tasks will occur primarily at the
middle-skill levels. As middle-skilled positions become increasingly automated, the
consequence will be an increase in demand for highly skilled workers in technically
demanding fields with higher pay. These new jobs will have a low risk of automation.
Paradoxically, there is also a growing demand for lower-skilled workers in non-routine
positions that are currently difficult to automate (Berger & Frey, 2016; Porub¢inova et al,
2021; RUZ, 2017). Low-skilled workers will still be able to find a job in the digital economy,
but the opportunities will be diminishing and the wage will also be low-paying (RUZ, 2017).

There is a transition in human resources, where it is becoming necessary to acquire specific
work competencies, skills, and attitudes in the context of human-machine cooperation, to
acquire new competencies related to highly skilled jobs associated with the use of automated
technologies, and also to develop interpersonal, communication skills and creative skills,
which are difficult to automate and where humans (currently) have a comparative advantage
over machines and artificial intelligence (Porub¢inova et al, 2021).
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According to Askapour et al. (2019), although smart factories are equipped with a high degree
of automation, this does not eliminate the need for human workers; on the contrary, they are
required to collaborate with machines and perform mixed (hybrid) work tasks (Porub¢inova et
al, 2021). Job opportunities in automated systems will require employees with new skills and
capabilities that they do not currently possess. Improving the skills of employees will be
essential in all industries and service sectors.

Digitalization will change the requirements for employees in all parts of the value chain -
from development, through production to sales as indicated in Figure 1. Processes and
business models will become more flexible and data-dependent, thus increasing the demand
for software developers and data analysts and the associated development of new
opportunities in cyber security, big data, and analytical skills that will not be tied to one
specific location in the future (RUZ, 2017). For some jobs, this means the disappearance or
transformation, with the associated emergence of a group of potentially unemployed or
unemployable workers who, for a variety of reasons, will be unable or unwilling to apply
themselves in a labor market changed by digitalization.

Figure 1: New theoretical model of Labour market change
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Source: Kudryavtseva, Skhvediani & Arteeva, 2019

Industry 4.0 is dependent on hiring people with technical training and analytical skills; new
jobs will require creative and technical skills, e-leadership, and innovative engineering. At the
same time, the quality of people's skills will change, and the value of those people's skills will
also change.

Those most at risk will be the less skilled, with low digital skills, but also, as is becoming the
standard, the over 50 years old. According to forecasts, computerization threatens in particular
jobs for which a high school education without a degree is sufficient today. Some of these
positions are already replaceable by technology, but due to the large disparity between wage
costs and the costs of automation, they are still surviving in the labor market. However, the
replacement of people by technology will not happen all at once.

The most in demand will be specialists in databases and networks, managers in information
and communication technologies, analysts, and developers of software or computer
applications. These positions have the greatest positive potential in the world of digitization
and automation. When recruiting human resources, the focus will have to be on identifying
people with a high learnability quotient (LQ) and creating a system for their continuous
development. Employees will need to be able to learn new skills to remain employable. It is
necessary to be prepared for the jobs and skills of the future, it will be essential for
organizations to learn how to become learning organizations. (Zalezakova, 2018; KordoSova,
2021)
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2. PROBLEM FORMULATION AND METHODOLOGY

The next part of the paper is focused on the description of the research problem, and defining
the objective of the research. The research aimed to identify the impact of digitalization on the
human factor, as one of the basic resources/limitations of the functioning of current industrial
production - how does the competence profile of employees affect their ability to be
employed in the labor market. We specified the research problem by defining the research
questions.

Empirical data on the subject were collected using a scientific questionnaire that contained 37
closed-ended questions. The first part was aimed at finding out the identification and
demographic characteristics of the respondents. The selected questions were primarily aimed
at identifying the status and level of implementation of Industry 4.0 elements (depending on
the size of the organization), revealing the areas in which organizations have invested, as well
as the promotion and development of digital skills necessary for the performance of work
under the changed conditions.

The basic thought processes such as analysis, synthesis, abstraction, concretization, deduction,
analogy, comparison, etc. were used in the preparation of the paper. Data interpretation was
handled through descriptive and quantitative statistical methods. The collected data were
processed through Microsoft Excel and IBM SPSS 22.0. The anonymity of the respondents
was maintained in the processing of the results.

The research sample consisted of employees of industrial enterprises of all sizes in Slovakia.
The sample consisted of 556 respondents. Out of this number, 80 (14%) respondents work in
the public and state administration sector, 138 (25%) in the service sector, and 338 (61%) in
industrial production. Given the thematic focus of our paper, we focused on organizations
operating in the industrial sector. The distribution of employees depending on the size of the
organization is shown in Figure 2.

Figure 2: Distribution of employees by size of organization

49 or less 50 to 249 250 or more

Source: own processing (2022)

3. RESEARCH AND RESULTS

In the following section, the research questions will be evaluated and interpreted in order to
identify the necessary capabilities/skills of employees changing over time, influenced by the
introduction and application of Industry 4.0 principles and technologies.

RQ1: Which skills/abilities do you consider to be the most important in the context of
digitalization and automation of work (0 don't know;l least important to 5 most
important)?
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For the question stated above, respondents were given the choice to rate individual skills
(abilities) using a Likert scale - 0 don't know;1 least important to 5 most important. Table 1
shows the mean values, which are "cleaned” of don't knows. Respondents considered digital
skills (3.453) and technical skills (3.422) to be the most important skills in the context of
digitalization and automation of work. The least important competencies (skills) according to
the respondents are social (ability to get along with other people). Given the demands of
digitalization and automation of work, these results are understandable.

Table 1: Averages of respondents’ answers in relation to digitization and automation of work

49 or less 50 to 249 250 or more overall
teghnlcal (professional) 3,538 3,516 3,376 3,422
skills
communication skills 3,179 2,984 3,079 3,072
organisation of time at 3,154 2873 3,035 3,027
work, work tasks
ability to manage and 3,256 3,079 3,005 3,050
make decisions
ability to learn 3,231 3,141 3,341 3,279
ability to work under 3,205 2,022 3,014 3,018
pressure
digital skills 3,436 3,500 3,458 3,453
linguistic (foreign 3,256 3,190 3,288 3,275
languages)
social (ability to get on 2,846 2,698 2,817 2,806
with other people)
initiative
(entrepreneurship, 2,744 2,746 3,050 2,991
commitment)
flexibility, adaptation 2,974 2,969 3,329 3,236
creativity and innovation 3,154 3,175 3,201 3,200

Source: own processing (2022)

RQ2: How has your employer ensured the development of the digital skills that needed to
be developed regarding the global pandemic?

In the next question, we identified how digital skills were developed, which needed to be
developed in the context of the global pandemic, which unexpectedly became a kind of
catalyst (accelerator) for the utilization of the previously little-used digitalization, the use of
smart technologies in the conditions of (not only) industrial production. The answers
obtained can be seen in Figure 3. The most common form of developing digital skills was the
implementation of online (distance) training, which was indicated by 42%, i.e. 143 out of the
total number of respondents. At the same time, it is interesting to note that as many as 41% of
respondents (i.e. 137) indicated that no training was conducted by the employer.
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Figure 3: Developing digital skills in the presence of a global pandemic
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Source: own processing (2022)

RQ3: To which areas has your organization invested in the last 3 years in relation to
Industry 4.0 ?

The last research question aimed to determine where (in which areas) the organization's
investments have been directed over the last 3 years. The 3-year period was chosen to cover
approximately the same time interval before and during the pandemic. The responses of the
respondents are shown in Table 3. The results show that organizations were aware of the dire
need to invest in production (production systems - refurbishment, higher degree of
automation, or robotization). Related to this is the area of frequent investments also in
information technologies - without their introduction and application, investments in
production would be far from achieving the intended effect.

Table 2: Respondents' answers regarding the direction of investment over the last 3 years in the
context of Industry 4.0

49 or less 50 to 249 250 or more overall
research and development 3 16 69 88
production 3 33 123 159
logistics 5 13 67 85
quality 7 15 60 82
engineering (technical solutions) 4 18 65 87
purchase 3 11 28 42
information technologies 7 19 70 96
employee development 8 5 51 64
don’t know 21 16 77 114

Source: own processing (2022)
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4. DISCUSSION AND CONCLUSION

Digitalization is changing the structure of the economy and employment, the system of
employee training, and employers' demand for skills and competences that are essential in the
modern world. As a result, routine jobs are becoming outdated, which opens the way to
specializations that involve the management and automation of these routine processes.
Research results (Kudryavtseva, Skhvediani & Arteeva, 2019) also clearly show that age has
been shown to affect the level of digital literacy - with age, the level of literacy is seen to be at
a lower level as people get older.

The solution to the problem of labour market transformation lies in developing and shaping
the required competencies in specialists and students through the modernisation of the
education system (Minor-Major system, interaction between organizations and schools) and
online platforms so that education and requalification programmes do not become irrelevant
to the requirements of the labour market (Kudryavtseva, Skhvediani & Arteeva, 2019).

Educational institutions are challenged to respond to these trends and adapt their policy-
making to provide students with the appropriate skills for future job profiles and the required
skills. It is, therefore, necessary to analyze the impact of technological innovations on the
labor market, and it is pertinent to ask whether it is possible to predict, in the current turbulent
times, the future demands placed on managers, as well as whether it will be necessary to
create a competence model of "Manager 4.0" that will be a "product” for the constantly
evolving, digitalizing industrial entities of the future. In the meantime, however, it remains on
the shoulders of secondary and university education, as well as several other adult education
institutions, to help supplement the missing skills and competencies of all market-active
generations of employees.
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THE CHALLENGES OF CIRCULAR ECONOMY FOR LABOUR
AND EDUCATION MARKETS

VYZVY CIRKULARNEJ EKONOMIKY NA TRHY PRACE A TRHY
VZDELAVANIA

Silvia MATUSOV A 3
Vojtech KOLLAR *°

Abstrakt: Prispevok je zamerany na cirkuldrnu ekonomiku z hladiska poziadaviek, ktoré Kladie na
trhy prace atrhy vzdeldvania. Cielovymi skupinami na trhu prace a trhu vzdeldvania sa stavaju
podnikatelia, zakladatelia startupov, spotrebitelia, Statna sprava s regiondlna samosprdava a obcania,
ktori potrebujui ziskat vedomosti a zrucnosti v oblasti cirkuldrnej ekonomiky, dévodoch jej zavadzania,
prejavoch a vysledkoch. Spoloc¢nost a podnikatelia sa potrebujii obozndamit s témami previazanymi na
cirkularnu ekonomiku, ako napr. inovativne a ucinné sposoby vyroby a spotreby, prileZitosti pre
lokalnu zamestnanost’ a soCialnu integraciu, optimalizacia odpadového hospodarstva, uspory energie,
prinosy pre Zivotné prostredie apodobne. Jednym z rozhodujucich krokov na trhu vzdelavania
V oblasti cirkuldrnej ekonomiky bude profesionalizdcia vzdelavatelov, zakotvenie idey o udrzatelnosti
a0 spolocensky a environmentdalne zodpovednom riadeni hospoddrskych subjektov, a dosahovani
konkurencieschopnosti a prosperity na trhu.

Kruacové slova: cirkularna ekonomika, trhy prace, trhy vzdelavania, udrzatelnost, indikator

Abstract: The contribution is focused on the circular economy in terms of the demands it places on
labour markets and education markets. The target groups on the labour market and the education
market are entrepreneurs, start-ups founders, consumers, state administration and regional self-
government and citizens who need to acquire knowledge and skills in the field of the circular
economy, the reasons for its introduction, manifestation, and results. Society at large and
entrepreneurs need to familiarize themselves with topics related to the circular economy, such as
innovative and efficient ways of production and consumption, opportunities for local employment and
social integration, optimization of waste management, energy savings, benefits for the environment
and the like. One of the decisive steps in the circular economy education market will be the
professionalization of educators, embedding the idea of sustainability and the socially and
environmentally responsible management of economic entities, and achieving competitiveness and
prosperity on the market.

Key words: circular economy, labour markets, education market, sustainability, indicator

JEL Classification: L17, L19, M11, M14, O1, 032, Q53, Q56, Q57

1. INTRODUCTION

Reflections on the circular economy reached the level of public discourse, especially in
economically developed countries, at the turn of the 20th and the 21st centuries. The year
2002 could be considered the formal beginning of this new paradigm as the German chemist
Michael Braungart and the American architect William Donought published the book Cradle
to Cradle: Remaking the Way We Make Things (Donought & Braungart, 2002). They
described “Cradle to Cradle” principle as contrasted with the usual production procedure of
the 18" to the 20™ century, and which they likened to the Cradle to the Grave direction. Thus,
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they contrasted the two production principles - circular and linear (Kislingerova & al., 2021,
p. 254).

The circular economy represents an economic model based on the re-use and recycling of
products with the aim of minimizing or eliminating entirely the generation of waste.

The linear economy model consists of the following activities: extraction of raw materials,
production, distribution, consumption and waste. In contrast, the circular economy represents
a circular arrangement of activities: production, distribution, consumption and use, reuse and
repair of products, reuse (of components and materials), followed by the whole cycle all over
again. The circular economy model involves sharing, re-using, learning, and recycling
existing materials and products and extending their lifespan (Kollar & Matusova, 2020, p. 22-
42).

The idea of circulation of resources emerged gradually, on the basis that available resources,
especially energy resources are limited. Practice shows that there are huge possibilities for
circular solutions, but there are considerably fewer possibilities that are financially neutral or
profitable from the beginning of the implementation of the circular economy model, or in a
sufficiently short time (Geissdoerfer & al., 2018).

Science and research are tools which are necessary for technological and logistical
development. The concept of the circular economy is currently taking on more precise
outlines and a more detailed form, both in theoretical economics, treatises, and in practical
activities.

2. PROBLEM FORMULATION AND METHODOLOGY

The aim of the paper is to present the circular economy and outline the interlinkages with
labour markets and education markets. The primary goal of the paper is to characterize the
circular economy as a part of the economy, the secondary goal of the paper is to point out the
need to interlink the knowledge emerging from circular economy, and the training needs of
the most significant target groups on the labour market and the education market.

The focus of the paper required to analyse the current state of art and the legislative
framework in the European Economic Area, point out contributions of intergovernmental and
international organizations, as well as describe indicators and monitoring tools of the circular
economy.

Therefore, we briefly indicated the primary legislation of the European Union in the circular
economy and related areas, the initiatives of banks and international organizations promoting
the circular economy in practice, as well as the manifestations of the circular economy at
central, regional and municipality levels of governance.

3. PROBLEM SOLUTION /RESULTS/DISCUSSION

Regarding the circular economy, it is necessary to focus on the standard-setting measures in
supranational bodies and developed countries and on research related to circular economy
processes at the corporate level, i.e., to examine the effects of the circular economy in the
corporate sphere, work organization, cooperation relations and the like.

The principle of circularity is interlinked with many topics that have only been outlined so far,
e.g., the markets of secondary raw materials, the market price for waste, the needs of
participants in economic processes, the issues of profit and reward, the economic advantage of
processing and recycling, and the like.

Circular processes contain several other important aspects related to the costs of waste storage
and disposal, health protection costs, questions of waste taxation and the taxation of

167



Conference proceedings: CHALLENGES, TRENDS AND INSPIRATIONS
WITHIN THE LABOR MARKET 2022

technologies in the circular economy, which may produce a greater amount of waste
compared to other technologies.

3.1 Challenges of the circular economy on labour markets

The circular economy brings a relatively fundamental intervention to the entire system of
economic relations and cooperative ties. Technical and social risks come to the fore, as well
as the risks at labour markets. Changes in the production process will subsequently be
reflected in labour markets in the form of the demise and creation of completely new branches
and professions (the so-called creative-destructive process), so this process will bring
significant changes to the labour market (Morgan & Mitchell, 2015).

The disappearance and creation of jobs will probably develop differently in individual states
(considering the structure and traditions of national economies), also in individual industries,
sectors, and fields of activity (Environment, 2014). Estimates differ quite significantly in
numbers of people who will be affected. Most professions will not disappear completely, but
the performance of work tasks will change. New technologies such as digitization,
automation, robotization, which will replace individual work tasks or work processes, will
play a decisive role in the process (Kollar & Matasova, 2022).

Human resources should be assessed from the aspect of education and employment, as well as
from the aspect of physical and moral amortization of human capital, both resulting in the loss
of the value of a person's creative ability due to aging, illness, disability, etc. The main
determinant of the moral amortization of human capital is the phenomenon of digital
exclusion (digital divide), which is related to demographic characteristics such as age,
education, socioeconomic status, and geographical factors.

The target groups on the labour market consist of entrepreneurs, start-up founders, consumers,
state and regional governments, and citizens who need to acquire knowledge and skills about
the circular economy, the reasons for its start, manifestations, results, and consequences.
Timely identification of the training needs, the necessary new competences and upskilling in
individual branches and professions can fundamentally accelerate changes in educational
programmes, especially within lifelong learning.

3.2 Circular economy challenges for education markets

Society at large and entrepreneurs need to familiarize themselves with topics related to the
circular economy, such as innovative and efficient ways of production and consumption,
opportunities for local employment and social integration, optimization of waste management,
energy savings, benefits for the environment and the like. These target groups need to
understand the reasons for the application of the circular economy principles in practice.

These reasons primarily include:

a) growing demand for raw materials and lack of resources - non-renewable resources have
their limits, and as the population continues to grow, so does the demand,

b) dependence on other countries - since some countries do not possess their own resources of
raw materials in sufficient scope, they are dependent on other countries,

c) impact on the planet's climate - extraction and use of mineral raw materials impact the
environment, increase energy consumption and CO? production,

d) the opportunity to increase sustainability and competitiveness.

Furthermore, they should be aware of the advantages of the circular economy:
a) more innovative and efficient methods of production and consumption,

b) protection of businesses from lack of resources and unstable prices,

c) opportunities for local employment and social integration,
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d) optimization of waste management, which promotes recycling and reduces landfilling,
e) energy savings, as smaller production processes require less energy,
f) environmental benefit in terms of climate and biodiversity, air, soil, and water pollution.

Competences for the circular economy are key competencies for a sustainable future, covering
detailed knowledge of resources and raw materials, social behaviour necessary to create a
model that works for society, the economy, and the environment.

Three types of competences are mostly used in the application of the circular economy:

1. competences aimed at minimizing the use of products and materials so that their value is
maintained, as far as possible (preservation),

2. competencies contributing to the maintenance of products and materials at the highest
possible utility value (optimization),

3. competencies aimed at re-use of the product (at the end of its useful life cycle) - creating
additional value (increasing efficiency).

The preparation and professionalization of educator will rank among the most important
activities in the circular economy education market. Such topics as the ideas and principles of
sustainability, socially and environmentally responsible management of economic entities,
competitiveness efficiency, and prosperity on the market should be embedded in the training
and upskilling of educators.

3.3 Challenges of the circular economy in tertiary education

Universities and higher education institutions cope with the requirements of the circular
economy by means of innovations in teaching subjects, scientific research, creative activities,
publication of research results, participation in international research projects, support of start-
ups, partnership with public administration and the businesses, etc.

Concerning the circular economy, universities should focus on the standard-setting measures
of supranational organisations, national bodies in developed countries, research on the
organization of circular processes at the corporate level, i.e., to examine the effects of the
circular economy in the corporate sphere, work organization, cooperative relations, etc.

The principle of circularity is associated with many open questions that have only been
outlined so far, e.g., secondary raw materials markets, market price for waste, the interests of
stakeholders in economic processes, profit and reward, the economic advantages of
processing and recycling, and the like (Kalmykova, Sadagopan & Rosado, 2018).

Processes in circular economy also contain issues related to the costs of waste storage and
disposal, health protection costs, waste taxation, the taxation of technologies in the circular
economy, which may produce a greater amount of waste compared to other technologies.

Education at universities and institutions of further education should be strengthened in the
field of circular economy, including knowledge, competences, and skills in following fields:

a) Circular economy in legislation and activities of the European Union

The subject matter of circular economy is included in primary law (treaties) of the European
Union, secondary law, and other documents (action programmes). Several action programmes
in the form of decisions (as for example the 8" Action program from 2020) and action plans
(packages of binding regulations) were adopted at the EU level for the circular economy
(Novackova & Matasova, 2020).

The EU legal acts adopted for the circular economy included:

a) revised waste directive (2018/851),

b) revised directive on packaging and packaging waste (2018/852), revised directive on
landfills (2018/850), revising directive 2018/849 on end-of-life vehicles, on the removal of
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used batteries and the use of waste electrical and electronic equipment, further directive on the
ban on single-use plastics (2019/904).

The EU legislative framework demonstrates that the circular economy is understood as a
matter of priority and extremely important. The attention of the EU institutions is shifting
from waste treatment solutions to waste prevention, or the re-use.

The European Union has supported the creation and application of circular economy
indicators and monitoring tools, which are applied at the macro, meso, micro and nano levels
when assessing the circular economy progress. Circularity indicators can be divided into
macro-level indicators (cities, regions, regions, states), meso-level indicators (associations of
organizations, enterprises, clusters), micro-level indicators (enterprise, product, or consumer)
and nano-level indicators (product). The indicators measuring the circular economy
performance at national, regional, and local levels require a specific definition (Kislingerova
& al., 2021, p. 170).

Indicators at the macro level are descriptive in nature and are applied in the decisions of
national governments related to economic and environmental policies, sustainable
development strategy and plans, or national waste management policies while preserving
resources for future generations. They include the Eco-Innovation Index (Eco-Innovation
Index, Eco-Il), Regional Circular Economy Development Index (RCEDI), and National
Circular Economy Indicator System (NCEIS).

Meso-level indicators enable a more differentiated tracking of information and a detailed
analysis of material flows in the economy, distinguishing between categories of materials and
industries. They primarily focus on industry, regarding regionally interconnected enterprises,
affiliated institutions, organizations or groups of interlinked and dependent companies and
other organizations in a specific industrial sector (clusters).

Micro-level indicators provide information about specific business-level processes and/or
relate to specific products. They help in decisions related to the company's product policy,
energy efficiency and integrated waste management. At the same time, they include consumer
behaviour. Micro-level indicators include the Sustainable Circularity Index (SCI), Circular
Economic Value (CEV) and Circle Assessment (CA).

The nano-level indicators focus on the circularity of products, components and materials that
are contained in the three previous system levels throughout the value chain and throughout
their life cycle. They include the Material Circularity Indicator (MCI), the Circular Economy
Indicator for the Prototype (CCEIP).

The European Commission has created and recommends the following monitoring tools at the
macro level:

— Composite indicator Eco-Innovation Index (Eco-Innovation Scoreboard and Eco-
Innovation Index),

— Resource Productivity Indicator.

According to Eurostat, the monitoring of the circular economy within the EU member states
should focus on four thematic areas:

1. Production and consumption: self-sufficiency in raw materials for production, green public
contracts, waste production, food waste.

2. Waste management: recycling rate, specific waste streams (packaging, biological,
electronic waste, etc.).

3. Secondary raw materials: contribution of recycled materials to the raw materials demand,
trade in recyclable raw materials between EU member states and the world.
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4. Competitiveness and innovation: private investment, jobs and gross value added, patents
related to recycling and secondary raw materials as proxies for innovation (Kislingerova &
al., 2021, p. 256).

b) Initiatives of international organizations in support of the circular economy

Initiatives and projects of international organizations have supported research, projects, and
measures to support the circular economy. Among them, for example, the International
Organization for Standardization and its Technical Committee have been cooperating with 71
members since 2019 with the aim to promote the circular economy at the global level by
incorporating the ideas and practices of the circular economy into the management of projects
at the local level in the regions.

Regulation 1ISO/TC 323 states that circular economy contains new technologies in urban
agglomerations, including a) asset tagging determining the condition and availability of
products, components and materials for re-use by other consumers; b) geo-spatial information
(asset tagging + GPS) to detect the movement of materials, components and products for the
needs of logistics and production organization; ¢) big-data analysis (in-time analysis) of huge
data sets from many sources, which enable the connection of previously separate chains (e.g.
logistics) and others.

Initiatives of world banks and financial asset management companies have financially
supported research focused on the circular economy in terms of technological changes that
contribute to the shift away from the linear economy, as well as projects focused on the
discovery of new technological procedures in accordance with the circular economy.

They provided investments in EU member states (within the EU cohesion policy) with the
aim to accelerate the transitioning to a circular economy.

The OECD has contributed to the formulation of the government policies in circular
economy, social policy, educational policy, environmental policy, etc.

The OECD programme "Circular Economy in Cities and Regions” (2020) has been

supporting the transitioning of regions and cities to a circular economy by:

a) measuring - developing an indicator framework (identification of indicators) for decision-
making and circular economy strategies evaluation,

b) learning - engaging multi-level dialogues in cities and regions to identify challenges and
opportunities (by means of SWOT and PEST analyses),

c) sharing — favouring peer-to-peer learning, best practice, and lessons from international
experience.

The OECD Synthesis report indicates that “today, cities demand almost two-thirds of global
energy, produce up to 80% of greenhouse gas emissions and 50% of global waste. The
circular economy can provide a policy response to cope with the above challenges, as a driver
for economic growth, jobs, and environmental quality” (OECD, 2020).

Therefore, cities and regions have a key role to play as promoters, facilitators, and enablers of
circular economy. Adequate economic and governance conditions should be in place to
unlock its potential.

c¢) Enforcement of the circular economy principles at governance levels

New approaches concern mainly the promotion of the circular economy at state governance
and public administration (central level, regional level, municipalities, and cities).

The new approach is promoted especially in cities that become intersections of selected
aspects of the circular economy:

a) concentration of population and involvement of citizens in projects and initiatives, the
possibility to influence consumer behaviour and improve feedback,
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b) concentration of waste in cities, where waste can serve as a resource (transformation
of waste into raw material),

c) circular planning, meaning zero waste and maximization of all resources,

d) new models of public purchases and public procurement (shift of public procurement
and public contracts from previous criteria such as ownership, operation, and disposal
of assets to criteria such as rental and transition to operational models based on
services),

e) the establishment of creative economy incubators, based on the concentration of
enterprises and business entities in cities, and the utilization of creative potential of
entrepreneurs that is necessary for the development of the circular economy.

3.4 Strengths and weaknesses of the circular economy in practice

In tertiary education and lifelong learning, it is becoming obligatory to familiarize target
groups with weaknesses and strengths of the circular economy. Weaknesses and unused
options should be pointed out, in particular:

- insufficient financial resources, financial risks, weak involvement of the private sector,

- inadequate legislative regulation, inconsistent and unsystematic approach at public
administration and governance,

- the absence of a comprehensive approach to the circular economy as a multi-level
phenomenon, the lack of "political courage and will",

- poor awareness of residents and decision-making authorities about the benefits of
circular economy projects, weak project results dissemination, lack of information,
and cultural barriers,

- lack of trained human resources (managers, senior staff, and employees), as well as the
lack or absence of technical solutions.

A special topic represents the risks that the circular economy brings with it. At its start,
significant imbalances of an economic nature may arise with an impact on the efficiency of
production and the competitiveness of producers, as well as imbalances derived from
collateral effects (potential criminal activities, abuse of the system for other purposes).

On the other hand, it is significant and beneficial to point out examples of good practice and
measures taken by developed countries to strengthen the real start of the circular economy.
They include:

a) Promotion of exchange and synergistic effects between primary and secondary
producers, producers of raw materials, industrial design specialists and waste disposal
companies, as well as promotion of recycling synergies directly between industry and
traditional waste disposal companies.

b) Funding of projects from public funds or PPP (public-private partnership) scheme for
pilot projects, concerning flows of recyclable materials with recycling potential, which
represent advanced recycling technologies.

c) Research of materials and products development and criteria for measuring the circular
economy.

d) Labelling of products during the entire life cycle and certification, enabling the
identification of the material content of products and secondary raw materials at any
time so that their recycling potential can be used at any time, and as an argument for
sale.

e) Modularization of product components (replacement, repair, renovation,
reconstruction, acquisition of volume materials).

f) Operation of economically functioning recycling systems for complex products, based
on a competitive advantage.
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g) Emergence of a digital, temporary, and spatial cluster related to the material
composition of consumer durables, decrease of resource consumption, and increase of
resource efficiency from ecological and economic aspects.

4. CONCLUSION

The idea of circulation of resources emerged gradually, recognizing that available resources,
especially energy resources are limited. Practice shows that there are huge possibilities for
circular solutions, however, there are considerably fewer possibilities that are financially
neutral or profitable from the start or in a sufficiently short time. Research is a tool for
required technological and logistical state of art.

The current position of the circular economy is very specific, as it represents a theoretical
framework of new requirements and challenges, briefly labelled as a new paradigm.

Raising awareness, developing knowledge and competences, and forming attitudes in target
groups by means of specific education and training on the circularity and the circular
economy represent new challenges for labour markets and education markets.
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BUSINESS INTERRUPTION LIKE AN INCREASINGLY FREQUENT
THREAT TO THE BUSINESS ENVIRONMENT

Erika MOSKOVA*
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Abstract: Currently, business interruption is an increasingly frequent threat caused by changes in the
business environment. The impact of the COVID-19 pandemic caused significant changes, which
primarily affected SMEs in Slovakia but also enterprises abroad. In connection with other threats
offered by the external environment to enterprises, the perception of the operability of enterprises as
well as ensuring their stability and functionality has changed. The decisions faced by enterprises are
increasingly important and decisive for the further direction and development of the enterprise. As
part of the contribution, we want to draw attention to current changes in the business environment,
present the results of our research and highlight the possibilities of solving the given situation based
on risk management. We perceive risk management as an essential tool for ensuring and increasing
the resilience of enterprises. Importance is placed on the coordination of activities within individual
levels of enterprise management and ensuring preparedness and appropriate response.

Key words: business environment, COVID-19, enterprise, interruption, risk management

JEL Classification: L21, L26, M51

1. INTRODUCTION

Enterprises are constantly exposed to a large number of risks (in areas related to quality,
safety, production, human resource management, etc.), which makes it difficult for managers
to develop effective risk management strategies. In recent years, the risk of business
interruption (interruption of business operations) has become a significant problem that has
caused a slowdown in the world economy. SMEs, which are the engines of the world
economy and the main source of job creation, are the most susceptible to business
interruption. Steinerowska-Streb (2022) claims, that key business survival factors include, for
example, ability to innovate. Currently, in this constantly and rapidly changing business
environment, enterprises must adapt to adverse changes in the environment so that they can
function at all. At the same time, on the other side, it is necessary to realize that enterprises
need to keep pace with customer requirements. The relationship between innovation and
business resilience is closely linked to the need for constant flexibility of enterprises and the
activation of business activities to continuously improve processes, products, and services
(Leon-Gonzalez 2022; Steinerowska-Streb 2022; Xu-He 2022).

The end of 2019 and the beginning of 2020 were special for enterprises around the world. The
economic growth and progress of countries slowed down the emergence of the COVID-19
pandemic. The COVID-19 pandemic has had a significant impact on the main indicators of
the economy around the world and has caused several changes in people's social and
economic lives. Most of the countries in the world had national borders locked, while the
entry of people from other countries was prohibited. To ensure the protection of people's lives
and health, individual countries adopted measures to prevent the spread of the pandemic,
which also affected the business environment. Restrictions on the movement of people were
imposed, which accelerated the unemployment problem and disrupted global trade chains.
National governments have been forced to adapt their trade policies, which has changed the
business environment and put a lot of pressure on enterprises, disrupting supply chains and
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reducing the amount of global production. The impact of the pandemic was reflected not only
in the limited movement of people between countries but also in the overall logistics of
products in international trade and sales. Global disruption has affected enteprises processes
and strategies that are critical to international business. Disruption of stability was felt
primarily by SMEs around the world, while the COVID-19 pandemic affected all business
sectors. The fluidity of the operational capabilities of enterprises began to be increasingly
disrupted by measures against the pandemic, which led to the permanent closure of enterprise
operations (Earl 2022; Sarker 2022; Zhao 2022).

On the one side, the pandemic can be understood as a threat that caused enterprise operations
to be interrupted, and at the same time, on the other side, the pandemic as an opportunity that
forced enterprises to invent new ways of doing business (sales methods). The brick-and-
mortar operations of the enterprises remained obsolete and, despite constant digitization, the
overall sales were forced to move to the internet space. If enterprises did not have their online
store (e-shop) during the pandemic, they either created one if they wanted to maintain the
enterprise's activity or, last but not least, they disappeared because they were unable to
maintain themselves on the market under the given conditions. In this quick way, an
opportunity was found, a way to adapt to changes, but not every enterprise knew how to adapt
sufficiently and efficiently. In some cases, this rapid implementation avoided the effect and
caused only increased costs for the enterprise, as the market is highly competitive. The
COVID-19 pandemic has become a challenge for business sustainability (Leon-Gonzalez
2022; Zeirenger 2022).

With the new threat in the form of the COVID-19 pandemic, there are also other new risks
that can threaten business activity. SMEs have the most vulnerable position on the market.
Mthivane (2022) claims, that failure to manage risk in SMEs might be one of the reasons why
SMEs in developing countries experience difficulties to grow and be sustainable. We can
attribute this to the lack of knowledge, the enterprise's knowledge of risk management and
handling, as well as unqualified management in the field of risk management. Due to
insufficient preparation of the enterprise's management, it is possible to expect errors in
response to the crises that have arisen and thus cause high losses for the enterprise. The aim of
risk management is the identification, analysis, and evaluation of risks to minimize the risk
and the resulting impacts on the enterprise (Mthivane 2022; Zeirenger 2022).

2. METHODOLOGY

Scientific methods such as analysis and synthesis were used in the preparation of the article,
specifically in the processing of the part aimed at identifying the current state of the problem
being addressed. In the introductory part, we worked with sources from domestic as well as
foreign authors, using scientific and professional sources primarily from the field of risk
management. Through the UNIZA grant project entitled: Model of risk management in
connection with the impact of the COVID-19 pandemic on the business environment in the
Slovak Republic, a nationwide survey focused on the interruption of enterprise operations was
conducted. The results of the survey were obtained using a questionnaire distributed among
SMEs in the Slovak Republic, while the questions dealt with the impact of the COVID-19
pandemic and the identification of the impact of the pandemic on SMEs in Slovakia. The
questionnaire consisted of 22 questions, which were aimed at classifying respondents into
individual groups according to the business sector, the number of employees, and the duration
of the business, it contained questions related to the current situation associated with the
COVID-19 pandemic and questions focused on the risks that enterprises may encounter
during of its operation on the market.
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3. RESULTS

The interruption of the operation of SMEs in Slovakia but also in other foreign countries was
largely caused by the COVID-19 pandemic as well as in connection with other factors
(changes) in the business environment. Based on the need to confirm the claims, a nationwide
survey was conducted in 2021 focused on the impact of the COVID-19 pandemic and the
identification of the impact of the pandemic on SMEs in Slovakia. 359 Slovak enterprises
participated in the survey out of 1145 questionnaires sent out during the ongoing COVID-19
pandemic. 179 (50%) micro-enterprises, 122 (34%) small enterprises, and 58 (16%) medium-
sized enterprises participated in the survey. In terms of industry, 67 (19%) enterprises from
business services, 38 (10%) from construction, 12 (3%) from agriculture, 28 (8%) from
transport and information, 36 (10%) from industry and the largest representation had
enterpises from the field of accommodation and catering 75 (21%) and other services 103
(29%).

In the questionnaire, one of the questions was whether the COVID-19 pandemic affected the
business of SMEs in Slovakia (Figure 1).

Figure 1: Respondent's answers to the survey question: Has the situation associated with the
COVID-19 pandemic affected your business (1 - definitely yes, 5 - not at all)?
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Source: author

119 respondents answered that the pandemic definitely affected their business. At the same
time, 72 respondents answered that the pandemic affected their enterprise. 77 respondents
gave a neutral answer, leaning neither to yes nor to no. 89 respondents said that it did not
affect their business at all.

It was the COVID-19 pandemic that affected every single environment of social life, from the
social environment to the business environment. The business environment itself is very
variable, with various factors influencing the operation of enterprises. In 2021, one of the
most significant factors was the COVID-19 pandemic and the measures taken with it by the
governments of individual countries.

Another question from the questionnaire was whether, during the ongoing period of the
COVID-19 pandemic, enterprises were closed, or operated in a limited mode or without
changes (Figure 2).
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Figure 2: Respondent’s responses to the survey question: During the COVID-19 pandemic, your

enterprise:
It had stopped (closed) operation 54
It worked in a himited mode 169
It worked without changes 82
Other 54
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Source: author

169 respondents said that they operated in a limited mode during the pandemic, which is the
highest number of enterprises. 82 respondents were operating without changes and 54
enterprises had stopped (closed) operations.

In the case of other answers, the enterprises provided an addendum to the answers:

+ the enterprise was open, as it was not closed according to the law, but there were no
performances,

+ worked in home office mode,

« temporary division of workers into bubbles,

 worked without changes with strict pandemic and internal measures,
» with increased workload and fulfillment of duties,

+ a partially limited regime due to the creation of backups in case of the spread of COVID-
19 in workplaces.

The pandemic period continues (albeit in a milder mode). Concerning SR, pandemic measures
are constantly changing depending on the intensity of the spread of the pandemic. Since
March 2019, the Slovak government has adopted pandemic measures in the form of
restrictions that primarily affected the business environment, causing significant impacts on
enterprises. During this period, some enterprises had to stop (close) their operations for
several months, which also follows from the answers of the enterprises in Figure 2.

In the following Figure 3, we can see the responses of enterprises to the question from the
questionnaire, which focused on the interruption of enterprise operations as of 31.10.2021
(during the pandemic period).

Figure 3: Respondent’s answers to the survey question: During the COVID-19 pandemic, you
had interrupted operations on (as of 31.10.2021):
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Source: author
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126 enterprises reported that they had no business interruption during the pandemic. 59
respondents had their operations interrupted for less than one month, 58 respondents had their
operations interrupted for more than a year to 3 months. 57 enterprises had interrupted
operations for 4 to 6 months, 21 enterprises had 7 to 9 months, 10 to 12 months had 22
enterprises. Even for more than a year, 16 enterprises had their operations interrupted.

Figure 3 shows that 35% of SMEs in Slovakia from the total number of 359 respondents did
not have their activity suspended. 16% of SMEs had interrupted operations within 1 month,
and the remaining 49% of SMEs in Slovakia had interrupted operations for at least a month or
more.

4. DISCUSSION

The survey shows that SMEs in Slovakia were not prepared for the emergence of the COVID-
19 pandemic and the measures taken to deal with it. Enterprises were not able to manage the
situation that arose, which was shown by their lack of operability during the ongoing
pandemic. The inability of enterprises to adapt to changes in the environment and the lack of
resources within the enterprise contributed to the permanent closure of SME operations in
Slovakia. Enterprises lacked prevention and the provision of preventive measures, thanks to
which they would be able to deal with environmental changes. It follows from the above that
the management of the enterprise was not prepared and did not know how to react.

Appropriate integration of risk management into the management of the enterprise would
ensure knowledge in the given area, which would be usable in the event of another crisis
(another change in the environment). The complex integration of risk management into the
management of the enterprise would contribute to ensuring prevention and preventive
measures, while the enterprise would be able to react even to an emerging crisis with minimal
losses. At the same time, by connecting the implementation and risk management with
business continuity management to the management of the enterprise, it is possible to achieve
the resilience of the enterprise at all its levels.

5. PROBLEM SOLUTION

The connection between risk management and business continuity management consists in a
better understanding of the enterprise and its individual activities that ensure the operation of
the enterprise, as well as in the prevention of negative phenomena that can affect the
enterprise. The importance of risk management and business continuity management lies, first
of all, in the preparedness and thereby achieved resistance of the enterprise to face unexpected
situations. The implementation of these two areas would improve the reaction and resistance
of the enterprise to extraordinary events, but also the overall course of the processes
performed, with regard to the operation of the enterprise. Thorough prevention and integration
of risk management and business continuity management into all business activities reduces
negative effects that may occur during the life of the enterprise. Effective risk management
helps to maintain the stability and competitiveness of the enterprise, as well as to ensure its
resilience and operational viability.

Business continuity management has a complementary nature and serves to support risk
management, while helping to clearly understand operational and business risks and their
consequences within the enterprise. It can also be understood as the prevention of risks and
the subsequent management of continuity as a response to risks. The appropriate selection of
methods, techniques and procedures can help activate and create a resilient enterprise system.
As part of business continuity management, it is possible to use the Business impact analysis
method, which can be used in the entire cross-section of the process. Business impact analysis
is a tool with which it is possible to ensure compliance with legal requirements and data
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security requirements for recovery (restoration) from the interruption of business activities
due to its effective functioning (Sidkar 2017, Szabados 2008). The use of Business impact
analysis and its implementation in the enterprise consists of the following steps (Figure 4):

Figure 4: Steps of implementing Business impact analysis into the enterprise

Source: According to Business Continuity Management. Manager s Handbook. Szabados (2008)

Figure 4 shows the sequence of steps in the processing of Business impact analysis as part of
the implementation in the enterprise. Through Business impact analysis and these steps, it is
possible to achieve the alignment of activities in the entire cross-section of the process, from
understanding the business to the management of business flow planning to prevent
highimpact risks and unnecessary losses (Sidkar 2017, Szabados 2008).

6. CONCLUSION

The business interruption has become an increasingly frequent threat caused by changes in the
business environment. The constantly changing business environment in connection with the
emergence of the COVID-19 pandemic caused significant changes, which primarily affected
SMEs all over the world. The adoption of measures against the spread of the COVID-19
pandemic limited the functionality of enterprise operations as well as caused incalculable
impacts on international trade. The decisions faced by the companies were difficult and
influenced their further direction and development. Business sustainability has become a
significant challenge, the extent of which has varied with the capabilities and skills of
enterprises.

Considering the results of the survey, we can conclude that enterprises were not prepared for
the situation associated with the COVID-19 pandemic. The management of the enterprise was
not sufficiently prepared to handle the given situation and there was a lack of prevention. In
this perception, we consider risk management to be an essential tool for ensuring and
increasing the resilience of enterprises. We see the importance in the implementation of risk
management in the management of the enterprise, thanks to which the activities within the
individual levels of the enterprise's management would be harmonized, preparedness and an
appropriate response would be ensured.
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MODEL UDRZATEIENEHO SOCIALNEHO PODNIKANIA

SUSTAINABLE SOCIAL ENTREPRENEURSHIP MODEL

Daniela NO V4’C"K0 VA 42
Silvia MATUSOVA*

Abstrakt: Vedecky prispevok je zamerany na analyzu podmienok pdsobenia socidalneho podniku
v trhovej ekonomike s poukdzanim na jeho udrzatelnost’ a odolnost voci inym konkurentom na trhu.
Na zdklade faktov a dat ziskanych z Registra socidlnych podnikov porovnavame konkrétnu cinnost
socidlnych podnikov. Prinosom prispevku je poukdzat na skutocnost, Ze podniky tohto druhu
prispievaju k rozvoju zamestnanosti znevyhodnenych a zranitelnych oséb, ¢im sa posiliuje socidlna,
hospodarska, ako aj uzemnd sudrznost. Zamerom vedeckého prispevku je otvorit diskurz o vyzname
socialnych podnikov majice celospolocensky vyznam a su sucastou socialnej ekonOmiky. Zaroven
poukazujeme na skutocnost, zZe aj socidlne podniky svoju cinnost mézu vykondvat' v silade s cielmi
udrzatelného podnikania a rozvoja v ramci europskeho hospodarskeho priestoru.

Kruacové slova: pravny predpis, socialna ekonomia, socialny podnik, udrzatelnost

Abstract: The scientific paper is focused on the analysis of the conditions in which the social
enterprise in the market economy operates, pointing out its sustainability and resistance to other
competitors on the market. Based on facts and data obtained from the Register of Social Enterprises,
the authors compare the specific activity of social enterprises. The benefit of the contribution is to
point out the fact that enterprises of this type contribute to the development of employment of
disadvantaged and vulnerable persons, thereby strengthening social, economic and territorial
cohesion. The purpose of the scientific contribution is to open a discourse on the importance of social
enterprises that have a societal significance and are part of the social economy. At the same time, the
authors point out the fact that even social enterprises can carry out their activities in accordance with
the goals of sustainable business and development within the European Economic Area.

Key words: legal act, social economy, social enterprise, sustainability

JEL Classification: F 66, K31, L31

1. INTRODUCTION

The growing importance of social entrepreneurship is also supported by the European Union
(EVU) by adopting measures that help the social economy to develop. The sustainability of
social enterprises is determined by an appropriate legal framework, their self-sufficiency, a
qualified workforce and the ability to introduce innovative measures. Social enterprises are
entities that participate in promoting the employment of disadvantaged and vulnerable groups.
As a result of membership in the European Union, the Slovak Republic has adapted the legal
framework related to business to current trends, which include sustainable business, business
with a social dimension. Freedom of entrepreneurship is one of the tools to carry out business
activities freely, while freedom of business also has its limits. Doing business within the
European Economic Area is currently also determined by the development and obligations
arising from the EU Green Deal. (COM/2019/640 final.)

Among other things, the European Green Deal supports the development of sustainable
business, sustainable development, sustainable products and the circular economy. It is a
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social enterprise that can be the driving force of sustainable business, where the economic
development of the enterprise with minimal impacts on the environment is preferred. The
adaptation of the company's social goals requires the inclusion of environmental thinking in
all decision-making processes, but above all in investment planning and its implementation.
At the start of new measures, sustainable social enterprises should also consider the protection
of the environment, favourable working conditions for employees and disadvantaged
employees, as well as the support of good relations between the company's management and
employees as an important means of productivity. The creation of suitable conditions for the
performance of decent work is also to be considered. Development of human resources, equal
treatment of employees at the workplace, vocational education and training of employees are
part of the sustainable social enterprise model and the overall strategy how the model should
be implemented.

2. OBJECTIVE AND METHODOLOGY

The objective of the paper is to investigate social enterprises in connection with their
sustainability and resilience on the market, as well as to identify obstacles to the
implementation of activities by social enterprises. In this context, we formulated three
research questions. Based on the available scientific and professional literature and other
available sources (legal regulations), we analysed the concept of social enterprise and social
entrepreneurship. We also identified systemic signs of agreement between the approach of
different authors. For comparison, we have also included the term social entrepreneurship as
defined by the European Commission (2022).

The main research questions were formulated as follows:
Q1 What is the legal framework concerning social entrepreneurship?

By the analysis of valid legislation and legal logic, we clarified the concept of social
enterprise, identified the system and conditions of social entrepreneurship. Based on data
from the Register of Social Enterprises we also identified categories of enterprises and legal
forms of existing enterprises.

The second research question focused on the sustainable social entrepreneurship in relation to
the obligations of the European Union and its member states resulting from the European
Green Deal.

Q2 How should the strategy of a sustainable social business model be formulated, if the
sustainability as an imperative for the to the strategy of sustainability business should be
considered?

The third research question concerned the barriers to sustainable social entrepreneurship and
their elimination. When searching for an answer to the given question, we reflected the results
of our survey.

Q3 What are the barriers to sustainable social entrepreneurship?

In relation to the third question, a structured interview by means of information technology
platform was carried out in September 2022. The 40 respondents represented existing social
enterprises in Slovakia, and provided answer regarding obstacles to social entrepreneurship.
Even the results of a smaller number of respondents can be considered relevant, because they
reflect the real opinions of respondents who work in social enterprises. The aim of the survey
was to identify obstacles to social entrepreneurship in practice, including the experience of
employees in existing enterprises. The results of the survey were summarized and included in
the end of the paper.
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3. SOLUTION OF THE PROBLEM - DISCUSSION

The topic of social entrepreneurship has been addressed by several authors, while their
opinions and positions have shown systemic signs of agreement. Johanna Mair and Ignasi
Marti (2006) are of the opinion that “social entrepreneurship combines the creation of
economic value and social value, when the company operates on the market of goods and
services similarly to companies focused exclusively on making profit, in this case, however,
the main goal is to address a social problem and not to generate profit for the owner or
owners.”

S. Fuentes and H. Valenzuela-Garcia argue that: “it is a sector appropriated and leaded by
financial and public actors based on a reconfigured and potentially profitable third sector in
times of economic hardship. Consequently, not all initiatives of the third sector are included
within the definition of a social enterprise, however, only those options that are more
profitable and present a better market profile: companies that employ minority and
vulnerable sectors of the population, that create an innovative product with and added value
(better if it is ecological, healthy or respectful with the environment) and great potential
demand.”

Kovalanc¢ikova, V. (2014) shares the opinion that: "social entrepreneurship is a new area of
economic activities, which is characterized by the linking of economic and social goals. It
thus represents a new dimension of unconventional business dynamics, which is at the same
time the bearer of social innovation and social development, as well as a new impetus for
economic growth."”

A social enterprise is a stake-holder in these relations. According to Skobla et al. (2018),
"social enterprise thus operates on the regular market of goods and services and competes
with other business entities. However, prioritizing the social goal over profit puts a social
enterprise at a disadvantage compared to those business entities that are focused exclusively
on profit."

The topic of social entrepreneurship is also included in the portfolio of the European Union
and other international organizations. The European Commission (2022), in the document
What are social enterprises? clarifies social entrepreneurship as business of

« those for who the social or societal objective of the common good is the reason for the
commercial activity, often in the form of a high level of social innovation,

« those whose profits are mainly reinvested to achieve this social objective,

o those where the method of organisation or the ownership system reflects the
enterprise's mission, using democratic or participatory principles or focusing on
social justice.

In the search for an answer to the first research question, we have considered two important
secondary legislation acts of the European Union:

a) Regulation (EU) No 346/2013 of the European Parliament and of the Council of 17 April
2013 on European social entrepreneurship funds (OJ L 115, 25.4.2013).

b) Regulation (EU) No 1296/2013 of the European Parliament and of the Council of
11 December 2013 on a European Union Program for Employment and Social Innovation
and amending Decision No 283/2010/EU establishing a European Progress Microfinance
Facility for employment and social inclusion (OJ L 347, 20.12.2013).

The mentioned regulations contribute to the consolidation of the social dimension of the EU
internal market and to support the creation of quality and sustainable jobs.
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Slovak legislation on social entrepreneurship, Act No. 112/2018 on the social economy and
social enterprises and on the amendment of certain laws of May 2018 established the
conditions of social entrepreneurship and social enterprises. This legislation is fully
harmonized with secondary EU acts and established explicit conditions for companies with a
social impact:

a) the goods or services they produce, supply, provide or distribute do contribute to the
achievement of a positive social impact, or the method of their production or provision
does contribute to it,

b) they will make use of more than 50% of the profit after taxation from the economic
activity, the main goal of which is to achieve a positive social impact as the main goal,

c) interested persons are involved in the management of economic activity, the goal of
which is to achieve a positive social impact.

Due to the Slovak legislation, the social dimension of the enterprise is determined by the
social impact, the investment of part of the profit into the social enterprise and the democratic
management of the enterprise.

Based on the facts (authors' opinions and legislation), the basic characteristics of a social
enterprise can be identified as follows:

a) A social enterprise carries out activities in its own name, on its own responsibility, but
not for the purpose of making a profit, but for the purpose of fulfilling a social goal -
the employment of disadvantaged persons and the provision of services to
disadvantaged groups.

by It facilitates access to employment for vulnerable groups (30%).

c) Part of the generated profit should be reinvested in the development of the social
enterprise.

d) The social enterprise is managed in an entrepreneurial spirit, but the emphasis is
placed on responsibility, transparency and a democratic system of enterprise
management, ie. involving workers in the enterprise’s activities.

The European Union requires all member states to introduce EU rules in relation to social
entrepreneurship and to create suitable conditions for social entrepreneurship and the proper
functioning of the EU internal market. For this purpose, the European social entrepreneurship
funds supporting the social dimension of business was established. We consider it correct that
new business models have social and environmental dimensions. These models are
characterized by sustainable employment, guarantee of adequate social protection that
prevents poverty, improvement of working conditions and the participation of the public and
private sectors. The introduction of new business models to address urgent social needs
requires the rationalization of measures supporting the activity of social enterprises. This
includes the institute of direct (investment) aid and indirect financial aid (reduction of the
VAT rate in the amount of 10% of the tax base), which has the characteristics of state aid.
State aid is one of the appropriate tools for the development and sustainability of social
entrepreneurship. In this context, we share the opinion that social enterprises are able to act as
carriers of social change, because they support inclusive labour markets and social services
accessible to all, while they can also use the state aid system in accordance with Regulation
(EU) No 651/2014 declaring certain categories of aid compatible with the internal market in
application of Articles 107 and 108 of the Treaty. Slovak Act No. 112/2018 Coll. on Social
Economy and Social Enterprise offers financial aid for social enterprises but the current
arrangements are largely reliant on European structural and investment funds which are
limited to the duration of the programming period.
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In order to promote common interests and goals in the field of social entrepreneurship, the
Association of subjects of social economy was established. It is an organization of the social
economy sector, an interest association of legal entities based in Banska Bystrica. The
platform is interested in promotion of the social economy development in Slovakia and with
its activities presenting the successes of existing social enterprises or other projects. (Aliancia
pre socialnu ekonomiku,2022)

Registered social enterprises in Slovakia

According to the Social Enterprise and Social Enterprise Act (2018), a social enterprise does
not need to be registered, which means that alongside registered social enterprises there are
also a number of unregistered enterprises. As of 1 October 2022, the Register of Social
Enterprises, maintained by the Ministry of Labour, Social Affairs and Family of the Slovak
Republic states that there are 530 registered social enterprises. According to the date of
establishment, the least registered social enterprises were established in Bratislava Region
(16), Nitra Region (30) and Trnava Region (31). (Catalogue of social enterprises.2022
)Registered social enterprises state have mentioned that the percentage of employed
disadvantaged persons and vulnerable persons is a measurable indicator of a positive social
impact.

The social enterprises carry out activities in the sector of construction, education, provision of
social services, such as operation of a laundry, production of bakery and confectionery
products, textile production, wood processing, etc. It is clear that the social enterprises
demonstrate a wider spectrum of business activities included in the service sector. Out of the
registered social enterprises, we selected as an example MEPOS SNV s.r.o. (Ltd.), based in
Spisska Nova Ves and founded in 2019 as a municipal enterprise. The MEPOS social
enterprise fulfils public-beneficial goals, including the maintenance and care of public spaces
and greenery. The company's social goals also include the employment of disadvantaged
groups of the population. According to data published on the MEPOS website, the social
enterprise employs 25 people, out of which 9 are disadvantaged. (Mestsky podnik.2022) The
company is expanding its activities and, due to the in the FINSTAT database, it is one of the
prosperous companies with a profit of EUR 93,216 in 2021. (FINSTAT.SK.2022)

The Slovak legislation concerning social entrepreneurship and social enterprises listed since
2018 the types of social enterprises (§11). Table 1 presents the types of registered enterprises
divided according to social impact, table 2 presents the division of enterprises according to the
focus of the subject of activity.

Table 1: Types of registered enterprises

Types of businesses

The purpose of the enterprise

Legal forms - existing since 2018

Public benefit enterprise

achieves a positive social impact
in fulfilling the public interest

limited liability company, social
cooperative, civil association

Community enterprise

achieves a positive impact in
fulfilling the community interest

limited liability company, social
cooperative, civil association

Source: Act No. 112/2018 on social economics and social enterprises (own processing, 2022)
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Table 2: Types of enterprises according to the subject of activity

Types of businesses

Social impact

Conditionality

Integration enterprise - public
benefit enterprise

promotes employment through
the employment of disadvantaged
or vulnerable persons.

the integration enterprise
employs at least 30% of the total
number of employees of
disadvantaged persons and
vulnerable persons in an agreed
employment relationship of at
least half of the established
weekly working hours,

Social housing enterprise - public
benefit enterprise

provides socially beneficial rental
housing, which is a social service
of general interest (No. 3 of
Regulation 1304/2013). Positive
social impact is measured in the
social housing enterprise through
the number of apartments under
construction, reconstruction or
acquired apartments or by the
percentage of rented apartments.

Socially beneficial rental housing
is intended for groups of people
with low incomes and people with
severe physical disabilities.

General registered social
enterprise

achieves a positive social impact
through the fulfilment of public or
community interest by providing
any of the socially beneficial

§ 2 par. 4 of Act no. 112/2018
Coll. provision of services:

health care, social assistance,
environmental protection and

services. population health protection, etc.

Source: Act No. 112/2018 on social economics and social enterprises (own processing, 2022)

As for the size category of enterprises, the category of small and medium-sized enterprises
prevails as of September 30, 2022. Entrepreneurial activity is developed, but in some cases
the business is terminated. We observe that registered social enterprises do come into
existence and on the other hand they disappear from various reasons. According to the register
of social enterprises, 13 registered social enterprises ceased to exist as of August 31, 2021. In
general, it can be concluded that based on the data published in the Register of Social
Enterprises, the activity of social enterprises is focused on work integration while achieving
their socially beneficial goals. No less insignificant is the fact that, due to the Catalogue of
Social Enterprises (2022), as many as 5,700 employees work in social enterprises in various
positions.

A model of sustainable social entrepreneurship - a new generation model

The Article 3(3) of the Treaty on European Union aims to establish an internal market that
works for the sustainable development of Europe, based, among other things, on balanced
economic growth and a high level of protection and the improvement of the quality of the
environment. Sustainability has long been central to the Union project, and the Treaty on
European Union and the Treaty on the Functioning of the European Union (TFEU) reflect its
social and environmental dimensions (Regulation (EU) 2020/852, OJ L 198/2020).

Sustainable business can also be understood as responsible business in the context of the
Slovak Republic's obligations arising from its membership in the European Union, currently
including sustainable economic development and a green economy among its priority goals. If
we adhere to the taxonomy related to Regulation (EU) 2020/852, the following criteria for
sustainable business with a social dimension should be considered:

a) The ecological approach of social enterprises that means the institutions of a more
ecological economy with a positive effect on regional development are preferred.
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b) The circular economy approach, focusing on the reduction of waste in the production
process.

c) The energy efficiency approach.

d) The social sustainability approach interlinked with labour relations.

e) The CSR (corporate social responsibility) approach focusing on responsible business or
distribution of food.

However, there are several opinions related to the principle of sustainability. Schaltegger, S.
et al. (2015) claims that: ,,A business model for sustainability helps describing, analysing,
managing, and communicating (i) a company’s sustainable value proposition to its
customers, and all other stakeholders, (ii) how it creates and delivers this value, (iii) and how
it captures economic value while maintaining or regenerating natural, social, and economic
capital beyond its organizational boundaries.

It can be accepted that the components of sustainable business are natural, social, and
economic capital. The European Union in a secondary act, characterized by an element of
superiority, more precisely defines sustainability factors. Provision of Article 2 (24)
Regulation EU 2019/2088 states "sustainability factors mean environmental, social and
employees” matters, respect for human rights, anti-corruption and anti-bribery matters”. In
principle, we understand sustainable social business as business that neither violates
environmental nor social goals, while the management decisions taken are in accordance with
the applicable legal framework.

The model of a sustainable social enterprise is also determined by the key performance
indicators of the enterprise and the financial health of the enterprise. Considering the
difficulty and the conditions of social entrepreneurship as a social entrepreneurship model, we
recommend the establishment of a work-integrating enterprise that will operate in the field of
food production and processing of local products.

The model proposed by us is based on the fact that this type of business does not demonstrate
high demands for education and IT skills. Another reason is the fact that the European Union
is increasingly promoting the approach from 'Farm to Fork’, which is also part of the
European Green Agreement (COM/2019/640 final). This social enterprise model could be
characterized by self-sufficiency, competitiveness and sustainability, as the food industry and
the processing and sale of (local) products are prospective. This model of business basically
connects employment policy, social assistance and inclusion, as well as community
development at the regional and local levels.

In our opinion, the development and sustainability of social enterprises is determined by
suitable conditions for social enterprises emerging in the market, the provision of state aid,
and the provision of financial products by commercial banks designed specifically for social
enterprises. The sustainability of a social enterprise is dependent on the quality of human
resources, including the social and emotional well-being of individuals, and high degree of
humanity and moral qualities. The proper and smooth operation of social enterprises requires
knowledge sharing and interaction with other conventional enterprises, which can contribute
to the acquisition of new practical skills of employees.

Identification of obstacles to the operation of social enterprises

Despite suitable legal instruments for the development of social entrepreneurship, and the
increase in number of social enterprises, as documented by the data in the Register of Social
Enterprises, there are obstacles to the launching and development of social entrepreneurship.
The idea and motivation to establish a social enterprise are not enough. The basis of any
economic activity is associated with financial resources, so social enterprises are financially
dependence on financial resources. With the aim to identify business obstacles, we carried out
interviews with 40 respondents and representatives of existing social enterprises in three
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regions of Slovakia (PreSov Region, Banska Bystrica Region and Bratislava Region) in
September 2022. Interview questions were focused on obstacles that could hamper the lauch
of social entrepreneurship. The findings were sorted on the scale from a) to e) showing the
circumstances that could obstruct the launch of social entrepreneurship:

a) the lack of financial resources limits the continuous development (100%);

b) the employment of disadvantaged persons could lead to a reduced labour productivity
(98%);

c) the lack of experts skilled in social entrepreneurship and state aid on the labour market
(87%);

d) the lack of relevant work habits and skills in socially disadvantaged employees (85%);

e) low competitiveness in goods or services and offer at lower prices (76%).

Since social enterprises have been operating on the market since 2018, the survey also
confirmed the limited experience in the operation of the entities and the law enforcement.

4. CONCLUSION

Through its activities, the European Union directly promotes the system of establishment and
operation of social enterprises and the social economy. Currently, the process of European
integration is deepening and the topics related to sustainability and the Recovery and
Resilience Plan are coming to the fore. It has been confirmed that significant changes
occurred also in social entrepreneurship, the sustainability and competitiveness of social
enterprises. On the basis of facts and data obtained from the Register of Social Enterprises, we
clarified the concepts of social enterprise and social entrepreneurship. Based on the activities
of registered social enterprises, we elaborated a model of a social enterprise that could
withstand competition pressures and become sustainable. The operation and sustainability of
social entrepreneurship is not possible without state aid provision. Environmental aspects and
maximal social impact were confirmed in the process of retention and stabilization of social
enterprises on the market.
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MODERN ECONOMIC POLICY.
PRACTICAL CONSIDERATIONS: CASE OF LATVIA
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Abstract. This scientific paper pays special attention to the impact of the post-soviet mindset effects lasting since
regaining independence in 1991. Such influence is very controversial, as the former communist elite was allowed
to be involved in the new liberal power structures - it made and still makes it difficult for the new generation to
benefit from economic innovation processes. The change of post-soviet mindset as a part of innovation culture is
touched and seen as an essential component for driving economic progress. The authors discuss the cultural
influences of the innovation processes in Latvia, analyzing the relationship between innovation and
entrepreneurship policies. It identifies the probable interrelationships between the old soviet mindset and the
current entrepreneurial economy, including the talent density, technology absorption readiness, and
performance of local innovation ecosystems.

Keywords: economic policy, innovation, talent, post-soviet mindset

JEL Classification: 03, P2, P23

1. INTRODUCTION

This paper makes initial assessments of the specific role of the post-soviet consequence on
economic growth in Latvia. After the fall of the Soviet Union, researchers began to assess the
impact of external factors on the innovation processes. Such external factors included
partners, clients, institutions, local culture, the legislative environment, and the available
external knowledge sources. In some regions or local urban areas, enterprises were more
motivated to innovate than others (Florida, 2002). The development of new technologies and
technology transfer, knowledge institutions and workers, and knowledge transfer gradually
became critical, highlighting the importance of expertise and intangible knowledge. The
concept of innovation has evolved into a systemic approach, reflected in several growth
theories related to innovation processes. The impact of societal and business culture as a
critical growth factor was analyzed less, especially for transition economies. The research
methods include literature and global trend analysis, synthesis, and comparative analytics of
available data.

Currently, entrepreneurship is perceived as the fourth main factor of production (in addition to
capital, physical infrastructure, and labor). The 'small’ state could be characterized as:

1) Its resources (talent, labor, infrastructure, and funding) are limited.

2) Local economic policies and foreseeing matters could be locally focused and
determined by national social partner interests (often based on historical and cultural
circumstances).

3) Weak performance in exploring opportunities offered by significant science and
technology infrastructure facilities may result in a substantial brain drain for small
countries.

The above leads us to the "innovation ecosystem” as a network of institutions in public and
private sectors whose activities and interactions initiate, develop, modify, and commercialize
new technologies. The main factors of an innovation system are an interactive collaboration
between all actors, artifacts that describe the technologies and techniques used, innovation
culture in institutions, new technology adoption ability, and readiness for innovative change.
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Literature analysis showed that there is a lack of papers analyzing the impact of innovation
culture in institutions towards their strategic policies and growth.

2. THE LACK OF AN INNOVATION CULTURE

Culture is essential for successful organizational change and maximizing the value of human
capital. Schein proposes that organizational culture becomes more important for strategic
product and process innovations [Schein, 1985]. The new concept of “innovation culture”
emerged at the boundary of technology and culture. An innovation culture means an
environment that supports creative thinking and advances efforts to extract economic and
social value from the knowledge and, in doing so, generates new or improved products,
services, or processes [MaRS, 2022].

Figure 1: Culture model: a cause-effect line and post-soviet heritage factors

Causal factors Operating culture Outcomes of Innovative
cuiltiira hahavinnir
- Mission and vision Organisational culture - teamwork ideas and innovation
- organisational structure - cross-functional actions
- HR practices, mindset coordination
- reinforcement systems - motivation
- job design - satisfaction
- communication
- leadership
Still exist post-soviet Influence this Soviet values resist ) Result in innovative
heritage transition and change of innovative ideas to products
mindset succeed
~ y

Source: Adopted by authors from Cooke, 2016

The influence of the Soviet heritage is a fact. This legacy across all CIS countries was
uniform and continues to be a major common cultural phenomenon. Following thirty years of
independence, the Soviet legacy still confirms not only the cultural and psychological values
but also the societal structures and the economic situation in which the new EU member states
lag behind.

A variety of scientists have analyzed innovation culture in firms. It includes a robust
managerial will, strategy, openness, employee motivation, increasing investments into R&D,
and evaluation of the effectiveness of work results. R.Cooke has developed a model of 'how
culture works' (Cooke, 2016) (see also Figure 1). This model outlines the organizational
attributes that cause culture and what the outcomes of culture are. We may restructure the
model by introducing a cause-effect line and post-soviet heritage factors. Another post-soviet
legacy, internal freedom and focus on innovative products, has been ignored. The
precondition for high performance is developing an innovation culture.

A more detailed literature analysis outlined that the most frequently interrelated cultural
classifications across variables were leadership, openness, collaboration, experimentation,
motivation, and communication (Zemmer, 2018). These conclusions mostly agree with the
ones analyzing the effective use of large-scale research facilities internationally and locally.
Mindset from variables' list and openness, cross-discipline collaboration, and leadership
(governance) play a crucial role in innovation culture and innovation ecosystem (Timofejevs,
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2019). We may also confirm that motivation and satisfaction are outcomes of organizational
culture to innovate as critical variables and part of culture itself (see Figure 1).

The economic downturn that began in 2008 set back Latvia's economic development. The
sharp cut of wages, loss of savings, a higher burden of taxes, limited access to real estate
loans, and decreasing financing to education and research totaled with lowered trust in the
political system, an uncompetitive labor tax system, and its ability to achieve sustainable and
predictable development. Since 2021 we have seen this continuing in the Covid-19 pandemic
and war in Ukraine, fuelled by rapidly growing energy costs.

3. THE CONSEQUENCES OF THE POST-SOVIET MINDSET

Innovation culture has played the most crucial role in the country's competitiveness. A
common feature of the states of the former Soviet bloc is the post-soviet mindset value
system. 'Homo Sovieticus' carrying soviet mindset values is the prototype of a person
influenced by a soviet totalitarian regime. Post-homo Sovieticus is a person whose operation,
ability, will, and value system is heavily affected by the Homo-Sovieticus mindset (value
system) (Mudrakov, 2020).

The long-awaited return to the European Common House (also entering NATO) took place
smoothly. Most people in the Baltic States knew it was also a matter of security and survival.
Consequently, measurable structural changes: economic, legislative, public administration,
education, and science reforms were successful and with public awareness. Simultaneously,
there was going unmeasurable social change to approach the societal norms in western
countries. Meeting formal requirements and joining the EU was easier than fundamentally
altering social culture and mentality. In 2004, Latvia was neither economically nor socially
prepared to join the EU on equivalent terms.

'Homo Sovieticus' occurs when living in an environment where the law does not work, where
the law is merely an instrument in the hands of an "apparatchik," and where the only criterion
is the effectiveness of action. Ideological devotion and cooperation create seeming existential
security. "Various manners, habits, notions, and opinions among the society constitute its
character of mind. This term includes what people do (their conduct), what they think (their
mentality), and what they are expected to do and think (their culture and civilization). These
three levels of human experience and habits determines their behaviour in a new environment
of transition economy" (Sztompka, 1993). When applied to post-communist society, this
approach resulted in accounts of "socialist mentality” and "Homo Sovieticus.” From 1988 to

1991, the Eastern Block community discovered that people lived better and differently in the

west, yet it was difficult for people to change their post-soviet mentality. Globalization and

integration in the EU deformed the expected national values borders. Imperial rule stifled the
decision-making capability at the local level. The collective psyche was focused on social
security and risk-avoiding. During the transition economy and after it, a revival of the soviet

mindset values took place (Sztompka, 1993):

1) Liberal economic policy in East European countries failed, where the government did not
interfere in market processes and privatization, which allowed the former elite and old
nomenklatura to keep property redistribution in the hands of limited social groups.

2) Life under communism produced a unique legacy, a unique set of values, rules, norms,
codes, and standards. It has an in-built negative attitude against any power and unpredicted
revolution experiments against democratic reform.

3) The state is held responsible for not providing welfare and blamed for all personal failures.
The government is seen as an environment of conspiracy, cynicism, greediness, stupidity,
and inefficiency. Evading public regulations, rules, and laws is a widely recognized virtue.
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4) Many become involved in illicit trading, smuggling, tax, and duty evasion. In most CEEC
countries, there is still widespread support for the relatively egalitarian distribution of the
wealth thus created and for a substantial welfare value.

Post-soviet mindset has been given very little and insufficient attention as an affecting factor,
contributing to the ineffectiveness of several national programs and reforms. In the next
chapter, we will look at Latvia's economic development over the last 20 years compared to the
two Baltic neighbors - Estonia and Lithuania.

4. LATVIA'S ECONOMIC AND INNOVATION PERFORMANCE DURING THE
LAST 20 YEARS

The start of transition economic reforms in the early 1990s for all Baltic States was relatively
equal, with insignificant disparities until 2000, when a functioning market economy was in
place. Since 2000, and especially after the Baltic States joined the EU, the development of the
Baltic States has started to vary. Each country chose its path, and economic growth policies
and policy measures generally were not harmonized. It increased Latvia's backwardness, first
from Estonia and then from Lithuania. We compiled critical indicators in Table 1 for
economic and innovation growth over the 20 years for all Baltic States. The analysis allows us
to draw up significant conclusions:

1. The fastest GDP per capita growth since 2000 has been seen in Estonia and the lowest in
Latvia. Latvia joined the EU as an emerging country with low productivity, low export
volumes, and a share of innovative products, resulting in value added per capita well below
the EU average.

2. Latvia spent the least on R&D (from GDP) among the Baltic states in 2000; also, in 2020,
the increase in this indicator is the lowest — almost twice as low as in Lithuania and nearly
three times lower than in Estonia. The years of backwardness in higher education and
science funding have so far depleted the sector's performance and, after obtaining a
doctorate, pushed young talented students to seek further career opportunities in leading
science centers in developed countries at best.

3. Lithuania has grown exports by more than 34%, ranking first among the Baltic States in
2020. Although Latvia's exports have increased more rapidly than Estonia's, Latvia still
shows the lowest rate among the Baltic States. Although Latvia shows a sharp increase in
exports of goods from high-tech industries, given the small total export volume, high-tech
goods and services are also small.

4. Compared to the EU average, Latvia and Lithuania show below average, while Estonia
ranks among the strong innovators. Lithuania has grown more rapidly during the period —
by 27.8 percentage points compared to Latvia's 23.3 percentage points. As an EU member,
Latvia has received solid structural fund allocations in pre-accession and three following
planning periods (e.g., 2004-2006, 2007-2013, and 2014-2020).

5. Since 2000 the population has shrunk at the fastest rate in Lithuania (20.1%, from 3,51 to
2,81 mill. people), but less than in Latvia (19.7%, 2,38 to 1,88) and Estonia (4.8%, 1,40 to
1,33). Estonia is the only country with a positive net migration level, and Lithuania is in
the worst position (Eurostat, 2022).

6. Table 1 shows that Latvia is also lagging in digital development, largely due to the long-
term backwardness of Latvian universities from leading Estonian universities and in recent
years, from Lithuania's HEIs.

7. A two-community society in Latvia also contributed to preserving post-soviet mentalities
and values. It took the form of non-compliance with legislative requirements, tax evasion,
corruption, substantial public administration, etc.
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Estonia’'s most successful reforms and the more stable and rapid development in the last 20
years provide 30-40% higher wages and opportunities to compete for growing and well-paid
jobs. Tallinn offers a more dynamic quality of life between the administrative centers of the
Baltic States, better career development opportunities, and housing opportunities. The average
salary in Riga City was EUR 971 in 2021, EUR 1388 in Tallinn, and EUR 1106 (Reddit,
2021), respectively, in Vilnius. If the gap in living standards is widening, after one
programming period, we will already lag behind Estonian and Lithuanian levels of income
approximately by one generation. Latvia's skilled labor emigration to Tartu or Tallinn is
already increasing. Why is Latvia lagging behind the rest of the Baltic States?

Table 1: Growing economic disparities between Latvia and other Baltic states

Indicator, source Year Estonia Latvia Lithuania

R&D expenses, % of GDP 2000 0,60 0,43 0,60
2020 1,79 1,16

GDP per capita, % of EU-27 2000 41,8 38,2
2021 85,1 87,7

Exports of goods and services, 2000 61,6 38,6

% of GDP 2021 78,3 80,4

High-technology exports, % of 2007 11,8 11,5

manufactured exports, WB 2020 20,4

Global Innovation Index 2007 #31

ranking (WIPO) 2021 #21

Corruption perceptions index, 2000 #27

ranking 2021 #13-17

World Digital Competitiveness 2014 #30

Ranking 2021 #25

Hourly labor unit costs in 2000 2,8€

manufacturing, EUR 2021 13,5€

Trust in government, % 2000 44,2
2006 51,9 30,4

World University Rankings 2016 #351-400 UT #601-800 UoL #601-800 VU

(Times Higher Education) 2022 #251-300 UT #501-600 RSU #601-800 LUHS

Source: Eurostat, The World Bank, Global Innovation Index, Transparency, IMD, OECD, The Times Higher
Education. Notes: av. = average; UT — University of Tartu; UoL — University of Latvia, LUHS — Lithuanian
University of Health Sciences, VU — Vilnius University; RSU — Riga Stradins University. Letters in white
represent the lowest value among the three Baltic states.

Estonia and Latvia had historically received many arrivals whose co-branded Soviet culture
heated the pre-war local Baltic German business culture. In Latvia, this effect was most
significant than in Estonia and Lithuania. Latvia was an industrially developed republic and
had more desirable properties. In the 1990s, while regaining independence, nomenklatura,
retired militants, KGB employees, and ‘apparatchik’ partly converged with the political
leaders of the Latvian National Awakening and the representatives of the diaspora from the
western world. The young, consolidated elite was sucked up as leeches by lawyers, post-
soviet bankers, advisers, and experts loyal to the political elite, thinking about where to cut,
redistribute, and privatize steel. They subordinated the business environment to their interests
by distorting the market and preventing new competitive companies from developing. It is
inevitable that in Latvia, the reallocation of available resources in favor of the new
consolidated political elite became the priority over creating new globally competitive
companies. The creation of legislation took 3-4 years, and it allowed a rapid and politically

195



Conference proceedings: CHALLENGES, TRENDS AND INSPIRATIONS
WITHIN THE LABOR MARKET 2022

lobbied reallocation of resources. Over the transitional period, Latvia redistributed more
properties than Estonia and Lithuania (Valmieras zinas, 2021).

We can also assess the innovation culture as a method for how effectively we have been able
to use the limited resources available. Tartu University was more democratic and free-
thinking in the Soviet era. Thirty years after the restoration of independence, Latvians still
lived in the "Soviet" information room, which strengthened nostalgia for Homo Sovieticus
values and the Russian people's earlier privileges, thus promoting the restart of the post-soviet
mindset.

The redeployment of Soviet resources and efforts to reallocate EU structural funds or, worst
case, writ-offs remains significant, mainly when €15 billion will be available by 2027.
Successful political intervention can earn more with grants than business in a competitive
environment. But the country isn't getting richer by redistributing the resources available.
Notorious in Latvia is an insolvency administrator institution whose primary function is to
deprive the entrepreneur of everything he has done in his business career. It's a reallocation.
However, any entrepreneur with assets will act more intelligently than the best insolvency
administrator or official for which it is not a profit but a reallocation. Homo Sovieticus won't
invest money in science with long-term returns. Since the 1990 s, public funds have been
invested in concrete because it is traditionally easier to avoid paying taxes in the construction
sector, to cut off some of the funding as a corruption payment (so-called ‘otkats’), or to steal
directly.

The strategy of allowing money laundering and profiting on a growing stream of energy and
cargo trade and transit was a mistake. Other strategies were not implemented. Science was not
required. Latvian gross product is 25-30 percent lower than in Estonia and Lithuania. The
neighbors' aggressive marketing, self-confidence, and policymakers' ability to take risks were
rewarded.

The current situation requires a change in cultural values that sets higher ambitions, another
strategy for entering foreign markets, and the introduction of innovative products or services
that are risky and difficult. Stagnating business creates too many uncompetitive SMEs -
zombie companies [Delfi, 2018], surviving by regular injections of all kinds of grants from
the EU Structural Funds. Zombie companies can only stay at the expense of state aid, they
create economic stagnation in the country and reduce the competitiveness of productive
businesses (Baltijas Balss, 2021).

In general, it should be concluded that the current inflow of the EU structural funds, the Covid
recovery funds, and other available financial resources only reinforce and increase divergence
trends and Latvia's backwardness from Estonia and Lithuania. The reason for the
backwardness is more significant corruption and the shadow economy. Political leaders who
came to power in Estonia in the early 90 s were far more people of European civilization,
optimistic visionaries. Politically powerful, bluster entrepreneurs acted in Lithuania and
Estonia, but their influence was more decisive in Latvia. The inability to alleviate the shadow
economy for years is one of the obstacles to growth. Sectors to look for a shadow economy
are well known. The actual cause of the problem is the Soviet values system.

The main strategy paper in Latvia is the National Development Plan. It includes sector-
specific forecasts and plans. The National Development Plan's objectives were ambitious,
although none of the four target indicators were achieved. Yet the numbers are disappointing
(Table 1).

The quality of education requires significant improvement. Preferences of Riga as the capital
of the Baltic economy, the largest agglomeration, should be capitalized.
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CONCLUSIONS

In summary, the authors initially conclude that future national economic policies should be
focused on the new generation. Entrepreneurs ought to be free from the post-soviet mindset
by investing in new knowledge and technologies and Latvian companies' readiness to adapt
them creatively and innovatively. Post-soviet mindset factors and their impact on economic
policy should be studied in more detail.

The Soviet mindset is a critical factor influencing the national innovation ecosystem, society,
policy decision-makers activities, the education system's quality, and the various economic
processes. The authors will study further the impact of the Soviet mindset on the development
of digital industries, analyze the effect of this factor on national innovation culture, and
deliver causal analyses.
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Abstract: This article aims to analyze overcoming labor supply shortages in the Digital ecosystem
and demand structure according to the innovation performance and value proposition designed by
local IT enterprises. The authors have designed a simple metric based on the value added generated
by local IT firms, categorizing firms into one of three models: destructive, stagnating, and productive.
The factors influencing the performance of the IT ecosystem were analyzed. This article pays special
attention to the impact of digital literacy and artificial intelligence on economic development,
comparing the situation in all three Baltic states. The article discusses the support for the digital
ecosystem concerning domestic innovation and entrepreneurship policies and identifies the latest
proven policy measures to overcome weaknesses. Reforms have been carried out, but they do not
result in an increased number of “productive companies,” and over 30 years since the collapse of the
USSR, brain drain and fundamental systematic issues are still critical. The change of the post-soviet
mindset as a part of innovation culture is analyzed.

Keywords: economic policy, innovation, talent, post-soviet mindset, information and communication
technologies

JEL Classification: O3, P2, P23

1. INTRODUCTION

This article assesses the role of the post-soviet impact on ICT industries in Latvia over the last
50 years. The ICT sector has experienced substantial development leading to the change in
entrepreneurial and societal habits, customs, norms, and culture. ICT development has
influenced macroeconomic outcomes. The growth of the internet, broadband networks, PCs,
smartphones, and wireless technologies changed the landscape. The transition economies,
with their comparatively low living standard, centralized planning of isolated command
economy with undeveloped infrastructure, soviet standards-based education system, and
continuous reforms towards a free market economy, left ICT development unprepared. The
EU transition economies have passed rapid liberalization, stabilization, mass privatization,
and the creation of harmonization with the EU legal framework processes (Remeikiene,
2021). The minimal availability of natural resources in a small open economy provides
opportunities to lower resource consumption industries. ICT in its current state is new. It
started rapid growth in software in the early 1990s. Emerging technologies, in combination
with talented personnel, is a combination that facilitates new services and business
development opportunities with lower expenses at the development stage. Moreover, ICTs
grant access to high-quality learning materials (Beardsley, 2010).

The success of digital service marketplace development has been new data-driven artificial
intelligence, machine learning, and simulation applications.

ICTs growth will have a triple positive macroeconomic impact (United Nations, 2011):
1) Growth and higher productivity of the ICT sector itself.
2) Long-term impact on higher labor productivity.
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3) Contribution of ICTs to new business sectors, innovations, and overall efficiency.

This study uses the literature and statistical data analysis from the last twenty years addressing
the role of innovation culture with a specific focus on the post-soviet mindset in ICT
development in Latvia.

2. PRODUCTIVE AND NON-PRODUCTIVE ENTERPRISES

Activities entrepreneurs create value might be distinguished as “positive” and referred to as
productive entrepreneurship. Baumol defines productive entrepreneurship as “any activity that
contributes directly or indirectly to the net output of the economy or to the capacity to
produce additional output” (Baumol, 1993). A weak legal environment, enforcing institutions,
and social values might encourage entrepreneurial activities which are not desirable by
society. Such forms as illegal and shadow activities, rent-seeking, corruption, and
governmental intervention or installment of administrative barriers to the free market could be
profitable but lack economic benefits to society (Sauka, 2010).

Rent-seeking describes the “acquisition of some of the monopoly profit or the economic rents
currently generated or potentially available in the economy” (Baumol, 1993; Dallago, 1997).
Rent seeking involves granting exclusive licenses or enacting laws, such as litigation,
takeovers, tax evasion, and avoidance, and acquiring a monopoly (Sauka, 2007). Rent-seeking
creates the biggest obstacle to productive entrepreneurship (Baumol, 1993).

Several studies outline that legal and illegal activities coexist in transition economies, and
most new and small firms are involved at the same time in value-adding and rent-seeking
activities ([Smallbone, 2001; Sauka, 2010; Smallbone, 2006). Illegal entrepreneurial activities
include the production and distribution of illegal drugs, racketeering, and blackmail, having a
destructive effect on the economy (Baumol, 1993). Most studies tend to regard a new firm as
a success story or as a failure or business churn (Davidson, 2001). The border between both
might be blurry, and outputs with opposite meanings. The productive business could be with
low performance, but unproductive firms can lead to the positive societal output. Transition
countries possess deviations from accepted societies of developed countries' business norms
(Warren, 2003). The above includes access to external capital, frequent changes in legislation
(Awvotins, 2000), particular attitude towards entrepreneurs, corruption, regular tax inspections,
avoidance of taxpaying and offering labor contracts, and various required informal payments
to officials to ensure permissions, licenses, and orders. The firm’s performance also increases
by the involvement of values of personal networks or “blats.” Blat as a factor comes from
soviet time as a part of the soviet culture and “refers more to gaining societal or commercial
advantage from friends and people with whom entrepreneurs have good personal contact”
(usually with top-level decision makers among government officials and civil servants)
(Sauka, 2010). Blat resembles lobbying at the political level.

Understanding the nature of activities and analyzing their outcomes is essential. These include
profit making, achievement of personal satisfaction (personal goals), positive or negative
value creation, and societal effects. A positive outcome can be created at all levels —
productive, unproductive, and destructive entrepreneurship, if it contributes to venture
performance and to the economy's growth. Some of them might lead to the harmful societal
effect. Many authors also outline the impact of Homo Sovieticus or soviet mindset, often
transferred to new generations as neo-soviet business culture or post-soviet mindset (Ozols,
2022). The authors' improved classification of deviant activities is presented in Table 1.

Sauka et al. the research does not provide a clear understanding of the differences between
unproductive and destructive entrepreneurship. Therefore, the authors supplemented Sauka's
approach to the analysis of business differences in transition economy countries with an
additional section - differences from Western countries that are allowed by legislation and
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accepted by society, as well as the section 'unethical behavior' was renamed to 'soviet
mentality embedded activity, which in our opinion better describes the nature and causes of
such a difference (see Table 1).

Table 1: Negative and positive entrepreneurial value creation activities in Latvia, deviant from
developed countries

Fair free market Soviet mentality ‘Rent seeking’ activity lllegal activity
activity embedded activity
Profit making for Nomenclature and elite’s | Litigation Racketeering
personal goals, not business
society
Legally allowed Blat, friends, favoritism, |Lobbying Prostitution
competition versus and nepotism
honest competition
Written agreements Order self-generation Takeover Illegal drug dealing
versus oral agreements |activity
Poor or non-existent Squeezing out of the Different forms of tax Various shapes and
quality and safety market evasion and avoiding kinds of unofficial
standards efforts payments for
corruption
Limited trust Post-soviet business Concealing actual salary Non-contract
culture (blackmail, (envelope wages), employment
cheating, dishonesty, underreporting
falsity, inertness
Centralized and Pocket-firms (a firm Zombie firms live and blackmail
authoritarian provides cash and survive off the grants it
management comfort for the founder) |receives
Risk capital investors Low perceptions about  |Innovation is not on the
require control stake contribution to society priority list
Acquiring monopoly profit

Source: Authors, based on Sauka, 2007

Transition economies regard entrepreneurial behavior and activities should be treated
individually, not as a unified entity, because of different starting points, previous experience,
and entrepreneurial culture (Smallbone, 2001; Sauka, 2008).

The analysis of business goals leads to four groups of companies (Stratos, 1990):

1) Growth-oriented firms are younger, more petite, willing to take risks, and have global
ambitions with a focus on high growth or, e.g., growth firms, often called Startups.

2) Exit firms tend to be sizeable, primarily representing manufacturing sectors owned by
serial entrepreneurs.

3) Control-orientated firms in the majority are family-owned companies in traditional sectors.
If personal targets prevail over business ones, such companies may turn into, e.g., ‘pocket
firms,” mainly operating to create an expected level of welfare and amenities for owners.

4) Survival-oriented firms demonstrate poor performance and a lack of will to take risks.
They usually are saved by obtained grants, subsidies, donations, or ‘political orders. These
are named zombie firms.

Transitioning to free market rules requires a change of both formal and informal rules and
specific enforcement power as a motivating factor. North wrote: “Changing the formal rules
will produce the desired results only when the informal norms are complementary to the rule
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change, and enforcement is either perfect or at least consistent with the expectations of those
altering the rules” (North, 1997).

3. POST-SOVIET CULTURE INFLUENCE ON THE ICT SECTOR IN LATVIA

Innovation culture is one of the most critical factors determining the company's
competitiveness. All states of the former Soviet bloc have a shared history of centralized and
authoritarian economies and communist ideology by decades planted in societies as the soviet
mindset values system. Without a more profound understanding, it will not be possible to
change the nature, coverage, viability, and perceptions of the value system that interferes with
democracy and the market economy. Homo Sovieticus carrying soviet mindset values, is the
portrait of a person born in and taught by a Soviet totalitarian regime. Post-homo Sovieticus is
a person born during independence time after the collapse of the Soviet Union whose
operation, ability, will, and value system are heavily affected by the Homo Sovieticus mindset
(value system) [Mudrakov, 2020], [Sztompka, 1993]. Globalization and integration in the EU
and NATO deformed the expected national values borders. Imperial rule stifled the decision-
making capability at the local level, as almost all were decided in Moscow.

ICT is one of the fastest-growing sectors in Latvia. Over the last decade, key indicators
significantly increased (see Table 2) - turnover (+109,4 %) and the number of employees
(+102,1%) doubled, profit figures (+162,4%) and added value (+166,6 %) increased by more
than 1, 6 times, while staff expenses raised more than four times (+405%). These figures
demonstrate rapid growth of the sector and strong demand for new talents, and access to
technologies to sustain further growth. Most ICT companies provide IT services and software
development services. Foreign companies saw Latvia as a source of well-trained and cheap
labor [Nissinen, 2002]. However, this has changed as more product-oriented companies and
startups have gained traction. For example Infogram Ltd, Giraffe Visualisation Group Ltd,
Anatomy Next (anatomy.app), TestDevLabs, and many others.

Latvian biggest well-performing companies- TET and LMT- first and second place
accordingly to Labs of Latvia (Labs of Latvia, 2022) are partly owned by the government.
Many SMEs are working on state-issued tenders where good relations with customer project
managers are beneficial. The other statistical data in Table 2 demonstrate rapid ICT sector
growth driven by foreign enterprise investments and collaboration at the international level.

Table 2: Latvian ICT sector statistic data, in euros.

2010 | 2011 | 2012 | 2013 | 2014 | 2015 | 2016 | 2017 | 2018 | 2019 | 2020
Turnover, 2067 2275| 2897| 3099 3063| 3497 3471 3617 3851 4102| 4329
mill EUR
Number of 17316| 18337|21449| 23305| 26522| 29203 31801| 33990| 37300 37112 38456
employees
Number of 3151| 3373| 4390 5064| 5432| 6133] 6567| 6559| 6900 7021 7096
companies
Profit, mill 178| 152] 205] 206| 221| 247 290| 275] 395| 445] 467
Income Tax, 29 25| 21 35 38 42 47 39 16 43 51
mill EUR
Staff 181| 248 314| 359| 410, 472 541| 613| 732 829 914
expenses,
mill EUR
Added value, 572| 602| 686 767 791| 903| 1018 1122| 1263| 1462| 1525
mill EUR

Source: Official Statistics Portal (2022)
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Socio-cultural aspects also determine the collaboration to a large extent. It can even be
attributed to a country level where accumulated socio-cultural elements are manifested.
Suppose we refer to G. Hofstede's dimensions. In that case, we can operate with six following
influencing factors: power distance, uncertainty avoidance, individualism versus collectivism,
masculinity versus individuality, time focus, and society's willingness to enjoy life (see also
Table 3) (Hofstede Centre, 2015).

A significant impact here can also be observed on power distance. Countries with larger
power distance will need more support from the management to enhance collaboration.
Countries with the highest P.D. are Russia, with lowest Scandinavian countries (Achim, 2016)

Countries with a larger collectivism index will find it much easier to establish contacts and
develop cooperation teams and networks. It is relevant both at the organizational as well as
country levels. The highest score for IDV is for the USA, Australia, U.K., and the lowest is
for Latin-American countries

The most Masculine societies are Slovakia, Japan, Hungary, and Austria. The most feminine
ones are Sweden, Norway, and Latvia.

The highest score for U.A. is in Greece, Portugal, Guatemala, Uruguay, and Belgium, and the
lowest scores for U.A. are for Singapore, Jamaica, Denmark, Sweden, and Hong Kong,
promoting innovative ideas.

The highest LTOs are for South Korea, China, Japan, Germany, Belgium, Lithuania, and
Estonia, while STO orientation is for Honduras, Nigeria, and Ghana.

IND is high for Venezuela, Malaysia, El Salvador, and Angola, while low impulse control is
in Egypt, Latvia, Lithuania, Albania, and Hong Kong, nations with more restrained actions
and manifestations of pessimism and cynicism.

In post-communist countries, people prefer conservative values to preserve their political past
(soviet system) in terms of well-established policies; focus on redistribution is reflected in the
balance of liberal fiscal and social policies on the one hand, with austerity and tighter budgets
on the other [Barni, 2016]. The recent rapid move to remote work caused by the global
COVID-19 outbreak demonstrated a clear need to apply modern digital/remote work methods
at various scales. Such processes depend on trust instead of control; more developed in
Scandinavia, Germany, and Anglo-Saxonian countries, Romanic language and CEEC
countries dominate control, and managers here prefer office work instead of remote work
(Beno, 2021).
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Factor

Explanation

Specificity for CEEC

Reports on Latvia

Power distance (P.D.)
or social inequality

The extent to which “the less powerful
members of a society accept and expect
that power is distributed unequally” [the
Hofstede Centre, 2015]

Cultural context tolerance for inequality
and hierarchy [Barni, 2016]

High P.D. promotes entrepreneurial
activity [Busenitz, 1996]

Higher social inequality led to higher corruption. Large
distance of P.D. means hierarchical order where superiors
provide favor and nepotism to subordinates in return for
their loyalty.

To a certain degree, inequalities in power, influence, wealth,
and prestige are seen as illegitimate [Barni, 2016]

The percentage of people in Latvia who
indicated that freedom is more important
than equality was in 1990 ~54%, and in
2008 — 50%, while respective figures for
Estonia (75% and 60%) and Lithuania (75%
and 64%) also demonstrated critical
assessment of the economic situation. The
freedom index and Fraser Institute Index
confirm the importance of individualism as
a dominant attitude in all CEECs from 1995
to 2013. [Gruszewska, 2014].

Lithuania has a comparatively high P.D.
index [Radavicius, 2016]

Attitude towards
unknown -
uncertainty avoidance
(U.A)

“The degree to which the members of a
society feel uncomfortable with
uncertainty and ambiguity” [the Hofstede
Centre, 2015]

Corruption is a mechanism to reduce uncertainty to obtain
predictable results; “in cultures ranking high on U.A.,
members are likely to feel uncomfortable in unstructured
(i.g. novel, unknown, surprising) situations, such people
prefer to minimize uncertainty through strict rules and laws,
formal structures, as well as safety and security measures”,
they avoid risk-taking [the Hofstede Centre, 2015]

L.T. has a low tolerance to uncertainty
[Radavicius, 2016]

Attitude towards
community -
Individualism versus
collectivism (IDV)

Pertains to societies where the ties
between individuals are loose: everyone
is expected to look after themselves and
their immediate family, person’s self-
image is defined between “I” or “we,”
e.g., individual or group or family [the
Hofstede Centre, 2015]

Refers to the degree to which cultures
encourage people to act as individuals
rather than as members of groups [Barni,
2016]

In a collectivistic society, people are inclined to violate the
law to support their group based on unquestioning loyalty.
“IDV refers to the degree to which individuals consider
themselves autonomous, different from others, and
independent from social groups; in individualistic societies,
people value freedom, autonomy, and individual interests,
and are more committed to entrepreneurship” [the Hofstede
Centre, 2015]

Trompenaar found that Czechoslovakia and
the CIS countries were high on
individualism and low on collectivism
[Luthans, 1995]. Till 2013 value of
individualism increased. Trust in other
people gradually increased in Latvia (from
19% in 1990 to 26% in 2008) [Gruszewska,
2014]

Attitude towards
success — Masculinity
versus femininity

MAS dimension refers to the concern of
society for achievement, heroism,
assertiveness, and material rewards

Motivation to become wealthy — male-based values - high
earnings, titles, recognition, advancement, challenges, and
other material or status rewards enhance the level of

Latvia is the most masculinized state in
Baltics — index 9 against L.T. 19 and EE-30
[Beno, 2021]
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(MAS) (masculinity) or cooperation, modesty, | corruption; masculine society “expects man to be assertive,
caring for the weak, and quality of life tough, and focused on material success; women are
(femininity) [the Hofstede Centre, 2015] |supposed to be more modest, tender, and concerned with the
quality of life” [Hofstede, 1998], entrepreneurship is
perceived to require “traits such as independence,
aggressiveness, autonomy, and courage, frequently
associated with a man”’[Gupta, 2009]
Attitude towards Refers to long-term versus short-term LTO — “persistence, ordering relationships by status, thrift | Transition countries have demonstrated a

passage of time -
long-term orientation
(LTO)

exposure toward the future; “how every
society has to maintain some links with
its past while dealing with the challenges
of the present and future” [the Hofstede
Centre, 2015]

and having a sense of shame,” STO — “personal steadiness,
protecting the face, respect for tradition, reciprocation of
greetings, favors, and gifts” [the Hofstede Centre, 2015]

decrease in traditionalism, while Latvia,
Hungary, and Estonia exhibited growth in
the importance of traditionalistic (national)
values [Gruszewska, 2014]; consistently, the
East Asian students in TIMSS* test in math
outperform all other students, performance
in math correlate with LTO, performance in
science did not [Hofstede, 2001], [Hofstede,
2010], L.T. traditions (tribal, family,
religious) dominate over rational values
(societal, institutional) [RadavicCius, 2016]

Attitude towards
control of one’s
desires or indulgence
(IND) and restraint

“Refers to the presence of a society to
allow relatively free gratification of basic
and natural human drives to enjoy life, in
contrast to suppressing the gratification
of needs and regulating it utilizing strict
social norms” [the Hofstede Centre,
2015]

A high indulgence score means a society willing to enjoy
life and have fun. This society highly values leisure time and
spending a lot of money. In a restrained society, people are
restricted by social norms, and to break them, they agree to
some illicit private payments [Achim, 2016]

Source: Hofstede (1980, 2001)

49 TIMSS — Trends in International Mathematics and Science Study, an international comparative test of mathematics and science performance taken every four years in now more
than 50 countries on all continents
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Does Latvia’s ICT sector grow or stagnate?

Latvia’s ICT sector example demonstrates that after the economic crisis in 2009, GDP
dropped by 18% [Official Statistics Portal, 2022] and most national market ICT projects
where either cancel or significantly reduced is beginning of a new era. This time might be
considered the end of the post-soviet way of doing business where personal connections were
more important than products, quality, and competitiveness. Operations in the global
marketplace and technical expertise demand soft skills like communication culture, attitude,
planning, and executing work. International group companies usually share the same
subsidiary organization structure with little or no localization. Teams are assembled from all
continents with in-house and external employees, which means that competition takes place
on all levels starting from continental (EU vs. ASIA vs. US), country, and company and
concluding with individual freelancers or employees.

To put Table 4 figures into context, the authors have used theWorld Digital Competitiveness
Ranking from 2015-2022 created by IMD (IMD, 2015-2022). This rating is based on three
pillars — knowledge, technology, and future readiness with corresponding sub-factors. Ratings
are computed on statistical or complex data and surveys.

Table 4: Digital competitiveness rankings Latvia

Factors 2015 2016 2017 2018 2019 2020
Overall 34 33 35 35 36 38
Knowledge 32 33 34 34 36 36
Talent 30 28 29 28 32 27
Training & Education 14 12 20 28 27 27
Scientific concentration 49 48 47 46 47 49
Technology 32 33 32 32 23 34
Regulatory framework 37 35 34 31 30 37
Capital 39 45 31 36 35 50
Technological framework 29 23 24 26 14 13
Future readiness 37 39 41 39 45 42
Adaptive attitudes 35 38 46 52 52 51
Business agility 43 46 41 41 47 45
I.T. integration 34 38 36 37 44 37

.Source: IMD (2015, 2016, 2017, 2018, 2020). Note.: number ‘1’ means the best rank.

IMD World Digital Competitiveness Ranking, i.e., criteria for 24 index-forming factors and
compare Latvia's results with those of other similar size countries, such as Ireland and
Singapore [IMD, 2015-2022]. The results indicate Latvia's backwardness in competencies and
skills. From the first parameter block, only the second factor for Latvia can be assessed as
developed — digital and technological knowledge. Latvia is characterised by developed ICT
and broadband infrastructure in the second block but weak integration. In the innovation and
business change block, Latvia is lagging far behind in all the parameters of the bloc, as well as
in the digital literacy of society and the ability to grasp new opportunities. Latvia lags behind
its nearest neighbors (Lithuania and Estonia) at all levels of education, including the
introduction of robots in training. Data show that even if we earn a lot more, we are losing
competitiveness, which might have significant negative consequences in the long term. The
aforementioned drives us to questions. Why is this happening, what is the root cause and how
to change this situation for the better? Is it caused by post-soviet culture in the top
management of state and mature companies? Is it caused by insufficient entrepreneurial skills
for a lack of understanding that excellent and world-class ICT infrastructure without decent
human capital investment will not work at its full potential?
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Let us summarize the possible causes of stagnation:

1) Latvia is no longer competitive in terms of cheaper costs in the ICT sector. The level of
wages provided by the Investment and Development Agency of Latvia in the IKT. sector
[LIAA fact sheet, 2022] suggests that Latvia is only slightly behind the other Baltic States
and Western Europe in terms of wages.

2) The second cause could be a low growth rate (Table 2). We had almost the same starting
point as Estonia and Lithuania; in the 2008 and Covid-19 pandemic crises, the shrinkage of
Latvia's economy was more significant. However, turnover and export volumes show the
opposite.

3) The quality of the education system, the number of graduates, and the science
concentration are behind neighboring countries. The demand for employees is so high that
talented students are engaged in the labor market from 1st years studies, and many do not
finish their studies (Table 2).

4) Latvia has high administrative barriers, labor taxes, and corruption levels.

5) Another reason could be the worst performance of the government and the lowest skill to
show their achievements compared with Estonia and Lithuania.

CONCLUSIONS

The fundamental problem is one of the measurements of success. Whereas Latvia
demonstrates success in all essential indicators of the ICT sector, the IMD World Digital
Competitiveness Ranking shows a decline. The growth stimulated by direct foreign
investments and global demand for trained professionals does not directly correlate with IMD
World Digital Competitiveness Ranking, and deeper analysis is required. The post-soviet
mindset is changing, but too slowly. The lack of sufficient talent needs to be addressed
through the education system and ICT investment programs. In the short term, talent is
available outside Latvia. This should be attracted by good marketing and reduction of red
tape. An increased supply of human capital, talent, and ICT sector services is required across
all business sectors. Further studies should be conducted assessing the impact of the academic
sector's quality, talent concentration, and availability of top-level ICT infrastructure.
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THE COLLAPSE OF THE LABOR MARKET IN 2026 - A MANAGERIAL
PERSPECTIVE

Lubos POLAKOVIC

Abstract: The cyclical-energetic model (Kopcaj's fish) describes well the development of social
systems. In 2026, the cycle of our technical epoch lasting 242 years will end and at the same time a
block of cycles - the development of man as a social being, which lasted 3820 years. The world will
change rapidly and enormously. A permanent decline awaits us or we will start a transition to a
higher level of a new cycle. For example, in terms of management, social relations and their
management will be dominant in the new cycle. One of the consequences will be the demise of the
labor market as we know it. Other parameters of the new cycle will be discussed.

Key words: social system management, entropy, syntropy,labour economics

JEL Classification: JO10

1. SOCIAL SYSTEMS CYCLES

Any social system consists from two parts.One is following thermodynamic rules. It includes
knowledge, skills and technology and can be measure by entropy. Other part brings energy for
existence and evaluation. This is living part — human beeings. It is managed by non-linear
thermodynamics and can by measured by syntropy.

Relationship and their role in social system development you can find at [1].An accurate
social systems development model was developed including biology, stability systems science
and turbulent environment. Application on Euro-atlantic civilisation confirms a very good fit
to the historical data.

Fig.1 Kop¢aj cycle for our cycle
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Fig. 2 Euro-atlantic civilisation in Kopc¢aj cycles
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Our cycle (1792 to 2026 lasts 234 years) and blok of cycles (1794 B.C. to 2026 lasts 3820
years) both finished at 2026. End of the cycle is characterized by chaos. We live in very
chaotic era now. Chaos of our cycle and chaos of block of cycles will come together. Two
social cunami in one time. Such big changes occurs before 3 816 years ! Two solutions come
from theory of chaos. Strong degradation of our social system or jump to the new cyle on
higher level.

2. NEW CYCLE PARAMETERS

Every new cycle is characterized by higher energy consumption, higher energy effectivity,
disruptive technology and new information level. All other parametrs can be derived from
these four parametres according the point of view.

The labour market is our point of interests. Last power vertical hierarchy layer will disappear.
This meens vertical relationship between the employer and employee will be transferred to
horizontal cooperation. The demand for work is typical for vertical relation. The employee
must act as a tool and behave as thermodynamic system. The result is that he must problems
and trouble making. This is second thermodynamic law valid for all universe. The employy
can act as the living ( non linear thermodynamic) system with much higher energy
production. The labor market wil be transformed to acceptance of empoyer goals and creative
potential market.

Management will change significanly also. Today is management focused on technology and
economy. Empoleys are simply forced do follow instructions. Tommorow managers will be
responsible for how much energy and what quality company received from employee.
Managers must manage social system in the company as the dominant goal. They have useful
tools but it is necessary to apply them on the social system now. And social oriented
organizations must accept the social system has to be managed in result oriented way.
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3. CONCLUSION

New model of social systems evolution so called Kopcaj cycles, gives us an powerful tool to
understand human history but also to predict future. There will be an strong impact on labour
market also. To analyse labor market past is beneficial off course. Any prediction using
extrapolation will fail because of the disruptive change in society around the 2026. New
approach to education and company management will be needed.
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JOBS WITHOUT THE THREAT OF AUTOMATION IN THE SLOVAK
REPUBLIC

Eva RIEVAJOVA™®
Michal HRNCIAR®:

Abstract: The aim of the article is to examine the impact of innovation on human resources from the
opposite point of view. Domestic and foreign research predicts that the Slovak Republic will automate
jobs at the level of 60%, which should result in the loss of a significant part of employees (including
studies by the Organization for Economic Co-operation and Development. However, jobs that should
not be threat by automation are an unexplored area. In our research, we focused on the theoretical
basis for the replacement of the workforce by technologies in the past and the expected effects of
automation in the future. Based on the findings of Arntz et al. (2016), when examining the effects of
automation on jobs, we applied an approach focused on the scope of work of individual jobs. Seven
specific skills/competencies have been identified that will be difficult to replace with machines in the
near future. These were subsequently linked to national occupation standards, which are a systematic
description of employers' requirements for employment in the Slovak Republic. By linking the
identified jobs to the national job classification SK ISCO-08, the share of jobs with a low risk of
automation in the total number of employees in the Slovak Republic, the structure of education of
these employees and their classification into individual main classes of the SK ISCO-08 classification
were calculated. The main result of solving this problem is the finding that the share of jobs in the
Slovak Republic with a low risk of automation is at the level of 24%.

Key words: job automation, digital skills, labor market, economic productivity

JEL Classification: E24, J21, J24

1. INTRODUCTION

The labor market, both nationally and internationally, has long been affected by processes that
change its character and that affect its most important component - human resources. Over the
past decades, the nature of work has been influenced by several socio-economic changes such
as globalization and migration, labor market disparities, population aging, long-term
unemployment and youth unemployment. The COVID-19 pandemic and the military conflict
in Ukraine are currently affecting the labor market.

A key theme that has a significant impact on employment, job creation and structure is
Industry 4.0, which can be loosely defined as introducing technological and innovation trends
into production processes to increase economic productivity, facilitate market transactions and
create goods and services with almost zero marginal costs. In this context, we consider the
automation of two thirds of jobs, of which 33% are assumed to be highly automated and 31%
endangered by a change in the way work is performed, to be a significant problem predicted
by the Slovak economy (SR). Many foreign studies on the share of automated positions in the
Organization for Economic Co-operation and Development (OECD) countries rate the
countries of Eastern and Southern Europe as being significantly threatened by job automation
(Nedelkoska et al., 2018). But automation, on the other hand, can help create new jobs.
However, according to the European Commission's report ,,it requires significant investment
in adapting to new labor market demands that require new and more advanced types of skills
and qualifications. Only 33% of Slovaks currently have higher than basic digital skills*
(Europska Komisia, 2019a, s. 38).

%0 Prof., Ing., PhD., Trencianska univerzita Alexandra Dubdeka v Trenéine, Fakulta socialno-ekonomickych
vztahov, , Studentska 2, 911 50 Trenéin, Slovensko, e-mail: eva.rievajova@tnuni.sk
5L Ing., PhD., Trexima Bratislava, Drobného 29, 844 07 Bratislava, e-mail: hrnciar@trexima.sk
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2. PROBLEM FORMULATION AND METHODOLOGY

The paper aims to identify the share of jobs with a low risk of automation in the Slovak
Republic in connection with the impact of Industry 4.0. For this reason, selected theoretical
research of foreign authors in the field of job automation was applied to the conditions of the
labor market in the Slovak Republic. For this purpose, it was necessary to work with several
follow-up research methods.

The method of analysis allowed us to examine the impact of Industry 4.0 and technological
changes on the labor market. Through the method of theoretical analysis, we aimed to
summarize from various relevant sources the socio-economic trends affecting the national
economy of the Slovak Republic. Using the method of theoretical analysis, we searched for
and identified the previous approaches of several authors concerning the influence of Industry
4.0 on job automation. The degree of their threat is interpreted at different levels depending
on the approach taken by the author. We used the logical-historical method to summarize and
process relevant foreign studies, to examine the impact of innovative technologies on human
resources in recent decades, and the starting point for our research was the results of the work
of Arntz et al. (2016). The authors recommend examining the degree of threat to jobs due to
automation by evaluating the individual work tasks of employees who have different degrees
of automation. We applied their findings in the conditions of the Slovak Republic and
examined individual jobs in terms of whether the employee needs to use a skill that is in the
coming period with a low risk of automation. The set of such jobs has provided an insight into
how much of the jobs will not be jeopardized in the coming years due to the introduction of
innovative technologies.

Calculation of the share of jobs with a low risk of automation in the total employment of the
Slovak Republic: in examining the theoretical basis, we have identified a set of seven key
competencies that appear to be difficult to automate, based on the results of research by
foreign authors, representatives of relevant institutions and our own discretion based on
practical experience replaceable by machines in the coming period:

= Work organization and planning;

= Ability to make decisions and take responsibility;

= Talent;

= Creativity;

= Critical thinking;

= Strategic and conceptual thinking;

= Leadership.

In the form of analysis, we decided to find out the share of jobs in the Slovak Republic where
employees need the above competencies at the highest level (marked as ,,high level®). The
only relevant and most extensive source of data in this area in the Slovak Republic is the
National System of Occupations, which is defined by Act No. 5/2004 Coll. on employment
services as amended as ,,a comprehensive information system describing the standard
demands of the labor market for individual jobs.“ Based on one of the many goals of the
National Project Sector-Driven Innovation towards an efficient labor market ,,monitoring
developments in sectors with an emphasis on changes in the required skills, knowledge and
competencies of employees in specific jobs* we worked with a competency model database
for all guaranteed national occupation standard (NOS). This unique data set provides a wide
range of information describing employers' requirements for individual jobs.

We consider this to be the most important information for every NOS:
= Recommended level of education;
= Slovak Qualifications Framework (SKKR);
= Regulations;
= Certificates and other written certificates;
= Professional experience;
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= Statistical classification of occupations SK ISCO-08 (classification SK 1SCO-08);
= European classification of skills / competences, qualifications and occupations ESCO;
= Statistical classification of economic activities SK NACE Rev. 2;
= Competences:
« general key competencies,
 specific key competencies,
 professional knowledge,
» professional skills.

Specific key competencies ,,they form competencies and dispositions / talents that are only
necessary for certain jobs, at one of three levels (elementary, advanced and high).“ The
information system of the National Project of Sector-Driven Innovations for an Effective
Labor Market, in which more than 900 experts from the Slovak Republic work, contains the
opportunity to choose from a total of 11 items when creating the NOS, including the seven
key competencies we have for the purpose of our research. they chose. During the evaluation,
we worked with the following range of selected jobs:

Table 1: Number of NOS in which one of the above competencies is required at a high level

Selected specific key competence Count NOS
Ability to make decisions and take responsibility 669
Work organization and planning 503
Strategic and conceptual thinking 486
Creativity 266
Leadership 231
Critical thinking 149
Talent 63

Source: Information system of the National Project Sector-driven innovations for an efficient labor market,
author's processing

We subsequently supplemented the exported data on NOS, whose competence model contains
at least one of the seven examined specific key competencies, with the data of the job
classification SK ISCO-08, which is assigned to each NOS. In this way, we achieved a direct
link between NOS, in which experts from sector councils identified a high need for
competence with a low risk of automation, which is not easily replaceable by machines, and at
the same time a link to an important job classification that offers a large number of
opportunities for further research.

2.1 Link with the national classification of occupations SK 1ISCO-08

The SK ISCO-08 classification is the national classification of occupations, which is issued
by the Decree of the Statistical Office of the Slovak Republic no. 449/2020 Coll. as amended.
,,By linking the NMS with the SK ISCO-08 classification, each job can be supplemented with
a qualitative aspect consisting of standard labor market demands and a quantitative aspect
consisting of determining employment and the structure of workers performing the job tasks
of the given job in any breakdowns.“ (Trexima Bratislava, 2019b, p. 303). Each of the
examined NOS contains the SK ISCO-08 classification determined by an expert. Based on the
interconnection of NMS (only those who need a competence / skill with a low risk of
automation) to perform the job) and at the same time the classification of SK ISCO-08 as a
unique identifier for each job, the opportunity arose to analyze these jobs in terms of their
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number. For this purpose, we used data from the Labor Price Survey (ISCP). This finding,
which ,,systematically provides and evaluates data on employee remuneration broken down
by occupation, gender, education, age, qualification and other characteristics* (Trexima
Bratislava, 2017, p. 2). It is one of the most extensive statistical surveys conducted in the
Slovak Republic, as evidenced by the following data on collected intelligence units and
employees for the period under review 3Q 2021:

= 9154 reporting units in the SR,

= 1084 962 processed employees in the SR.

Using these data, we were able to identify the number of employees (and consequently their
share in total employment in the Slovak Republic), who should not be potentially endangered
by automation and machine replacement so significantly. In addition, we assessed these jobs
in terms of the educational structure of employees who work in the given positions in the
Slovak Republic and we also tried to evaluate the representation of these jobs in terms of the
main classes of the SK ISCO-08 classification. With these findings it was possible to identify
what share of jobs in the Slovak Republic will not be significantly endangered by automation,
what education employees working in these jobs have and in which main classes of the SK
ISCO-08 classification they work.

2.2 Theoretical background of the researched issues

The results of a survey of several foreign authors dealing with the topic of automation and
workforce replacement provide the findings that are the basis of our research. Automation and
the replacement of the workforce by technology alone do not necessarily mean job losses. A
historical examination of previous innovation trends has shown that in several cases the
workload of employees has changed with new tasks and competencies that they did not know
before, resp. did not control.

From the findings of foreign authors, we have summarized information that speaks mainly
about specific tasks, competencies and skills, which today and in the coming years will not be
threatened by automation. These are an important basis for us to be able to identify jobs that
may not be automated in the coming period, respectively. replaced by machines in full. In
table no. 1, these findings are summarized according to the authors, resp. of those studies.

Table 2: Summary of the most important findings of foreign approaches to the replacement of
employees by technology

NAME OF THE STUDY FINDINGS

Automation does not have to reduce overall employment, it can only result in a reduction
in labor requirements and creating space for new competencies and tasks of employees.

David H. Autor (2015) Polanyi's paradox - there are activities that require specific skills, such assenzomotorika,
critical thinking, judgment, intuition, creativity, spoken word, etc. These features
cannot be programmed by programmers and therefore automated.

Based on the available literature and research of Oxford University, the authors identified
three categories of tasks that cannot be replaced by technologies. These are the tasks that
require:

- creative intelligence (According to the authors, any psychological process that is the
Frey a Osborne (2013) | pasis of human creativity can be included within the creative intelligence, e.g. creativity),

- social intelligence,

- perception and manipulation.

Robots cannot recognize human emotions in real time.

Physically demanding, repetitive, dangerous and monotonous work declined in the

Arntz et al. (2016) observed decades (1980-2010).
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NAME OF THE STUDY FINDINGS

The authors replaced the approach based on the assessment of the professions as a whole
with an approach focused on the tasks needed to perform the professions
(international assessment of the key competencies of the PIAAC). According to the
authors, applying a task-based approach leads to a much lower risk of automation
compared to a profession-based approach. PIAAC data is a unique source of data that
contains micro-level indicators of socio-economic characteristics, skills, work-related
information, job tasks and competencies.

While Frey and Oshorne found that 47% of jobs are automated, research by Arntz et al.
(2016) yielded 9% for the same country.

An important controversy in the Frey and Osborne (2013) approach is that their results are
taken over by other authors and implemented in other countries, while the competencies
for the performance of these professions and the set of tasks can vary significantly
between countries.

Whole jobs are not exposed to automation, but only specific work tasks.

Tasks that cannot be replaced by machines and can only be performed by people are
World Economic Forum — | decision-making, consulting, communication, reasoning or management.

The Future of Jobs report | Skills, that employers expect to grow the most by 2025: critical thinking and analysis,

2020 the ability to solve problems, the ability to organize work and time correctly, working
with people.
Deloitte - Employee Low-skilled employees can be at risk — The research found that employees with lower
preparedness for the education are more skeptical about technology, as opposed to employees with a university
digital revolution degree who see new technologies as an opportunity to acquire new skills.

Source: author's processing

2.3 Analysis of selected key competencies with low risk of automation in the conditions of
the Slovak Republic

Following the above findings, we have developed a list of seven specific key competencies
that are considered difficult to replace by machines in the above studies. It is a set of the
above-mentioned competencies above and subsequently divided into table no.1.

The determination of these competencies as well as their selection was based on the
mentioned foreign research and at the same time these competencies had to be chosen so that
they were compatible with the available data in the conditions of the Slovak Republic. For
this purpose, the competencies based on these researches were linked to the National System
of Occupations, which is defined by Act no. 5/2004 Coll. on employment services, as
amended ,,a comprehensive information system describing the standard demands of the labor
market for individual jobs. The national system of professions determines the requirements
for professional knowledge, skills and abilities necessary to perform work activities in jobs on
the labor market.” Its center is the Employment Register made up of national occupation
standard (hereinafter referred to as ,,NOS*), which describe employers' requirements for
qualified employment. The register of jobs consists of 1 915 NOS, which, among other things,
contain a part " specific key competencies“. Through this information, it is possible to select
only those NMS that in the competency model contain at least one of the above competencies,
which according to foreign research will be in the near future with a low risk of automation.
In addition, each NOS contains a section ,,classification®, within which information on the
assignment of NOS to:

= classification SK 1ISCO-08,

= statistical classification of economic activities SK NACE Rev. 2,

= European classification of skills, competences and employment ESCO.

Assignment of NOS to a specific 7-digit code of the SK ISCO-08 classification brings the
possibility of detailed examination of jobs at the national level in terms of competencies that
are necessary for the performance of jobs. It is a unique way to examine the impact of
automation and technological innovation on employment in direct relation to the findings of
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Arntz et al. (2016). They recommend analyzing individual competencies directly within
national jobs and their job tasks.

Within the database of the National Project Sector-Driven Innovations for an Effective Labor
Market, all NMS were exported, in which at least one of the seven monitored competencies at
the highest level appeared within the competence model (level high). Subsequently, the
classification codes of employees from the SK 1ISCO-08 classification at the lowest level were
attached to these NOS. The database created in this way was used for further work in
evaluating their risk of automation. Based on the assignment of the SK 1ISCO-08 classification
code, it was possible to analyze these jobs in terms of the number of employees in the Slovak
Republic and the educational structure.

The total share of employees with at least one of the seven competencies examined at a high
required level is approximately 24%. Following the findings of foreign authors, we can say
that these employees will not be in terms of automation, respectively substitutions by
technologies are significantly endangered, as their work requires a high level of such
competencies, which today and in the near future will not be possible to replace with
machines. It is possible to assume that in the performance of their work, innovations,
technologies and automation of certain processes will be a complementary element that will
help to increase the efficiency and quality of the work performed. At the same time, there may
be a situation where there is a high increase in unemployment and the number of unemployed
who can and will be willing to work but are not suitable for them.

Table 3: Share of employees in the total number of employees in the Slovak Republic who use
selected specific key competencies at a high level

The share of employees using a
specific competence in the total
Name of the specific key competence number of employees in the Slovak
Republic
(3Q 2021)%?
Ability to make decisions and take responsibility 11,93 %
Work organization and planning 11,52 %
Leadership 8,93 %
Strategic and conceptual thinking 8,37 %
Creativity 4,55 %
Critical thinking 2,98 %
Talent 0,51 %

Source: National project Sector-driven innovations for an efficient labor market, author's processing

3. RESULTS

The results of a survey of several foreign authors on the topic of automation and workforce
replacement brought findings that became the basis of our further research. Automation and
the replacement of the workforce by technology alone do not necessarily mean job losses.
From the findings, we summarized the information that speaks mainly about specific tasks,
competencies and skills, which today and in the coming years will not be threatened by
automation. These are an important basis for us to be able to identify jobs that may not be
automated in the coming period, respectively. replaced by machines in full.

52 Individual jobs can occur more than once in the seven monitored skills / competencies. The share of
employees is declared only by the relevant percentage of employees using the skill / competence in question.
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Within the database of the National Project Sector-Driven Innovations for an Effective Labor
Market, all NMS were exported, in which at least one of the seven monitored competencies at
the highest level (high level) appeared within the competence model. Subsequently, the
classification codes of employees from the SK ISCO-08 classification at the lowest level were
attached to these NMS. The database created in this way was used for further work in
evaluating their risk of automation. Based on the assignment of the SK 1ISCO-08 classification
code, it was possible to analyze these jobs in terms of the number of employees in the Slovak
Republic and the educational structure.

The theory of human capital has become the basis of education policy in many developed
countries in recent decades. However, scholarly discussions often underestimate the research
findings and developments related to this theory that since the 1970s it has been steadily
enriching the understanding of how human capital contributes to the personal well-being and
socio-economic development of society as a whole. (Kuzminov Ya., Sorokin P., Froumin 1.,
2019).

Following the findings of foreign authors, it can be stated in the conditions of the Slovak
Republic that employees with at least one high competence will not be in terms of
automation, respectively. substitutions by technologies are significantly endangered, as their
work requires a high level of such competencies, which today and in the near future will not
be possible to replace with machines. It follows that this group of employees is not primarily
at risk in the coming period due to automation. With this calculation, we confirmed our
statement, in which we claim: A quarter of employees in the Slovak Republic need skills with
a low risk of automation in the coming period to perform their job.

This research provides a different view of the impact of innovation trends. While most studies
and analyzes address the expected proportion of jobs at risk, in our research we evaluated jobs
with a low risk of automation. Based on the connection of data with the Statistical Survey on
the Price of Labor (ISCP), we have identified jobs with a low risk of automation in total
employment and evaluated in terms of level of education. We are based on the findings of
several authors listed in Tab. 1. who consider educated employees to be less at risk. This
statement has become a precondition for us to establish a second examination, where jobs
with a low risk of automation are in most cases qualified positions with a need for higher
education.

We also managed to verify this assumption with a positive statement. We found that a
significant majority of employees who need at least one of the selected competencies with a
low risk of automation to perform their job have a university degree. In this way, we have also
fulfilled the assumption that innovation trends will not be a threat to those employees who are
more qualified. In addition, another fact related to jobs at risk has been confirmed to us in the
context of our examination of hard-to-replace competences. We also evaluated the jobs for
which we identified the need to use competencies with a low risk of automation threat in
terms of their representation in the main classes of the SK ISCO-08 classification. This
confirms the expectation of experts that skilled jobs, represented mainly in management and
specialized classes, will be at very low risk over the coming years. A large part of the jobs we
examined, which we evaluated as jobs with a low risk of automation, represent the main
classes 1 - Legislators, managers, 2 - Specialists and 3 - Technicians and professionals. Thus,
our research also confirmed the fact of domestic and foreign studies that skilled jobs do not
suffer from the introduction of automation.

Competence ,, Ability to make decisions and take responsibility “: Of all employees who need
competence according to the NSP to perform their work ,,Ability to make decisions and take
responsibility* has up to 60% university degree. Employees in need of this competence work
mainly as Legislators, managers; Specialists; Technicians and professionals. This follows
from the analysis of labor cost statistical survey (ISCP) data for the period 3Q 2021.
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Competence ,, Work organization and planning “: Even in this case, it is possible to observe a
significant dominance of university-educated employees who need the competence of high-
level organization and planning to perform their jobs. Their share in the total number of
employees in the Slovak Republic who need this competence is 60%. Example of jobs with a
high proportion of employees in which there is a requirement for a high level of competence
examined: Chief Accountant; Project specialist (project manager); Business manager (sales
director); Executive Director; Site manager.

Competence ,, Leadership““: Competence is at a high level required of employees, who in
most cases have a university degree. Leadership skills are mostly used in positions held by
74% of the monitored group of employees. Almost two-thirds of all staff requiring leadership
skills work at a high level in major classes 1 (Legislators, Managers) and 2 (Specialists).

Competence ,,Strategic and conceptual thinking“: More than 8% of all employees in the
Slovak Republic are employees who need strategic and conceptual thinking at a high level at
work. Almost 70% of them have a university degree. Most of the employees who need
strategic and conceptual thinking to perform their jobs work in positions classified in the main
class 2 - Specialists.

Competence ,, Creativity “: More than two thirds of employees who need Creativity have a
university degree. Of all employees who need a high level of creativity in their work, more
than a third work in jobs classified in the main class 2 - Specialists.

Competence ,,Critical Thinking*: Employees with a university degree in particular need
critical thinking at a high level. Compared to all employees using the competence in question,
they represent a dominant share at the level of 74%. Almost all employees working in jobs
where Critical Thinking is required are included in the first three main classes of the SK
ISCO-08 classification (Legislators, Managers, Specialists; Technicians and Professionals).

Competence ,, Talent“: Employees with a secondary education make up one third of all
employees in the Slovak Republic who need Talent to perform their jobs. A high proportion
of employees in this group have a university degree - specifically at the level of 57%. More
than half of the employees who need Talent to perform their jobs work in the main class 2
jobs - Specialists. One-fifth of the employees in this group work in the main class 1 -
Legislators, managers. Demonstration of jobs with a high proportion of employees, in which
there is a requirement for a high level of Critical Thinking: Primary school teacher;
Conservatory teacher; Orchestra member; An actor; Dramaturg; Cameraman.

4. CONCLUSION

One of the central socio-economic impacts on the labor market is the impact of Industry 4.0.
New technologies and their implementation bring with them the fear of replacing work with
machines. These concerns are supported by many domestic and foreign studies, which the
Slovak Republic perceives as one of the most endangered countries in terms of labor
replacement by automation. These studies point to the fact that the structure of our domestic
labor market consists in many cases of employment, for the performance of which it is
sufficient to routinely master selected skills. These are the ones that are easily replaced by
new technologies.

One of the major studies by Frey and Osborne (2013) estimates the degree of automation for
the US labor market. At the same time, they use 702 jobs, which, in cooperation with experts,
determine the potential for automation. Their results are then taken over by other authors and
applied to European countries. The starting point of our research is the controversy of Arntz et
al. (2016) to the results of Frey and Osborne (2013). Their main approach to examining the
impact of innovation is not based on evaluating the professions as a whole, but focuses on the
tasks needed to carry out specific professions. According to the authors, applying an approach
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based on the tasks of a specific job leads to a much lower risk of automation compared to an
approach based on automation of the whole profession.

The main purpose of our research was to identify the share of employees with a low risk of
automation in the conditions of the Slovak Republic. For this purpose, we based on the
findings of the authors listed in the theoretical part, who identified selected skills with the
assumption of their irreplaceability of machines. Based on our research, these findings and
our practical experience with the issue, we have developed a list of seven specific
competencies for which their replacement by machines cannot be expected in the coming
years.

Through these competencies, we have identified specific jobs for these competencies in the
NMS, in the performance of which employees are required to have at least one of these seven
high-level skills / competencies. By identifying these jobs, linking them to the SK ISCO-08
classification and subsequently analyzing the data from the Labor Price Information System
(ISCP) statistical survey, we came to the following findings: approximately 24% of jobs in the
Slovak Republic will be at low risk of automation. These are primarily employees with a
university degree and employment, which is included in the first three main classes within the
SK ISCO-08 classification (Legislators and managers, Specialists and Technicians and
specialists).
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VPLYV DEMOGRAFICKEHO VYVOJA NA PONUKU PRACOVNEJ SILY
V SR

IMPACT OF DEMOGRAPHIC DEVELOPMENT ON LABOUR SUPPLY IN SLOVAK
REPUBLIC

Richard RIGO, 53
Martin SRAMKA 5
Matej HUZEVKA

Abstrakt: Pocetnost’ a dominantné postavenie jednotlivych generacnych skupin zohrdva vyznamniu
ulohu na trhu prdce. Z dostupnych Statistickych udajov vieme, zZe velkostné zloZenie generdcii sa
postupne zmensuje. To znamend, Ze odchadzajucu pracovnu silu z trhu prace nova nastupujuca
generdcia nedokdze v plnom rozSahu nahradit’ a tym vznikne nedostatok pracovnej sily. V sucasnosti
na trhu prace v ramci ponuky vyStupujii §tyri generacné skupiny — Boomers, X, Y a Z. Stidia sa venuje
analyzovaniu generacnych zmien na trh prdce a rozdielmi medzi vybranymi generacnymi skupinami,
pretoze tieto faktory ovplyviuju trh prdce a ponuku na tomto trhu. Aktudlne na strane ponuky na trhu
prace dochadza k preskupeniu generdcii, ¢o znamend, Ze dochddza k zmene dominantného postavenia
generacie X. Novou dominantnou generdciu sa stava generdacia Y a subezne na trh prace vstupuju
prvy ludia zaradeny do generdacie Z. Pre udrzanie si potrebného poctu zamestnancov musia
zamestnavatelia reagovat’ na tuto skutocnost, pretoze medzi kazdou generdciou dochadza k urcitému
vyvoju, ktory ovplyviiuje ich spravanie a potreby v sukromnom i v pracovnom Zivote. Na zaklade
zisteni z analyzy generacnych zmien na trhu prdace v SR odporucame zamestnavatelom zmenit pristup
k pracovnej sile vo viacerych aspektoch.

KrPuacové slova: pracovna sila, ponuka, demografické zmeny, generacné skupiny, gemnerdcia Yy,
generdcia x, generacne rozdiely

Abstract: The multiplicity and dominance of different generational groups plays an important role in
the labour market. We know from available statistical data that the size composition of generations is
gradually shrinking. This means that the new incoming generation will not be able to fully replace the
labour force leaving the labour market, thus creating a labour shortage. There are currently four
generational groups in the labour market supply - Boomers, X, Y and Z. This study analyzes the
generational changes in the labor market and the differences between the selected generational
groups as these factors affect the labor market and the supply in this market. Currently, on the supply
side of the labor market, there is a realignment of generations, which means that there is a change in
the dominance of Generation X. Generation Y is becoming the new dominant generation and, in
parallel, the first people in Generation Z are entering the labour market. To retain the necessary
number of employees, employers need to respond to this fact, as there is a certain evolution among
each generation that affects their behaviour and needs in both their private and working lives. Based
on the findings of the analysis of generational changes in the labour market in the Slovak Republic, we
recommend that employers change their approach to the workforce in several aspects.

Keywords: labour force, labour market supply, demographic changes, generational groups,
generation y, generation x, generational differences, analysis of employed in Slovakia
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UVOoD

Na trhu prace sa stretava ponuka prace s dopytom po pracovnej sile. Obidva tieto faktory su
velmi dynamické veliCiny, ktoré reaguji na meniace sa vonkajSie podmienky. Zlozenie
pracovnej sily na trhu prace na Slovensku sa postupom rokov meni a najvyraznejSie zmeny
spOsobuje najmd vymena a nastup novych generacnych skupin, ako aj poziadavky na
kvalifika¢ni Groven pracovnej sily v dosledku technologickych zmien. V sucasnosti sa na
Slovensku nachadza 5,447 miliona obyvatel'ov (worldbank.org, 2022). Tento celkovy pocet
obyvatel'stva vieme d’alej rozdelit’ do jednotlivych generaénych skupin. V. modernom svete
vieme identifikovat’ najmenej 5 generaénych skupin (Cilliers, 2017). Kazda zo skupin
formovali uréité socialne, politické, ekonomické ¢i technologické zmeny. Clenenie generacii
je nasledovné: Sillent generacia (1928 — 1944), generacia Baby Boomers alebo len Boomers
(1945 — 1965), generacia X (1965 — 1979), generacia Y (1980 — 1995), generacia Z (1995 —
2010) a aktualne generacia Alfa (Alpha) (2011-sacéastnost’). Presna zhoda medzi réznymi
autormi vo vekovom rozpiti neexistuje a mézu byt v réznych publikaciach mensie rozdiely.
Na trhu prace stibezne koexistuju viaceré generacie a medzi tymito skupinami dochadza ku
generaénému stretu najmd v otazkach hodnotovej orientacie, spdsobe vykonu prace,
nadobudnutym zru¢nostiam a digitalnej gramotnosti.

Kazdu genera¢nu skupinu ovplyviiuju urcité pozitivne alebo negativne sociadlno-ekonomické
a vedecko-technologické zmeny. Ticha generacia bola vychovana k reSpektu a discipline, ¢o
sa prenieslo aj do pracovného zivota. Ludia z tejto generacie pracovali tvrdo, reSpektovali
autority, obetovali sa a povinnosti mali prednost’ pred ,,zabavou“ a sikromnym zivotom.
Presadzovali formalnu komunikaciu a mali nutnost’ citit’ sa potrebnymi, boli trpezlivi, lojalni
a pracovali radSej individudlne. Generacnd skupina Baby Boomers je vychovana tichou
generaciou a ur¢ité Crty su podobné. V praci si angazovani a pomerne lojalni. Su viac
optimistickej$i, pracuju efektivne a zacina sa objavovat’ pri nich pojem workoholizmus.
V osobnom zivote nemaju velky balans aziji pre pracu. Generacia X je oproti
predchadzajicej generacii viac skeptickd, praca je pre nich vyzva a povinnost. Zacinaji
hl'adat’” balans medzi pracou a rodinou. RadSej st samostatni a vyZaduju priamu Struktiru
v riadeni. Generacia Y alebo aj miléniali st povazovani za realistov, su sebavedome;jsi a viac
sa socializuju. V pracovnom zivote st cielavedomi, orientuju sa na ciel’ a pri tejto generacii sa
zacina pouzivat pojem multitasking. Rovnovaha medzi pracovnym a sukromnym zivotom hra
eSte vacésiu rolu ako pri generacii X (Bejtkovsky J., 2016). Generacia Z je oznacovana aj ako
igeneracia, generacia socialnych sieti alebo klikac¢i. Suvisi to s tym aké maja technologické
moznosti. Davaji prednost’ sikromnému zivotu ako pracovnému a zac¢ina sa vyuZzivat’ pojem
,work life balence®. Oproti predchadzajucim generaciam maju najvacsie moznosti, ¢o sa tyka
otvorenosti sveta. Ovladaju jazyky a mozu zit’ a pracovat’ kdekol'vek chcu. Z toho dovodu su
menej lojalni a pokial’ nie st v praci spokojni, tak si najdu nové zamestnanie (Egerova, D.,
2021).

CIEL: A METODOLOGIA

Demografiu mézeme povazovat za vyznamy faktor, ktory ovplyviuje ponuku pracovnej sily
po kvantitativnej ale aj kvalitativnej stranke. Cielom predkladanej Stadie je analyzovat
rychlost genera¢nej vymeny na trhu prace adopadov na tvorbu stratégii v oblasti
personalnych politik. Pre dosiahnutie stanoveného ciela sme pouzili dostupné tdaje zo
Statistického tiradu, ktoré sme analyzovali pomocou popisnych Statistickych metod ako je
analyza akomparacia. Okrem toho sme vyuZzivali matematicko-§tatistické metddy ato
konkrétne progndzy, kde sme na zdklade matematickych vysledkov doterajSieho vyvoja poctu
zamestnanych na trhu prace odhadovali pravdepodobny vyvoj medzi generaciou X a'.
Pomocou tejto metddy sme dokazali stanovit’ obdobie kedy dochadza v ponuke pracovnej sily
na trhu prace k zmene, akedy dojde k vymene dominantného postavenia generacie Y za
generaciu X.
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VYSLEDKY STUDIE

Zlozenie jednotlivych generécii ako aj ich pocetnost’ ovplyviiuje kvantitativnu aj kvalitativnu
ponuku prace na trhu prace. V tabulke ¢.1 mozeme vidiet’ aktualne zloZenie jednotlivych
generac¢nych skupin na Slovensku v roku 2021

Tabulka 1: ZloZenie jednotlivych genera¢nych skupin na Slovensku v roku 2021

Generacia  Obdobie Aktualny vek Muzi Zeny Spolu % podiel

Alpha 2010 - sucasnost’ 0az 1l 359890 343514 703404 12,94
z 1996 - 2009 12 az 25 391974 372571 764545 14,07
Y 1980 - 1995 26 az 41 651093 616481 1267574 23,32
X 1965 - 1979 42 az 56 605211 587720 1192931 21,95
Boomers 1946 - 1964 57 az 75 547703 651943 1199646 22,07
Silent 1924 - 1945 76 az 97 102032 204580 306612 5,64

Zdroj: SUSR, vlastné spracovanie

Aktualne sa obyvatel'stvo Slovenska deli do Siestich generaénych skupin. Posledna najmene;j
pocetna generacia oznacovana aj ako ,ticha generacia“ vymiera ajej percentualny podiel
vramci celého obyvatel'stva Slovenska predstavuje iba 5,64 percent. Na druhej strane
najpocetnejSou generaciou je aktualne generacia Y, ktora je oznacovana aj ako miléniali alebo
stratena generacia. Pocet obyvatelov v tejto generacii je priblizne 1,27 miliéna, ¢o
predstavuje podl'a percentualneho podielu skoro cela Stvrtinu obyvatel'stva krajiny. Generacia
Boomers predstavuje 'udi vo veku 57 aZz 75 rokov. To znamen4, Ze tato generacie, €o sa tyka
aktivneho zapojenia sa na trh prace pomaly ustupuje do uzadia, priCom velka Cast’ z tejto
generacie sa nachddza uZ v dochodkovom veku, a teda nezapajaji sa do pracovného Zivota.
Dalsou generaciou zpohladu d’alsieho demografického vyvoja, ktora bude na tUstupe je
generacia X. Celkovy percentudlny podiel obyvatelov tejto generacie na Slovensku
predstavuje priblizne 22 percent. Ide o pomerne vel'kt generacnu skupinu, ktord priblizne 0
10 rokov zacne ztrhu prace odchadzat. Tieto ustupujlice generacie nahradia postupne
generacie Z a Aplha. Generacia Z oznaCovana hovorovo aj ako Zoomeri aktualne zacina
vstupovat’ na trh prace aide oludi vo veku 12 az 25 rokov. V porovnani s ostatnymi
generacnymi skupinami je tato generacia, ¢o sa tyka poctu obyvatel'ov pomerne slaba. Podiel
z celkového poétu obyvatel'stva Slovenska v roku 2021 predstavuje iba 14 percent. Co je
Vv porovnani s velkostami predchadzajicich generacnych skupin vyrazne nizSia pocetnost.
Generacia Alpha predstavuje obyvatel'ov resp. deti, ktoré st narodené po roku 2009 a tato
generacia aktualne eSte narasta. Ide o I'udi vo veku 0 az 11 rokov a ako mdézeme vidiet je
pomerne velky predpoklad, Ze tito generdcia bude mierne pocetnejSia v porovnani
s predchadzajiicou generdciou Z. Avsak v porovnani s ostatnymi generaciami ide stale 0 nizky
prirastok. Tato skuto¢nost moze do buducna predstavovat’ potencionalny problém, pretoze
moze dojst’ ku kolapsu socidlneho a zdravotného systému krajiny. Co je v§ak pozitivne, tak
v generacii Alpha v porovnani s predchadzajicou generdciou Z su prirastky obyvatelov
mierne vysSie. Priemerny rocny prirastok v generacii Z predstavoval 54 tisic Tudi
a v generacii Alpha je ro¢ny prirastok zatial’ na Girovni priblizne 59 tisic l'udi.
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Obrazok 1: Generacny potencial na TP - celkova pocetnost’ Pudi Vv jednotlivych
generac¢nych skupinach, ktoré mozZu posobit’ na trhu prace v roku 2021
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Zdroj: SUSR, viastné spracovanie

V grafe je znazornena pocetnost’ l'udi v jednotlivych generaénych skupindch. Udaje st zo
Statistického tiradu SR a pri spracovani grafu sme vychadzali z predpokladu, Ze I'udia, ktori
moZzu posobit’ na trhu prace su vo veku od 18 do 65 rokov. To znamend, Ze na trhu prace
V ramci generacie Z eSte nie su vSetci 'udia a postupne, tak nastupuju na trh prace d’alsi z tejto
generacie. Generacia Y prestavuje dominantn skupinu 'udi v populécii Slovenska a ich pocet
je priblizne 1,27 miliona. Predchodca tejto skupiny, ateda generacia X je Co sa tyka
pocetnosti na pomyslenom druhom mieste. Co je zaujimavé, tak na trhu prace aj napriek
mierne nizSiemu poc¢tu ludi prevladala generacia X, avSak podla predpokladov sa tato
dominancia postupne zmeni (vid. Graf 2). Pocet obyvatel'ov grafe pri generacii Boomers
a Z nie je uplny, pretoze vychadzame z predpokladu, Ze na trhu prace sa zucastiiuju iba l'udia
vo veku 18 — 65 rokov. Pocet l'udi, ktory by mohli pracovat’ z generacie Boomers je 632 tisic,
¢o je v porovnani s celkovym poctom tejto skupiny priblizne 50 percent. Ako mozeme vidiet,
tak generacna skupina Boomers je v ramci trhu prace na Gstupe a v priebehu najblizsich rokov
modzeme ocakavat, uz iba minimalne zapojenie sa na trhu prace zo strany tejto generacnej
skupiny. Vzhladom k pocetnosti skupin ,,starSich® generacii v porovnani s ,,novymi alebo
mladymi* generaciami mozeme predpokladat, ze okrem extrémneho zataZenia socialneho
a zdravotného systému krajiny dojde na trhu prace k situacii, kedy bude pracovnej Sily
nedostatok.

Obrazok 2: Vyvoj poctu zamestnanych v jednotlivych genera¢nych skupinach na
Slovensku od roku 1994 po rok 2020
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Zdroj: SUSR, viastné spracovanie
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Vyvoj po¢tu zamestnanych Tl'udi V jednotlivych generaciach vychadzajuc z predpokladu
Statistickej metodiky, Ze zamestnany su I'udia vo veku od 15 do 65 rokov. Udaje su iba
orientacné, pretoze do Statistiky vstupuje viacero faktorov ako su pocty migrujucich l'udi,
poCty absolventov, polty vysokoSkolakov, po¢ty l'udi na starobnom dochodku a pod. Pri
vypracovani vychadzame z demografickych $tatistik dostupnych na SUSR a analyzujeme
udaje z poctu zamestnanych osob podla vekovych skupin. Ako mozeme vidiet' na zaciatku
sledovaného obdobia, ateda vroku 1994 je vyrazne dominantnou generaciou Boomers.
V/rchol tejto generacie, kedy posobilo na trhu prace najviac 'udi bol v rok 1997, kedy na trhu
prace bolo v ramci tejto genera¢nej skupiny 1,23 miliéna I'udi. Spolu s generaciou Boomers
mozeme vidiet' v roku 1994 este tichu generaciu a generaciu X. Tichd generacia postupne
pocas sledovaného obdobia klesa a priblizne v roku 2010 z trhu prace odisla tplne. Takyto
postup sa ocakava v najbliz§ich rokoch pri generacii Boomers. Generacia X od zaciatku
sledovaného obdobia rastla avroku 2007 sa stala na trhu prace dominantnou, a toto
postavenie si drzi az do konca sledovaného obdobia. Generacia Y mala na trh prace néstup
priblizne v roku 1995, priCom mézeme sledovat’ stabilny narast poctu zamestnanych z tejto
generacia. Na konci sledovaného obdobia sa dostdva na hranicu dominantného postavenie
vV ramci ponuky na trhu prace. Okrem spominanych genera¢nych skupin do grafu vstupuje aj
generacia Z, ktora nastupuje postupne na trh prace od roku 2015, no zatial’ je vyvoj prili§
kratky pre d’alsie analyzovanie. Co viak bude zaujimavé sledovat’ je to, ¢i, ako a kedy zaujme
dominantné postavenie tato generacia, pretoze jej pocty oproti predchadzajicim si vyrazne
mensie.

Obrazok 3: Vyvoj poctu zamestnanych v generacii X a Y s prognézou pravdepodobného
vyvoja
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Zdroj: SUSR, viastné spracovanie

Vyvoj a progndza vyvoja poctu zamestnanych obyvatel'ov aktualne dominujicej generacie X
spolu v porovnani s vyvojom a progndézou vyvoja nastupujucej dominantnej generacie Y.
Vyvoj sledujeme od roku 1995 po rok 2020. Po roku 2020 do konca sledovaného obdobia,
teda po rok 2027 sledujeme pravdepodobni prognézu vyvoja poctu zamestnanych ludi
Vv jednotlivych generaciach. Prognéza vychadza na zdklade dostupnych dat z celkového
vyvoja a ide iba o ¢isto matematicko-statisticky odhad. Ako mézeme vidiet', tak generacia Y
by podla prognoézy mala byt dominantnou skupinou na trhu prace uz v tomto roku, teda
v roku 2022. Generacia X za¢ne v priebehu d’alsich rokov postupne klesat. Tento pokles je
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sposobeny vys$§im vekom obyvatelov v tejto skupine, ateda odchodom na starobny
dochodok. Okrem toho, je tu vSak aj zvySend miera Umrtnosti, ktord stvisi uz prave
spominanym rastucim vekom.

ZAVER

Z vysledkov nasej stadie vyplyva, ze dominantné postavenie na trhu prace Sa medzi
generaciami X a Y Vroku 2022 meni a zarovenl na tento trh nastupuje nova generacia Z.
Hlavaym problémom, ktory moézeme ocakavat je ten, Ze s poklesom poctu [ludi
v generaénych skupinach, je pravdepodobné, Ze dbjde k nedostatku pracovnej sily na trhu
prace. Preto musia zamestnavatelia reagovat’ a musia zmenit svoju persondlnu politiku vo
vztahu k zamestnavaniu l'udi, tak aby si pracovnt silu udrzali (age management), ale
taktiez dokdzali prilakat’ nové generacie.

Zmeny, ktoré budi musiet’ zamestnavatelia zvazit' pre udrzanie si a ziskanie pracovnej sily
by mohli zahinat' nasledovné moznosti. Pri tvorbe novych pracovny miest zavadzat najma
moderné technoldgie a pracovné miesto vytvarat’ tak, aby sa prdca mohla uskuto¢niovat’ co
najviac flexibilne. Novym generaciam zalezi ¢im d’alej tym viac na svojom sukromnom
zivote a zalezi im, aby mali ur¢ity balans medzi pracou a sukromim. DéleZité je budovat’ silnt
znacku a dobré meno podniku. V sic¢asnom svete je neuveritelne jednoduché dopracovat’ sa
najmd pomocou internetu k réznym informaciam. Generacia Z je oznacovana aj ako ,klikaci*
apre ludi, znovych generacii je dolezité pracovat v podniku, ktory ma dobré meno.
S tvorbou dobrého mena suvisi aj vnimanie z pohl'adu rieSenia klimatickych zmien a celkovej
spolo¢enskej zodpovednosti. Nastupujice generacie viac ako ktorékol'vek iné vnimaju velmi
vazne klimatické zmeny atito problematika ich nesmierne zaujima. Preto by sa
zamestnavatel' — podnik mal zameriavat' napriklad na ¢o najviac ekologické podnikanie,
vyuzivanie obnovitelnych zdrojov apod. Poskytovat' benefity nie len finan¢né, ale aj
nefinancné, ktoré st navyse oproti inym podnikom. Napriklad hybridna ¢i flexibilna pracovna
doba, ale aj d’alSie moznosti rozvijania a vzdelavania v podobe $koleni a kurzov. V ramci
d’alsich benefitov by mohlo byt na zaklade prieskumu Deloitte poskytnutie pomoci pri
ubytovani  zamestnancov. DOdlezité  je zavedenie individualizovaného  pristupu
k zamestnancom. Coraz viac ludi dava prednost priaznivému pracovnému prostrediu
a duSevnej pohode pred vyskou platu. Mladi I'udia — nové generacie radi pracuju v timoch,
apreto je pre nich dolezité, aby na pracovisku boli pozitivne vztahy. Pri dolezitych
rozhodnutiach podniku by sa mali davat’ aspon ¢iastocné informdcie aj zamestnancom, tak
aby mali pocit, Ze su zapojeni a angazovani. StarSie generacie pracovali bez otazok zatial’ co
nové generacie si vyzaduju viac informacii a najmd odpovede na otdzky, ktoré suvisia
S cie'mi prace. Problematika generacnej vymeny sa stava vysoko aktualnou a nikdy pred tym
v celej historii trhu prace neobsahovala tolko otazok, na ktoré nie je mozné dost’ dobre
odpovedat’. V prvom rade nevieme aké pracovné miesta budu vznikat’, to suvisi s vyraznym
technologickym pokrokom, ktory sa neustale zrychl'uje a nevieme ani aké zrucnosti a znalosti
budu od pracovnej sily vyzadované. Véazna otdzka, ktord trapi mladé generdcie je otazka
spolo¢enskej zodpovednosti firiem najma vo vztahu k Zivotnému prostrediu. Problematikou,
ktorou sme sa zaoberali v naSej $tadii povazujeme za vysoko aktudlnu a preto sa jej v nasej
vyskumnej praci budeme nad’alej venovat'.

Dodatok

Tento prispevok bol vytvoreny v ramci projektu VEGA 1/0462/20 “Vyhodnotenie zmien v
kvalitativnej Struktire medzindrodnych ekonomickych vzt'ahov pod vplyvom Industry 4.0 s
implikaciou na hospodarske politiky EU a SR”.
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STARNUTIE AKO PRILEZITOST PRE HOSPODARSKY RAST A INOVACIE
V SLOVENSKEJ REPUBLIKE

AGING AS AN OPPORTUNITY FOR ECONOMIC GROWTH AND
INNOVATION IN THE SLOVAK REPUBLIC

Peter SIKA®

Abstrakt: Jednou z najvdcsich vyziev pre krajiny Eurdpskej unie predstavuje starnutie obyvatelstva,
nakolko predstavuje hrozbu z pohladu negativnych dopadov na mnohé sféry spolocnosti. Europska
komisia v Zelenej knihe o starnuti z roku 2021 vyzyva na diskusiu o novych a inovativnych
moznostiach a prileZitostiach pre starnucu europsku spolocnost. Prognozovany rast poctu starych ludi
a pokles ekonomicky aktivnych je vnimany nielen ako ekonomicka, ale aj socidlna hrozba, avsak je
potrebné si uvedomit, Ze starsi ludia su schopni vyznamne prispievat’ kvytvaraniu socidlnej
a hospodarskej hodnoty v nasej spolocnosti. Z toho dévodu je nevyhnutné posunit’ negativne vaimanie
procesu starnutia ako zataze verejnych financii k vnimaniu starnutia ako prilezitosti pre udrzatelny
hospodarsky rast. Starsia populacia tvori doleZitu a co je podstatné rastucu skupinu spotrebitelov.
Financna situdacia seniorov sa postupne stabilizuje, nakolko drvivd vicsina z nich uz nemd zavizky,
viastné byvanie ma splatené a deti su uz zabezpecené. Slovenska republika sa Vv sucasnosti nazera na
demograficky vyv0j z pohladu vydavkov na socidlny a zdravotny systém, avsak abstrahuje od prieniku
starnutia do ostatnych oblasti a nereflektuje na mozné prilezitosti zabezpecenia hospodarskeho rastu
so starnutia populdcie. V prispevku sme si stanovili za ciel’ identifikovat’ vybrané sektory pre socio-
ekonomickeé vyzvy a prileZitosti suvisiace so starnutim obyvatelstva a nacrtnut opatrenia pre
zabezpecenie hospodarskeho rastu ainovdcii s vyuzZitim potencidalu rozrastajucej sa skupiny
striebornej generdcie v Slovenskej republike.

KPacové slova: hospodarsky rast, inovdcie, prileZitosti, starnutie, striebornd generdcia

Abstract: One of the biggest challenges for the countries of the European Union is the aging of the
population, as it poses a threat from the point of view of negative impacts on many spheres of society.
In the 2021 Green Paper on Aging, the European Commission calls for a discussion on new and
innovative options and opportunities for an aging European society. The projected increase in the
number of old people and the decrease of economically active people is perceived not only as an
economic but also a social threat, but it is necessary to realize that older people are able to
significantly contribute to the creation of social and economic value in our society. For this reason, it
is necessary to shift the negative perception of the aging process as a burden on public finances to the
perception of aging as an opportunity for sustainable economic growth. The elderly population
constitutes an important and, importantly, a growing group of consumers. The financial situation of
seniors is gradually stabilizing, as the vast majority of them no longer have obligations, their housing
has been paid off and their children are already provided for. The Slovak Republic currently looks at
the demographic development from the perspective of spending on the social and health system, but it
abstracts from the penetration of aging into other areas and does not reflect on the possible
opportunities to ensure economic growth due to the aging of the population. In the contribution, we set
ourselves the goal of identifying selected sectors for socio-economic challenges and opportunities
related to the aging of the population and outline measures to ensure economic growth and innovation
using the potential of the growing group of the silver generation in the Slovak Republic.

Key words: economic growth, innovation, opportunities, aging, silver generation

JEL Classification: E60, F43, H55, O35
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1. UVOD

Krajiny Eurdpskej tnie akcentuju vyrazné starnutie populacie, ktorého dosledky sa prejavuju
na ekonomike a zvysuju tlak na udrzatelnost’ verejnych vydavkov, najmi na socialne a
zdravotné systémy. Popula¢né starnutie meni vekova skladbu v prospech starych
a v neprospech mladych, ¢o predstavuje uz dnes jednu z najvicsich vyziev, ktora bude mat’
vplyv na vsetky oblasti spolo¢nosti. ZvySujuci sa pocet starSich 'udi vynara mnozstvo novych
vyziev, ktorych potencial a rieSenia sa hl'adaju iba postupne. Podl'a Eurostatu bude Slovensko
do roku 2070 druhou najrychlejsie starnicou ekonomikou v EU, zatial’ ¢o v siéasnosti na
zaklade pomeru populacie vo veku nad 64 rokov K populacii 20-64 rokov sme jednou
z najmladsich ekonomik Eurdpskej tinie. Nizka fertilita a predlzujica sa stredna dizka Zivota
vyznamnou mierou zmenia vekovu Struktiru slovenskej populacie, ale aj ekonomiku ako
taku.

Zatial' ¢o v roku 2019 pripadali na jedného cloveka starSieho ako 64 rokov takmer 4 l'udia
Vv produktivnom veku (20-64 rokov), v roku 2070 ich bude uz len 1,6. Starnutie slovenskej
spolo¢nosti je dlhodobi proces, nakolko od zaciatku 90. rokov dochadza v Slovenskej
republike k predlzovaniu Zivota ludi, ¢o je spdsobené najmid stagnaciou umrtnostnych
pomerov. Vo veku 65 rokov sa stredna dizka Zivota predizila u muzov z necelych 13 rokov na
viac ako 15 rokov. U Zien to bolo z necelych 16,4 roka na 18,8 roka.

Bleha & Sprocha (2018) uvadzaji, ze do roku 2060 by sa stredna dizka Zivota vo veku 65
rokov mala predizit u muzov 0 22 rokov a u Zien o viac ako 24 rokov. Uvedena skuto&nost’
bude zapri¢inend najma zlepSovanim Gmrtnostnych pomerov vo vy$Som veku. NajrychlejSie
starnutie bude medzi rokmi 2040 a 2060, nakol’ko v tomto obdobi sa do poproduktivneho
veku dostanu ro¢niky narodené v 70-tych az 80-tych rokoch minulého storocia.

Napriek tomu, ze starnutie populécie sa povazuje za prirodzeny fyziologicky proces, ktory sa
nedd ni¢im zastavit’, da sa vSak nan pripravit’ u¢innymi verejnymi politikami orientovanymi
na podporu vSetkych vekovych kategérii. Europska komisia v Zelenej knihe o starnuti z roku
2021 vyzyva na diskusiu o vyzvach a prileZitostiach starnticej eurdpskej spolo¢nosti. Na
zéklade uvedenych skutocnosti, je preto nevyhnutné ststredit’ sa na skiimanie procesu
starnutia, nie ako problému, ale ako procesu s novymi moZnostami a prileZitostami pre
zabezpeCenie hospodarskeho rastu a inovacie. Starnutie obyvatel'stva vedie k vzniku tzv.
striebornej ekonomiky, ktora Europska komisia definuje ako ekonomické prileZitosti
vyplyvajice z verejnych a spotrebitel'skych vydavkov suvisiacich so starnutim populacie
a konkrétnymi potrebami obyvatel'stva nad 50 rokov (Eurdpska komisia, 2015) Seniori budu
vytvarat’ trh, nakolko sa stanti neodmysliteI'nou skupinou klientov, pacientov, zdkaznikov,
uzivatelov sluzieb. Preto je Coraz dolezitejSie vyvijat’ nové koncepty, ktoré podporuju nové
moderné chépanie procesu starnutia.

2. CIE A METODOLOGIA

Napriek tomu, ze starnutie slovenskej spoloCnosti povazujeme za nezvratny proces, musime
sa nan pripravit’ ako na vyzvu budiceho ekonomického rastu. Sektory ekonomiky potrebuju
reformy s reSpektovanim novej podoby staroby.

Ciel'om prispevku je V tejto suvislosti naértnut’ vybrané sektory prilezitosti pre zabezpecenie
ekonomického rastu ainovécii s vyuzitim potencidlu rozrastajucej sa skupiny striebornej
generacie v Slovenskej republike.

V stlade so stanovenym cielom bola zvolena metodologia prispevku. Prispevok bol
spracovany pomocou metdd analyzy sekundarnych a primarnach zdrojov, syntézy poznatkov,
indukcie a komparacie. Zaroven sme na odovodnenie jednotlivych zaverov vyuzili metodu
dedukcie. Zo sekundarnych zdrojov boli analyzované vedecké aodborné ¢lanky
Z jednotlivych databaz.
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3. TEORETICKE VYCHODISKA

Podla Pavlik a Kalibova (2005) mézeme zaciatok demografického starnutia pozorovat’ uz
v demografickej revolucii pocas ktorej doslo k prechodu od pomerne vysokych hodnot mier
umrtnosti a plodnosti na ich relativhe nizku troven. (Pavlik a Kalibova, 2005) Medzi hlavné
pri¢iny zmeneného demografického vyvoja jednotlivych ukazovatelov zarad’'ujeme najma
pokrok v medicine, technologicky a vedecky pokrok, rast produktivity, snaha o zvySenu
zivotnu Uroven, kriza inStitucie manzelstva, vzdelanostna Groven, zmeny na trhu prace a pod.
(European Commission, 2021; Pastor, 2015; Hvozdikova, 2012; Dovalova, 2011) Starnutie
ovplyvni konkurencieschopnost’, ekonomicky rast a zamestnanost’. Mladek a Kacerova (2008)
povazuje demograficky vyvoj za dej, ktory neprebieha izolovanie od spoloc¢enského vyvoja,
ale je izko spojeny s geografickymi, ekonomickymi, politickymi a socialnymi podmienkami.

Vplyv starnutia sa bude postupne premietat’ do narodného hospodarstva, a to v kontexte
zmien v ponuke a dopyte po sluzbach, vyrobkoch, pracovnej sile, na ¢o bude musiet
ekonomika a podnikatel'ské subjekty reagovat' svojimi rieSeniami. (Sika, 2020) Podl'a
MatusSovicovej (2016) starSia generacia ma v sucasnosti o zna¢ni mieru vysSie prijmy ako
v minulosti aje ochotna ich spotrebovat. Demografické zmeny ponukaju prilezitosti pre
ekonomicky rast, ale iba vtedy pokial’ su aj podporované politikou. (Feng-Mason, 2005)
S vysokou pravdepodobnostou sa nepodari zvratit' proces starnutia aztoho dovodu je
potrebné posunut’ vnimanie starnutia ako zataze k starnutiu ako pokroku civilizacie a
prilezitosti, tak pre samotného obc¢ana ako aj pre zabezpecCenie udrzatelného hospodarskeho
rastu. (Balaz, 2013) Nevyuzitie prilezitosti a nereagovanie na vyzvy, ktoré demograficka
zmena prinasa, moze viest k neefektivnym politikdm a nesenzitivnym sluzbam, ktoré
nevyuzivaji potencidl a nezohl'adiiuji potreby a aSpiracie rastiiceho podielu a poctu starSich
ludi.

4. VYSLEDKY

V doterajSej historii trh do zna¢nej miery opomina skupinu seniorov z odévodnenim, Ze je to
nezaujimavy segment spotrebitel'ov. Tato skutocnost’ je pri rozrastajiicej sa skupine seniorov
do istej miery prekvapujica, nakol'ko za ostatnych 16 rokov doSlo k ndrastu poctu
poberatel'ov starobnych a predc¢asnych starobnych dochodkov o takmer 20 %. V roku 2005
predstavoval pocet ddchodcov poberajucich starobny a predCasny starobny dochodok
924 285. Vroku 2021 ich pocet narastol na troven 1096 225 poberatel'ov starobnych
a predcasnych starobnych dochodcov.

Podl'a projekcie obyvatel'stva SR do roku 2200 (Vano, 2015) sa ofakava dramaticky narast
obyvatelov vo veku 65 aviac rokov o viac ako 90 % do roku 2065, ¢o spdsobi zmenu
podielov vekovych skupin na hodnotach 20 % (deti a mladez), 50 % (produktivny vek) a 30
% (seniori). V stcasnosti podiel 0sdb v poproduktivnom veku dosahuje uroven 17,39 %
(STARdat, 2022). Zuvedeného vyplyva vyznamny potencial tejto cielovej skupiny
a oCakavame, Ze sa seniori presuni z 0krajovej na rovnocennu skupinu zakaznikov, ¢o vytvori
dostato¢ny predpoklad pre ekonomicky rast. P6jde o vzdelanejSich I'udi s inymi narokmi na
travenie vol'ného casu ako mali ich predchodcovia. Vyzvou je, aby sa podnikatel'ské subjekty
ststredili na inovovanie svojich produktov a sluzieb prispdsobenych individualnym potrebam
a poziadavkam, ¢o je v stlade s prijatou koncepciou Spoloc¢nosti 5.0, ktora je zamerana na
¢loveka a takmer vSetky priemyselné odvetvia a aj iné oblasti spolo¢nosti vyuzivaju inovacie
a d’alSie inovativne technologie, ¢o dokéze podporovat’ hospodarsky rozvoj a vznik novych
pracovnych miest. Spolo¢nosti musia brat’ ohlad na to, aby inovované produkty boli
prisposobené seniorom, ¢o znamend, ze maju byt l'ahko ovladatelné, kvalitné, bezpecné
amali by mat’ dlhSiu Zivotnost, nakol'ko seniorskd generacia je menej nachylna na cCasté
vymeny tovarov. Zaroven musia spolo¢nosti zakomponovat’ tuto skupinu zakaznikov do
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svojich marketingovych planov, ¢im si moézu vytvorit konkurenénti vyhodu oproti
konkurencii.

Demografické procesy zasahuju aj do dopytu na trhu prace, ked’Zze odchadzajace kohorty
z trhu prace st o priblizne 50 % vysSie ako prichadzajice kohorty, o vytvara tlak na
predlzovanie veku odchodu do dochodku. Starnutie mé vplyv aj na Struktaru pracovnej sily,
ktorej nedostatok v niektorych profesiach pocitujeme uz dnes (Specialisti v zdravotnictve a
oSetrovatel'stve, socidlni pracovnici). Nedostatkovost’ pracovnej sily je kompenzovana
automatizaciou s cielom udrzania produktivity. V roku 2050 bude na Slovensku podla
Narodného programu aktivneho starnutia chybat’ az 21% pracovnej sily. (MPSVaR SR, 2021)
Podl'a Lednarovej (2021) sa starnutie populacie prejavi na trhu prace v plnej sile po roku 2040
a spolo¢nost’ sa musi vyrovnat’ s vyss§imi verejnymi vydavkami, zaroven hl'adat’” moznosti,
ako predizit’ pracovnu kariéru ludi, riadit’ migraciu alebo restrukturalizovat’ ekonomiku. Je
potrebné prijat’ opatrenia na podporu vicSieho zapojenia vybranych skupin obyvatel'stva na
trhu prace. Zmena vekovej Struktiry obyvatel'stva Slovenskej republiky vyznamnou mierou
ovplyvni trh prace, ¢o pre zamestnavatel'ov bude znamenat’ nutnost’ prispdsobit’ procesy tejto
zmene a nasmerovat’ ich na Specifikd potrieb starSej pracovnej sily. Podpora tejto zmeny z0
strany Statu predpokladd efektivnu politiku age-managementu. Uplatnitelnost’ starSich na
pracovnom trhu bude vytvarat tlak na prispdsobovanie pracovnych podmienok ich
Specifickym podmienkam a zdravotnému stavu ako aj danovo-odvodovym bariéram ich
pracovnej cinnosti. Najvyssi pocet osob vo veku 60 aviac rokov je zamestnanych vo
vzdelavani, priemysle a zdravotnictve. Z toho dovodu v tychto odvetviach bude zohravat
vyznamni ulohu néhrada pracovnych sil. Rast zamestnanosti v priemysle neocakdvame,
avSak zo zdrojov pracovnych sil v podmienkach SR nebude schopny uspokojit' ani
nahradzujtci dopyt. Vel'mi podobna situacia je aj v oblasti vzdelavanie, v ktorom je druhy
najvyssi priemerny vek zamestnancov na urovni 48,3 roka. Do roka 2040 budu prichéddzat’ na
trh prace pocetne najslabsie ro¢niky, preto sa musi stat’ prioritou V akej oblasti pracovné sily
vyStuduju avakej sa zamestnaju. Star§i pracovnici moézu byt v porovnani s mladSou
generaciou pre zamestnavatel'ov prinosom v dosledku dlhoro¢nych pracovnych sktisenosti,
zrelosti a nizSej fluktuécii. (Palenik a kol., 2012)

TabuPka 1: Priemerny vek v odvetviach ekonomickych ¢innosti

Odvetvia ekonomickych ¢innosti Priemerny vek
Cinnosti v oblasti nehnutelnosti 48,9
Vzdelavanie 48,3
Pol'nohospodarstvo, lesnictvo a rybolov 48,2
Dodéavka vody; ¢istenie a odvod odpadovych vdd, odpady a sluzby 47,9
Tazba a dobyvanie 47,4
Dodévka elektriny, plynu, pary a studeného vzduchu 47,4
Ostatné ¢innosti 46,7
Zdravotnictvo a socialna pomoc 46,7
Stavebnictvo 46,6
Verejna spréva a obrana; povinné socidlne zabezpecenie 45,7
Doprava a skladovanie 457
Umenie, zabava a rekreacia 45,7
Administrativne a podporné sluzby 43,6
Priemyselna vyroba 43,4
Odborné, vedecké a technické ¢innosti 43,3
Velkoobchod a maloobchod; oprava motorovych vozidiel a motocyklov 42,8
Ubytovacie a stravovacie sluzby 41,8
Finanéné a poistiovacie ¢innosti 40,9
Informacie a komunikacia 40,2

Zdroj: vlastné spracovanie na zdklade idajov TREXIMA Bratislava.
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Ulohou §tatu je v suvislosti so starnutim zabezpelenie stability systémov ddéchodkového
zabezpecenia, socidlnej a zdravotnej starostlivosti, vzdeldvania a byvania. Slovenska
republika bude jednou z piatich krajin Europskej unie, v ktorej doéjde do roku 2070 k narastu
vSetkych vydavkoch citlivych na starnutie. Z uvedeného dovodu bude musiet’” Slovenska
republika pristupit’ k reformnym opatreniam nadvidzujicim na ocakavané demografické
trendy.

Obrazok 1: Narast vydavkov citlivych na starnutie medzi rokmi 2019 a 2070 (v % HDP)
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Zdroj: Institat finan¢nej politiky, 2021.

Pocet dochodcov bude v roku 2030 predstavovat’ v Slovenskej republike 1,2 milidona, ¢o bude
predstavovat’ priemerne 0,6 dochodcu na 1 pracujiiceho. Z uvedeného vyvstava otdzka
adekvatneho zabezpeCenia na starobu azaroven udrZatelnosti dochodkového systému.
Vydavky na déchodkové davky sa za ostatnych 15 rokov viac ako strojnasobili, co ma vplyv
na udrzatel'nost dochodkového systému a vytvara pnutie medzi generaciami, nakolko sa
zvySuje tlak na zniZenie miery solidarity Vv poistnych systémoch a zvySenie miery subsidiarity.
Prognozovany rast poc¢tu starych T'udi a pokles platitelov dani je vnimany Vv spolo¢nosti ako
demografickd ¢asovand bomba. Dopady starnutia populécie na dochodkové systémy sa budi
lisit" podl'a toho, ¢i bude hlavnym prijmom v starobe dochodok z verejnych zdrojov alebo
sukromny dochodok. (Sika-Vidova, 2022) V zaujme posilnenia financ¢nej udrZatelnosti
verejného dochodkového systému bude musiet’ SR zapracovat tzv. automatické stabilizatory,
¢o vSak spdsobi znizenie miery ndhrady a nasledne to bude mat’ negativny dopad na Zivotnu
uroven slovenskych dochodcov. Miera nahrady z verejného piliera dosiahla v roku 2021
uroven 41,76 %, avSak v roku 2070 sa podla Institatu finanénej politiky (2018) ocakava
uroven len 38,4 %. Kompenziciou ma byt sukromny dochodkovy systém, ktory pocas
sporiacej fazy prostriedky akumuluje azhodnocuje. Ku koncu decembra 2021 bolo
Vv starobnom dochodkovom sporeni zapojenych 1 680 220 sporitelov a vyska spravovaného
majetku v dochodkovych fondoch predstavovala takmer 12 miliard eur.

ZnizZenie miery nahrady moze v buducnosti vytvorit' dodato¢ny tlak na zvySenie verejnych
vydavkov na dlhodobu starostlivost’, po ktorej bude dopyt vplyvom starnutia rast’. O socialne
sluzby odkézanosti na pomoci inej osoby medzi ktoré zarad'ujeme poskytovanie
opatrovatel'skej sluzby a socidlnych sluzieb v zariadeniach bude dopyt vplyvom starnutia rast’.
V sucasnosti Slovenska republika vykazuje ich fyzicka a finan¢nti nedostupnost’ a z toho
dovodu podporuje proces deinstitucionalizacie socidlnych sluzieb, ktora je vSak vplyvom
procesnych a finan¢nych prekazok vyrazne pomald. Napriek tomu, ze sa v roku 2014
legislativne obmedzil vznik vel'kokapacitnych zariadeni, nedoslo vSak k adekvatnemu rozvoju

235



Conference proceedings: CHALLENGES, TRENDS AND INSPIRATIONS
WITHIN THE LABOR MARKET 2022

komunitnych sluzieb. V roku 2020 bolo 6 863 ziadatel'ov o zabezpeCenie poskytovania
socidlnych sluzieb v zariadeni pre seniorov zZ ¢oho vyplyva, Ze za ostatné Styri roky doslo
k prudkému navySeniu ziadatelov 024% azaroven k prudkému rastu c¢akatelov na
poskytnutie socialnej sluzby. Proces deinstitucionalizacie otvara priestor na zvysenie kvality
poskytovanych socialnych sluzieb ako aj na tvorbu pracovnych miest. Opatrovatel’ska sluzbu
v roku 2020 poskytovalo 5 760 zamestnancov miest aobci a neverejni poskytovatelia
zamestnavali 1 723 opatrovatel’'ov. V suvislosti s rasticim po¢tom Zziadatel'ov je nevyhnutné
zvySit pocet Specializovaného persondlnu, zaviest nové typy komunitnej starostlivosti
a zabezpecit’ regionalnu dostupnost’ sluzieb, ¢o povedie k zvySeniu zamestnanosti a zniZeniu
chudoby v menej rozvinutych regionoch Slovenska.

Vymena generacii je hybnou silou sucasného ubytku l'udskych zdrojov na trhu prace.
Generacia narodena v rokoch 1950 az 1955 uz odisla do dochodku. Tato generacia
disponovala najmi zakladnym a niz§im strednym vzdelanim. Dalgia silna generacia, ktora
opusti trh prace bude najmi po roku 2040. Téato generdcia uz disponuje vysSim vzdelanim
prevazne s maturitou. V tejto suvislosti su dolezité aj zistenia tykajuce sa digitalnej
gramotnosti starSich I'udi a zvladania modernych komunikaénych prostriedkov a technologii
v digitalizovanej ére. Digitalna gramotnost’ na vyssej ako zakladnej tirovni je na Slovensku
U 0s0b do 74 rokov porovnatelna s priemerom EU28, zaostavanie je pritomné az u 0sdb 75+.
Absencia digitdlnej gramotnosti starSich 'udi pritom mdéze zniZzovat’ ich pristup k verejnym
zdrojom asluzbam, k potrebnym informacidm a nastrojom spolocenskej participacie.
(MPSVaR SR, 2021) Prilezitostou je aj kultivacia l'udského potencialu vytvorenim moznosti
celozivotn