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Sucasné prostredie turbulentnych zmien vo vSetkych
oblastiach  spoloCenského Zivota (spolo€nost,
ekonomika, prudky rozvoj komunikaénych
technoldgii, prirodné katastrofy), navySe ovplyvnené
globalizaciou a cyklickymi krizami, vytvaraju uUplne
nové podmienky pre cinnost rdéznych typov
podnikatel'skych subjektov. Na to, aby boli podniky
schopné reagovat na uvedené zmeny a zabezpedit
tak svoj dlhodobo udrzatelny rozvoj, je potrebné
vyznamnym spdsobom optimalizovat ich vykonnost.
Kla€ovym predpokladom optimalizacie vykonnosti
podnikov v uvedenych podmienkach je systematicka
starostlivost' o rozhodujuci faktor uspechu - ludské
zdroje.

Uvedena formulacia je ¢asto pouzivana, avSak ¢im
dalej tym taz8ie prakticky realizovatelna
v konkrétnych podmienkach podnikatelskych
subjektov. Okrem vysSie uvedenych faktorov totiz
situaciu ,komplikuje* vplyv existencie a vzajomnych
interakcii generacii zamestnancov vyskytujucich sa
v podnikoch. V su¢asnej dobe na trhu prace ateda
aj vorganizaciach roézneho typu aktivne pdsobi
niekolko réznych generacii zamestnancov, ktoré sa
vyznacéuju vyraznymi odliSnostami najma v oblasti
hodnét, postojov k praci, k autoritam, v pristupe
k realizacii uloh, v interpersonalnej komunik&cii,
v oCakavaniach od zamestnavatela a pod. Dané
generacie zamestnancov v pracovhom procese na
seba navzajom pdsobia € uz v pozitivnom alebo
negativhom zmysle, avsak v praktickych
podmienkach jednotlivych podnikov sa zvy€ajne
stretdvame s negativnymi prejavmi vzajomnych
interakcii, ktoré sa odrazaju v podstate vo vsetkych

podnikovych  procesoch  suvisiacich s pracou
s ludmi, ¢€o v kone¢nom dbsledku neumoziiuje
dosahovat  pozadovanu uroven vykonnosti
zamestnancov a tym aj vykonnosti celého podniku.

Uvedeny trend bude dalej pokradovat, pretoze
v obdobi niekofkych nasledujucich rokov sa
predpokladéa vyznamnad zmena v pomernom

zastupeni jednotlivych generacii na trhu prace. V
roku 2020 bude generacia Y najpocetnejSou
skupinou na trhu prace (na Slovensku viac ako 50%
pracovnej sily) a zaroven sa ocCakava prichod
predstavitelov generacie Z, oznaCovanej aj ako
.iGeneration®, u ktorej zatial nepozname jej presné
ohraniCenie, pretoze dosial neprenikla na pracovny
trh, avSak da sa predpokladat, ze vymedzi dalSi
vyznamny mifnik, pretoZze ,priepast® medzi
generaciou Z a predchadzajucou generaciou bude
vacsia ako vSetky medzigeneracné rozdiely doteraz
sa vyskytujuce na pracovnom trhu.

Napriek uvedenému v8ak na druhej strane vzajomna
interakcia generacii zamestnancov s diametralne
odliSnymi charakteristikami vytvara aj potencial na
vyznamneé zlepSovanie ich vykonnosti, <o méze mat
vyrazny pozitivny  dopad na zvySovanie

konkurencieschopnosti podniku, ktorého manazment
dokaze tento potencial vyuzit.

Uvedené podmienky predstavuju pre prax, ale aj pre
vyskumné a vzdelavacie institucie, velku vyzvu,
pretoze voblasti riadenia [ludskych zdrojov
vyvolavaju potrebu hladat nové, inovativne rieenia,
ktoré by zabezpecili udrzatelny rozvoj ato tak
jednotlivych zamestnancov, organizacii, ako aj celej
spolo¢nosti. Iba podniky, ktoré kladu a budu klast
doraz na zlepSovanie kvality pracovného Zzivota, na

zvySovanie uspokojovania zamestnancov
s vykonavanou pracou, na zlepSovanie vztahov
medzi zamestnancom a zamestnavateflom, na

zlepSovanie pracovnych a medziludskych vztahov
na pracovisku, mézu byt v su€asnych podmienkach
Uspesné.

V zaujme prispiet’ k hfadaniu systematickych rieSeni
vdanej oblasti su prispevky v aktualnom Cdisle
Casopisu Férum manazéra prevazne orientované na
problematiku diversity manazmentu, age
manazmentu, personalneho marketingu, tvorby
a riadenia multikultdrnych pracovnych timov a pod.

Trnava,
august 2016

prof. Ing. Milo§ Cambal, CSc.
Ustav priemyselného inZinierstva a manaZmentu
MTF STU
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FINANCIAL ANALYSIS VIA PREDICTION MODELS

BARAN Dusan, PASTYR Andrej, RANUSA Martin

ABSTRACT

Every business’s main objectives are to earn profits it has forecast and achieve the budgeted liquidity, while
either increasing or maximizing its market value. These objectives include placing the business entity in an
effective and competitive position. Playing a role in achieving these objectives is a financial and economic
analysis of business entities. Such an analysis evaluates both an undertaking’s earlier and future
development. The theoretical part of this paper briefly describes the importance of financial analysis and its
own objectives. Then we discuss the methodology of different ex ante financial analysis and individual credit
scoring and bankruptcy models to determine a business entity’s future financial position and
creditworthiness. In the application part of the paper, we conducted an ex-ante financial analysis at a specific
industrial business entity selected by us. Following up on the results of this analysis, alternative measures

were proposed to improve the business entity’s financial position.

KEY WORDS

company, competition, business subject, ex ante financial analysis, credit scoring models, bankruptcy

models

INTRODUCTION

The ability to forecast a business’s financial position
and its future solvency or insolvency derives from an
assessment and interpretation of results achieved at
present. These contain symptoms of further
development. They have the form of different levels
and dynamics in financial indicators applied to obtain
an intermediary image of the business’s financial
position.

Often a review of the past is not the only thing
expected from a financial analysis, but also a
forecast of the business’s future, especially the
company's ability to survive. In such a case,
“classical" financial analysis using different ratios or
groups of them is a too much appropriate approach:
each individual group of indicators monitors only
partial aspects of a business’s financial health and
the large number of ratios used rather obscures and
complicates the overall assessment. For this reason
there have been a number of studies carried out in
an effort to find a single synthetic indicator that
concentrates on all strengths and weaknesses of a
company’s financial health, where its value would
clearly signal the business’s ability or inability to
avoid bankruptcy. (Mrkvi¢ka, 2006)

This paper aims to provide a basic understanding of
ex ante financial analysis and then evaluates the
expected future development of a business entity
based on prediction models to determine its overall
creditworthiness as well as to detect developments
that could lead to bankruptcy. Consequently, we can
reveal strengths and opportunities a business entity
could exploit, as well as define weaknesses and
threats that could put it into a difficult situation, while
following up on the results in order to suggest steps
to take for improving the system of analyzing
business entities financially and economically.

MATERIALS AND METHODS

This paper uses basic scientific methods to analyze,
synthesize, induce, deduct, compare and
hypothesize. A synthesis of knowledge and
experience allows us to obtain a theoretical base for
meeting the targets we have set. An ex ante
financial-economic analysis was conducted of an
industrially focused joint-stock company which
produces vessels and vessel components for the
chemistry and energy sector. The paper also applies
a method of comparing the observed company’s
financial performance by year.

By making inductions, deductions and hypotheses
from analysis results, we will draw conclusions and

propose measures to improve the system of
analyzing business entities financially and
economically.

1 RESULTS AND DISCUSSION

There are dozens of theoretical models trying more
or less to successfully assess business performance.
The result is the so-called “credit scores” and
bankruptcy indicators investors and creditors use to
orient themselves quickly and to classify enterprises
by their quality (performance and credibility). These
models aim to predict financial position using credit
scores and bankruptcy indicators, based on a
fundamental analysis of year-end financial
statements. (Kotuli¢, 2010)

Ex Ante Financial Analysis

There are dozens of theoretical models trying more
or less to successfully assess business performance.
The result are so-called credit scores and bankruptcy
indicators, which are used by investors and creditors
to orient themselves quickly and to classify
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enterprises by their quality (performance and
credibility). These models aim to predict financial
position using credit and bankruptcy indicators,
based on a fundamental analysis of year-end
financial statements. (Kotuli¢, 2010)

1.1 Credit Scoring Models

Credit scoring models diagnose a company’s
financial health. They attempt to derive a score from
resultant indicators in order to establish an assessed
business’s creditworthiness. Credit scoring models
are founded on values derived by assigning points to
each individual ratio, with either the average or sum
of these points indicated in a score used to judge the
enterprise’s financial credibility. The models allows
companies in the same business sector to be
compared with each other. Many credit scoring
models have been published, with the Kralikov Test

and Tamari Model being among the best known.
(Hrdy, 2009)

1.2.1 Quick Test

A method quite frequently used in Western Europe is
the Quick Test. As the name implies, it is a global
method that can be conducted quickly because it
works with only four financial indicators and a simple
scoring scale. The four financial ratios are listed
below (Zalai, 2010):

e Financial stability: equity ratio (EK/TK); debt
maturity period (percentage of borrowed
capital less liquid assets to cash flow BK -
LA/ CF)

Financial performance: cash flow margin ratio (cash
flow to overall performance) (CF/P); return on total
capital (earnings after interest and taxes to total
capital)

Table 1 Scale
Scale - points
very good good moderate poor . per|1d|ng
Indicator INSovency
1) 2 3) (4) (©)
Equity ratio > 30% > 20% > 10% <10% negative
Debt ma;tgg'yspenod n <3yrs <5yrs <12 yrs >12 yrs > 30 yrs
Cash flow margin ratio > 10% > 8% > 5% <5% negative
Return on capital > 15% >12% > 8% < 8% negative
Source: (Zalai, 2010)
Where: X1 = cash flow / borrowed capital

The scale implies the lower the number of points an
enterprise receives, the more positive its situation in
terms of its financial future. The minimum number of
points that can be received is 4 and the maximum
number is 20. The indisputable advantage of this
method is its simplicity and the speed in which can
be calculated, which allows the observed company’s
position and future prospected to be interpreted.
However, taking advantage of the simplicity and fast
calculation cannot be overstated when a
comprehensive view of the observed company and
its prospects for the future need to be obtained. To
increase the reliability of the calculations, we
increased the number of indicators and also
approximated the point scale. (Baran, 2015)

1.2.2 Solvency Index

The solvency index is very widely used in Germany,
Switzerland and Austria and is essentially a
simplified Beermann discriminant function. The
discriminant function quantifying index (B) has the
form below (Kotuli¢, 2010)

B=1.5*X;+0.08*X,+10*X3+5*X4+0.3*X5+0.1*X¢

X, = total capital / borrowed capital
X3=EBT / assets
X4 =EBT / production revenue
Xs = inventories / prod. revenue
Xg = production revenue / assets
An enterprise whose B value is less than 0 is
moving toward bankruptcy. The greater B is, the
better the prognosis for the enterprise’s financial
position. The criteria for interpreting solvency index
values are as follows (Kotuli¢, 2010):
o If B is greater than 3, the financial position of
the enterprise is extremely good;
e If B is between 2 and 3, the financial position
of the enterprise is very good;
o |f B is between 1 and 2, the financial position
of the enterprise is good;
e |If B is between 0 and 1, the enterprise has
some problems;
e If B is between -1 and 0, the financial position
of the enterprise is poor;
o [f Bis between -2 and -1, the financial position
of the enterprise is very poor;
e If Bis less than -2, the financial position of the
enterprise is extremely poor.
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1.3 Bankruptcy Models

Bankruptcy models try to predict potential
bankruptcies early and warn companies about them
in time. They are derived from the fact that every
company threatened with bankruptcy reports
symptoms typical for bankruptcy for some time
beforehand. The most common symptoms include
problems with current liquidity and net working
capital, along with difficulties with return on invested
capital. The models most often used include the
Altman model and Credibility Index (Hrdy, 2009)

1.3.1 Altman Z-Score Model

The Z-score is generated by converting either global
or overall score indexes, where the calculation is
defined by the sum of five common ratios that are
assigned a different weight, with the largest being
return on total capital. The intention behind the
original Altman model was to distinguish very easily
businesses that were heading for bankruptcy from
companies whose probability of going bankrupt was
minimal. Altman used a discrimination method to
predict business-related risk. The method defines
weights for all individual ratios, which are then
included as variables in the model. Besides taking
the changing economic situation in each business
and country into consideration, the model itself has
had to be also adjusted over its existence. (Ruckova,
2005)

The Altman model for companies publicly
traded on a stock exchange is (Farkasova, 2007):

Z=1.2*%xy + 1.4%X, + 3.3*x3 + 0.6*X4 + 1*X5

Where: x; = net working capital / assets
X, = retained earnings / assets
X3 = EBIT / assets
X4 = market value of equity / borrowed
capital
Xs = sales / total capital
If:
Z is greater than 2.99, the enterprise’s financial
position is good

Z is between 1.81 and 2.99, it is in the area of
ambivalent results (gray area) and bankruptcy is
possible

Z is less than 1.81, its financial situation is critical and
bankruptcy is quite probable

For companies whose shares are not
publicly traded, the Altman model is (FarkaSova,
2007):

Z =0.717*x; + 0.847*x, + 3.107*x3 + 0.420*x, +
0.998*xs
If:
Z is greater than 2.99 the enterprise’s financial
position currently looks good in the future

Z is between 1.81 and 2.99, it is in the gray area
of ambivalent results

Z is less than 1.81, its financial position is poor
and the enterprise can be threatened with
bankruptcy.

1.3.2 Credibility Index

Like the Altman model, the IN Index is expressed in
an equation that includes debt ratios, profitability,
liquidity and activity. Each indicator is assigned a
weight that is the indicator's weighted average in
each sector. The index is often modified, based on
the year when it was constructed. In 2002, INO1 was
constructed from the combined IN95 and IN99 and in
2005 modified slightly to become INO5, which can be
expressed as follows (Hrdy, 2009):

INO5 = 0.13*x4 + 0.04*X, + 3.97*x3 + 0.21*x, +
0.09*xs
Where: x; = total assets / borrowed capital
X, = EBIT / borrowing costs
X3 = EBIT / total assets
X4 = income / total assets
Xs = current assets / current liabilities +
short-term loans and assistance

Forecasting financial health is an important tool that
can help any company foresee an impending crisis.
With sufficient advance warning, a capable
management can take steps to avert an impending
difficult ~ situation (FarkaSova, 2007). Values
calculated by the Altman model are influenced
primarily by a coefficient of k-3, which for companies
whose shares are traded on a stock exchange is 3.3
and for other companies 3.107, and with a ratio of x3
- EBIT (earnings before interest and taxes) / assets.
Therefore, a reader would see the decisive factor for
the ratio to be x3 as before tax profit. When the
Altman model is used under conditions present in
Slovakia and the Czech Republic, experience has
shown that businesses will tend to report lower
profits than in other countries.

2 RESULTS AND DISCUSSION

In this chapter, we interpret ex ante financial-
economic analysis and, where it applies, predictive
and diagnostic models in the example of the
observed business entity. Research consists of the
results of calculations, graphs and subsequent
evaluation of the progress and trends derived from
the monitored indicators. We drew the data for
financial and economic analysis from the logical links
that exist between financial statements, i.e. the
balance sheet and income statement. For the
greatest possible relevance, we used statements
covering the 2009-2014 fiscal years.
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However, it should be noted that results from the
calculated models can be questionable or debatable
because the company may be specific in its type. For
example, its production cannot be really compared
with others. Likewise, the resulting values may be
biased since most of the assembled prediction
models are based on businesses that operate in the
United States.

2.1 Credit Scoring Models
Credit scoring models let us evaluate the analyzed
company to determine whether the financial position

Table 2 Quick Test Assessment

is favorable or unfavorable. In this part, the Quick
Test, Solvency Index and Altman Model were used.

2.1.1 Quick Test

As is evident in the table, this model is based first on
assessing the company’s financial position and then
its income flow, with an average score subsequently
assessed to give us its overall situation.

- equity ratio 40,88 32.99 49.92 40.46 36.20 45.06
Score 1 1 1 1 1 1
- debt maturity period in years 9.42 10.59 4.23 3.26 3.18 3.14
Score 3 3 2 2 2 2
- cash flow margin ratio 3.20 4.15 8.10 11.29 12.12 13.52
Score 4 4 2 1 1 1
- return on capital 3.74 3.91 6.76 12,30 16.59 14.21
Score 4 4 4 2 1 2
total score 12 12 9 6 5 6
average score 3 3 2.25 1.5 1.25 15
Source: Own

6

= Quick test
5

- Great situation
a4

Very good situation
3
\ Good situation
2
\/ ———Bad situation

1

= Threatened with
0 . . . . . ‘ insolvency

2009 2010 2011 2012 2013 2014

Graph 1 Quick test (own source)

Having made calculations and evaluated the method,
it could be said the first two years analyzed, namely
2007 and 2008, were financially the weakest, yet the
company still enjoyed a good financial position. In
the years when the company was in this condition,
the problems were described as mainly income
related, with the cash flow margin ratio and return on
capital influenced generally by low net income in the
first two years. Likewise, the debt maturity period
was unfavorable. 2012, 2013, 2014 can be

considered successful in terms of the company’s
financial stability and profitability, when its values
stood at 1.5, 1.25 and 1.5, in the range of a very
good financial position. Accordingly, the positive
figures seen in the first indicator put the company in
every observed year in an excellent situation.
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2.1.2 Solvency Index

The calculation of the six ratios in this discriminatory
function are captured in the table below.

Table 3 Solvency Index Assessment

-x1 0.10 0.09 0.20 0.24 0.30 0.30
- X2 1.69 1.49 2.00 1.68 1.57 1.82
- X3 0.03 0.05 0.10 0.15 0.21 0.17
- x4 0.02 0.04 0.08 0.12 0.13 0.14
-x5 0.25 0.28 0.22 0.42 0.13 0.14
- X6 1.61 1.36 1.23 1.23 1.55 1.16
result 0.94 1.15 1.99 2.86 3.49 3.12
score some good good very good extremely extremely
problems good good
Source: Own
4,00
3,00
Credit index
2,00 Extremely good
1,00 Very good
Good
0,00 ' ' ' ' ' ' Some problems
2009 2010 2011 2012 2013 2014
1,00 Very bad
Extremely bad
-2,00
-3,00

Graph 2 Solvency Index (own source)

The company’s financial situation becomes better as
the values in this model move higher.

An evaluation of the table and graph clearly show the
assessment of its financial position to be very
positive. In 2009, the company appeared to have
partially minor problems when the value reached
0.94, due to low earnings before taxes (EBT) in this
period. Improvement in its financial situation has
been seen by us ever since that year. In 2013, the
value reached the highest point for this company of
3.49, falling to 3.12 in 2014, the most recent year, as
a consequence of a decline in production and growth
of assets although values still remain high and we
can say its financial position is extremely good.

2.2 Bankruptcy Models

Bankruptcy models essentially help users detect
financial problems in a business that is being
analyzed before it becomes fully apparent there,
possibly causing it to become bankrupt in the worst-
case scenario.

2.2.1 Altman Z-Score Model

To calculate the Altman financial health model, we
used a formula for companies whose shares are not
traded on a capital market, since the observed
company has not issued such shares
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Table 4 Altman Model Assessment

-x1 0.28 0.38 0.44 0.23 0.12 -0.06
- X2 0.16 0.12 0.19 0.14 0.01 0.02
- X3 0.04 0.06 0.10 0.15 0.21 0.17
- x4 0.04 0.05 0.13 0.20 0.26 0.26
- x5 1.50 1.32 1.42 0.87 1.48 1.20
score 1.98 1.89 2.26 1.71 2.33 1.81
gray area gray area gray area critical gray area gray area
Source: Own
3,50
3,00 +—— -—
2,50
Altrman model
2,00 ‘@AWAV
Financial situation
1,50 B e
is critical
Financial situation
1,00 .
is good
0,50
0,00 T T T T T 1
2009 2010 2011 2012 2013 2014

Graph 3 Altman model (own source)

After the calculations were made and subsequently
assessed, the graph shows the figures from this
index to be fluctuating greatly, with the index slightly
declining below the gray area in 2012. The drop was
caused mainly by the ratio of sales to assets, where
the company has high-valued work in progress and
internally generated semi-finished goods available.
Due to these inventories, the company moved into
the “gray zone” in 2012. Looking at 2010 and 2014
figures, when the value of this index closely
approached the edge of putting the company in a
critical financial position, the main causes were a
sharp drop in trade receivables and growth in other

Table 5 IN95 Credibility Index Assessment

current provisions. receivables and growth in other
current provisions. In light of such fluctuation, it is
difficult to predict the company’s future direction.

2.2.2 IN95 Credibility Index

This index provides information mainly to creditors,
where the table evaluates credit scores in particular.

- x1
- X2
- X3
- X4
- x5
- X6
score

Source: Own

1.69
1.94
0.05
1.76
1.68

0.00

2.04
good
health

fin.

1.49
7.97
0.10
1.41
2.00

0.00

3.00
good
health

fin.

2.00
30.78
0.31
1.25
2.85

0.02

7.00
good
health

fin.

1.68
103.71
0.67
1.25
1.40

0.01
17.92
good fin.

health

1.57
242.30
0.32
1.59
1.20

0.01
30.52

good fin.

health

1.82
90.55
0.30
1.21
0.89

0.00
13.48
good fin.

health
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35,00

30,00

25,00

20,00

15,00

10,00

5,00 ‘/
0,00 T T T T T 1
2009 2010 2011 2012 2013 2014

Credibility index IN95
Good finanacial health

Bad financial health

Graph 4 IN95 Credibility Index (own source)

The company’s activities led it to cross the edge to
becoming financially healthy in 2009, the first
observed year. Each year the value climbed greatly
until it reached 30.52, taking it far off the scale. This
increase was caused to a predominant degree by
growing earnings before interest and taxes (EBIT)
and low, falling borrowing costs, which sank to a very
small value in 2013. In 2014, the most recently

Table 6 IN99 Credibility Index Assessment

observed year, the value had dropped to 13.48 due
to a moderate rise in borrowing costs.

2.2.3 IN99 Credibility Index

The company owners mainly drew information from
the IN99 model because our calculations answered
the question of whether the company creates value
for them.

-x1 1.69 1.49 2.00 1.68 1.57 1.82
- X2 0.05 0.10 0.31 0.67 0.32 0.30
-x3 1.76 1.41 1.25 1.25 1.59 1.21
- x4 1.68 2.00 2.85 1.40 1.20 0.89
score 1.05 1.16 2.04 3,66 2,24 1.93
gray area gray area gray area creates creates gray area
value value
Source: Own
4,00
3,50

3,00 /
2,50

2,00 / ~

1,50 /

1,00 ""/

0,50

0,00 : : . . ; .
2009 2010 2011 2012 2013 2014

= Credibility index IN99

Create value

doesn’t create value
for owners

Graph 5 IN99 Credibility Index (own source)
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In the first year of observation, the company scored
1.05. That was the closest the company ever came
to the edge of not creating value for its owners.
Subsequently, in 2010 and 2011, the value grew,
climbing to the border of the gray area. In 2012 there
was a large increase caused by the ratio of EBIT to
total capital, due to a large rise in sales. In two other
years, the ability to create value dropped and in 2014
it fell into the ambivalent gray zone as a

Table 7 INO1 Credibility Index Assessment

consequence of a decline in work in progress and
semi-finished goods.

2.2.4 INO1 Credibility Index
This index has the properties of those earlier

mentioned and is set up to evaluate industrial
enterprises

-x1 1.69 1.49 2.00 1.68 1.57 1.82

- X2 1.94 7.97 30.78 103.71 242.30 90.55

-x3 0.05 0.10 0.31 0.67 0.32 0.30

- x4 1.76 1.41 1.25 1.25 1.59 1.21

- x5 1.68 2.00 2.85 1.40 1.20 0.89

score 1.00 1.40 3.23 7.38 11.61 5.36

gray area gray area creates creates creates creates
value value value value
Source: Own
14,00
12,00

10,00 //\\
8,00 / \
6,00 / \

4,00 /

2,00 »

—//

0,00 T T T T T 1
2009 2010 2011 2012 2013 2014

Credibility index INO1

==Heading for
bankruptcy

Create value

Graph 7 INO1 Credibility Index (own source)

The credibility index in 2009 and early 2010 was
occupying the gray zone. This condition was caused
by low EBIT. Subsequently, in 2011, 2012, 2013, it
rose to 11.61, creating more value. Last year it fell to
5.36, due mostly to a ratio of high earnings to low
borrowing costs, although it still remains high.

2.2.5 INO5 Credibility Index

INO5 is the latest variant in the credibility index. The
structure of the calculating formula shows it to be just
an update of INO1. The values calculated from this
model are shown in the table on the next page.
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Table 8 INO5 Credibility Index Assessment

-x1 1.69 1.49 2.00 1.68 1.57 1.82
- X2 1.94 7.97 30.78 103.71 242.30 90.55
-x3 0.02 0.04 0.09 0.15 0.20 0.16
- x4 1.76 1.41 1.25 1.25 1.59 1.21
- x5 1.73 2.04 2.98 4.47 1.25 0.99
score 0.91 1.17 2.39 5.62 11.15 4.85
gray area gray area good fin. good fin. good fin. good fin.
pos. pos. pos. pos.
Source: Own

12,00
10,00 /A\

8,00 / \ —— Credibility index INO5

6,00 Satisfactory financial

\

4,00 /

situation

Critical financial

2,00 —— >

0,00 T T T T T 1
2009 2010 2011 2012 2013 2014

situation

Graph 7 INO5 Credibility Index (own source)

The INO5 Credibility Index indicates the company
was in 2009 on the edge of being in a critical
financial position. The 0.91 figure generated that
year turned out to be the lowest calculated. Starting
in 2010, the company escaped the gray zone and,
starting in 2013, INO5 expansively rose to 11.15 to
reach significantly above the edge of the unfavorable
financial position zone. This growth could have been
the result of the ration between earnings and
borrowing costs, which saw progress similar to INO5.
In the most recently observed year, the value fell to
4.85 due to higher borrowing costs.

CONCLUSION

The conclusion can be drawn from the financial
analysis that the company enjoyed a good financial
position over the six years it was being observed,
although some significant changes did occur in
individual years.

Results from prediction models charting the
company’s future development imply for us that it
has spent the last three years in excellent financial

position and there is no threat of it going bankrupt. In
2013, a small decline was noted due to a moderate
rise in borrowing costs. The exceptions are the IN 99
credibility index, where the company fell into the gray
zone in the final year, and the Altman model, which
shows the company to have been in the gray zone in
2012 and to be in the critical zone with an uncertain
future, although this situation could be caused by the
model having itself been constructed with a focus on
businesses operating in the United States.
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PRESENT AND FUTURE COMPETENCIES ON THE LABOUR MARKET

CERNA Lubica

ABSTRACT

Europe needs not only more skills, but also the right skills. As the nature of work changes, employers are
increasingly looking for new key competences. This paper summarizes survey results diagnosis of skills and
competencies of youth and expectations of employers analyse level of personal and social competences
among secondary and university students. The aim of paper is g preparation of recommendations, which will
be the basis for preparation of set of tools for development of the personal and social competences of young
people required by employers and present future skills. These new skills can be the great keys to open the
job market's door and help people find their places in society.

Key words

European Union, Young people, Labour market, Employer, Knowledge, Competences, Key competencies,
Skills, Unemployment, Universities, Educational system, Qualifications Framework

INTRODUCTION

Youth unemployment represents not only a problem
for young people who can’t find work, but also for
society as a whole. For young people, the loss of
experience and income at the start of their careers
will likely have long-term effects, reducing their
lifetime earnings and standards of living, and even
affecting their health and life expectancy. For society
as a whole, the risk of a ‘lost generation’ is equally
as dramatic. It represents lower tax income, higher
benefits payments, and the loss of the combined
efforts and skills of a wide cross-section of the
population — providing further drag on the economy.
The attention of policy makers at all levels is now
firmly focused on the fact that the total of young
people not in employment, education or training, is
currently around 14 million in the EU. At the
European level the policy response takes the form of
programmes such as Erasmus+, and funding
streams such as the Youth Employment Initiative
(2013).

KNOWLEDGE, SKILLS AND COMPETENCIES

Knowledge includes theory and concepts and tacit
knowledge gained as a result of the experience of
performing certain tasks. Understanding refers to
more holistic knowledge of processes and contexts
and may be distinguished as know-why, as opposed
know-that. Each knowledge and learning hierarchy
therefore rests on primary mental abilities, with the
implicit assumption of a general learning transfer
capacity and logic of knowledge acquisition. In all
domains there is some logic that acquiring and
comprehending new knowledge demands facilitating
cognitive prerequisites and specific knowledge and
skills. Given this interaction between knowledge and
skills, their separation in a typology is not easy.
(Winterton, 2006, p. 25) In everyday language, it has
long been the practice to distinguish between
information - data arranged in meaningful patterns -
and knowledge - which has historically been

regarded as something that is believed, that is true
(for pragmatic knowledge, that works) and that is
reliable.

In the context of the European Qualifications
Framework, knowledge is described as theoretical
and/or factual.

Skills is a combination of ability, knowledge and
experience that enables a person to do something
well. (Boyatzis, Kolb, 1995, p. 4) Usually the term
skill is used to refer to a level of performance, in the
sense of accuracy and speed in performing particular
tasks (skilled performance). Skilled performance has
long been a subject of psychological enquiry and is
of obvious interest to employers. (Vinterton, 2006, p.
26) Skills mean the ability to apply knowledge and
use know-how to complete tasks and solve
problems. In the context of the European
Qualifications Framework, skills are described as
cognitive or practical skills.

Many experts in the fields of sociology, education,
philosophy, psychology and economics have tried to
define the notion of competence. Their efforts have
been shaped by their educational and cultural
backgrounds as well as their linguistic origins.
Having analysed many definitions of the notion of
competence, F. E. Weinert (OECD, 2001b, p. 45)
concludes that across the disciplines “competence is
interpreted as a roughly specialised system of
abilities, proficiencies, or skills that are necessary or
sufficient to reach a specific goal.” At the Council of
Europe’s symposium on key competencies, J.
Coolahan (Council of Europe, 1996, p. 26) proposed
that competence and competencies should be
regarded ‘as the general capability based on
knowledge, experience, values, dispositions which a
person has developed through engagement with
educational practices’. (Eurydice, 2002)
Competence means the proven ability to use
knowledge, skills and personal, social and
methodological abilities in work or study situations
and in professional and/or personal development. In
the context of the European Qualifications
Framework, competence is described in terms of
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responsibility and autonomy. A group of
competencies that have attracted a great deal of
attention in recent years are generic skills, also
known as subject-independent or transversal
competencies. They are not bound to any specific
discipline, but can be applied to a whole range of
subject areas and settings. Key competences are
context-independent, applicable and effective across
different institutional settings, occupations and tasks.
These typically include basal competences, such as
literacy, numeracy, general education;
methodological competences, like problem solving,
ITC skills; communication skills, including writing and
presentation skills; and judgement competences,
such as critical thinking. (Vinterton, 2006, p.33)
Today’s societies place challenging demands on
individuals, who are confronted with complexity in
many parts of their lives. What do these demands
imply for key competencies that individuals need to
acquire? Defining such competencies can improve
assessments of how well prepared young people
and adults are for life’s challenges, as well as identify
overarching goals for education systems and lifelong
learning. (Rychen, Salganik, 2001, p. 4) Measuring
competencies is rather complicated due to the

complex nature of the phenomena. In current
literature on skills and competencies, many
definitions and distinctions apply. For example, skills
are in fact treated as one of the constituent elements
of competencies, along with motivation, character
traits, knowledge and behaviour. (Shmatko, 2013,
p3) The labour market expects from graduates use
of key competencies in their professional activities.
(Markovic, 2015, p. 62).

KEY COMPETENCES

The National Council for Adult Training approved in
compliance with the European Union’s and the
European Union Council's Recommendation on the
key competencies lifelong learning. The List of key
competencies, common to various professions, a list
that includes: communication in the mother tongue,
communication in foreign languages, mathematical
competence and basic competences in science and
technology, digital competence, learning  to
learn, social and civic competences, sense of
initiative and entrepreneurship, cultural awareness
and expression. (EP, RE, 2006).

Tab. 1 Learning outcome definition. (Source: Learning outcomes based on E.Q.F. and ECVET system)

LEARNING

OUTCOME
DEFINITION

BASIC
CONCEPTS

In the context KNOWLEDGE | KNOWLEDGE Select recognize
of EQF, means the could be WHAT  "mention | identify
NeESbel== KNOWLEDGE | outcome of the | ISIT name place

is described as | assimilation of i i
Theoretical information In terms of define describe
and/or factual through verbs:
knowledge. learning. KNOWS

Knowledge is

the body of

facts,

principles,

theories and

practices that is

related to a

field of work or

study.
EQF, SKILLS SKILLS means | SKILLS could be | Explain | express
is deggribed as | the ability to HOW CAN BE interpret | distinguish
Cognitive apply DONE . .

SKILLS (involving the | knowledge and classify | inter

use of logical, use know-how In terms of give priority
intuitive and to complete verbs: :
creative tasks and solve | UNDERSTANDS analyse | judge
thinking) and problems relate
practical skills

Learning outcomes means statements of what a learner knows, understands
and is able to do on completion of a learning process, which are defined in
terms of knowledge, skills and competence

E.Q.F.
DEFINITION

E.U.
PARLAMENT
&
COMMISSION
DEFINITION

COLLOQUIAL
LANGUAGE

BLOOM

TAXONOMY
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(involving
manual
dexterity and
the use of
methods,
material tools
and

instruments).

In the context COMPETENCE | COMPETENCE | Use solve,

of EQF, means the it could be the produce | create
(0] Z==\le/= COMPETENCE | proven ability to | APPLICATION :

) . . organize

is described in use knowledge, | OF

terms of
Responsibility
and autonomy

skills and
personal, social
and/or
methodological
abilities, in work

KNOWLEDGE &
SKILLS

In terms of
verbs:

in study

situations and
in professional
and personal
development

APPLIES /
DEVELOPS

However, key competencies are the only ones that
should be considered for employment. Besides
these, there are a series of other competencies and
general abilities that an employee should have.
These, however, can be more or less important,
depending on the employee’s profession, the nature
of work, the position held. (Ciuhureanu, Gorski,
Baltes, 2011)

These key competences are all interdependent, and
the emphasis in each case is on critical thinking,

creativity, initiative, problem  solving, risk
assessment, decision taking and constructive
management of feelings. CEDEFOP is also

preparing a complementary study providing
projections of skill supply which help to identity skill
mismatches and shortages. In market economies,
product markets influence labour demand, and skill
requirements are driven by employer choices in
designing jobs (e.g. which tasks are delegated,
which can be substituted by technology, which rely
on nonroutine tasks). Job candidates and potential
employees also come to the labour market with
varying knowledge, competencies and abilities that
can be broadly defined as “skills”, or the outcome of
individuals’ choices of education, training and of their
work experience, combined with innate abilities and
preferences.

Youth unemployment in Europe

Youth unemployment is one of Europe’s most
pressing problems. In the current economic and
financial crisis the lack of job opportunities has
affected young people more than any other group in
society; this is reflected in high and increasing youth
unemployment rates and levels of precariousness.
According to the latest Eurostat reportl in June
2015, the youth unemployment rate was 20.7 % in

the EU-28 and 22.5 % in the euro area, compared
with 22.1 % and 23.6 % respectively in June 2014.
What means that 4.724 million young persons (under
25) were unemployed in the EU-28, of whom 3.181
million were in the euro area. Youth unemployment
rates are generally much higher, even double or
more than double, than unemployment rates for all
ages. Some reasons for the large number of
unemployed people under the age of 25 are country-
specific, having in mind the differences in
employment policies, educational systems and
economic performance among EU Member States,
however there are factors contributing to the high
youth unemployment rates which are present
throughout the whole EU. One obvious reason for
the large number of unemployed young people is the
recent crisis which caused economic slowdown and
tightening of the labour market. However, the
reasons of high rates of youth unemployment are
more complicated and complex than just an
economic conditions. The biggest obstacles that
prevent young people from getting a job is the lack of
professional experience, as well as mismatch
between knowledge and skills of young people and
requirements of employers.

The total unemployment rate in Slovakia amounted
in September 2015 to 12,95 percent. This means
that about 349.167 people available for immediate
work are looking for a job — or rather (better to say)
are registered at labour offices. 62.099 people
younger as 25 years don’t work.

The situation around Slovakia differs depending on
regions. Some places there are workers lacking, in
other places jobs are missing. The willingness to
travel to get a job or to relocate has recently been
surprisingly on the decline. The prevailing group of
the unemployed is young people, especially
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graduates who cannot apply their knowledge in
practice.

A young person who is unemployed can expect to
not only suffer lost wages for the period of
unemployment but also lagging wages over the next
decade due to their time spent unemployed. Young
people out of work also fall behind on student loan
payments, delay saving for retirement, and move
home with their parents. Disadvantaged youth suffer
these consequences disproportionately

MATERIALS AND METHODS

Objectives of the conducted research and diagnosis
of the level of competence of youth and the
employers' needs include: a) investigation and
determination of the level of personal and social
competences young people from secondary schools
and university students; b) collecting information
about employers’ assessment of the level of
personal and social competences of young people
entering labour market; c¢) collecting information
about skills and competences of young people
expected and required by employers; d) study
whether the personal and social competencies of
students studying either at a University or a College
are the same competencies that the employers
search for; e) preparation of recommendations,
which will be the basis for preparation of set of tools
for development of the personal and social
competences of young people required by
employers.

Each project partner (Poland, Malta, Slovakia, Italia)
has prepared own research tools. This has
guaranteed that tools will be adjusted to specific
conditions of each project country. According to the
project, partners were conducting research among

representatives of 3 groups: students from
secondary school, students from universities and
employers.

The  following study questions facilitated

implementation of set objectives: a) What is the level
of personal and social competences among
secondary and university students moving into the
labour market? b) What are the educational needs of
secondary and university students? c¢) What
competences do employers require from young
adults starting their professional lives? d) How do
employers assess the level of personal and social
competences of young adults moving into the labour
market?

On this paper we present result from research from
Slovakia. Competence Model for pupil was identified
which includes the following 14 competencies and

for university students and employers 24
competencies.

RESULTS

Students from secondary (vocation) school

characterize ourselves as people with the following
competencies: competence to discover and

orientation in  information, competency for
cooperation and team work, competency for
flexibility. On the basis of the questionnaire and the
responses of pupils, we found that pupils are absent
following competencies: competency for
entrepreneurship and competency for proactive
approach. The surprise for us are the ratings of
expressing an opinion: | spend a lot of time browsing
the Internet or ,in the field*, trying to find if there is
anything interesting, that might be useful for me. This
is in contrast if we compared When | come across
something new, | can find the necessary information.
We expect that students search for information
concerning the work purposefully and necessarily
only.

The analyse of university student questionnaires
shows the relationship between work and study. 86%
of students reported that they have work experience,
but 33% said that their work is not related to the
curriculum and 7% of students reported that the
current work do not require a university education.
Answers to the question How does university
prepare you in terms of the following competencies
(knowledge, skills, abilities, capabilities)? confirms
the fact that universities do not prepare students to
practice. Frequency of evaluation 6 points (high level
of preparation) was low. 5 competences which have
not received the university: foreign language
proficiency, language proficiency in their mother
tongue, ability to work in a multicultural/international
environment, entrepreneurship, to have a "nose" for
new opportunities, mathematical proficiency. 5
competencies with the highest level of student’s
interesting (6 point): The ability of creative and
flexible thinking and acting, the ability to apply
professional knowledge in practice, ability to handle
difficult situations and obstacles, ability to identify
and solve problems, ability to take responsibility.
Answers of question: What could be interested in
your future employer? have been
unequivocal: Foreign language proficiency, my work
experience and practice. Only 12 students mean,
that the topic of his (her) thesis and his (her)
research area could be interested in future employer.
The results show what is important for employers.
50% of university students underline The length of
professional experience. Others important facts are:
Recommendations, Previous short-term  work
experiences, image and behaviour. Irrelevant facts
for employers are: Study results, a school which the
student completed, the distance of residence.

Young jobseekers from vocation or secondary
schools have the following competencies (opinion of
employers): active approach to work,
entrepreneurship, have a "nose" for new
opportunities, customer orientation. The lowest level
of competencies in the opinion of employers:
Presentation skills, foreign language proficiency,
mathematical knowledge, the ability to identify and
solve problems.

Young jobseekers from university have the following
competencies (opinion of employers): professional
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theoretical and methodological knowledge,
presentation skills, general knowledge and outlook.
The lowest level of competencies in the opinion of
employers: the ability to identify and solve problems,
ability to resolve conflicts, mathematical knowledge.
Based on the research we see that the disproportion
between the real needs of employers and training
and education of school students. Employers have
the following priorities: Customer orientation, Be able
to think and act economically/economic competence,
The ability to identify and solve problems, Ability to
communicate and negotiate  with  people,
Presentation skills, Ability to resolve conflicts, The
level of writing skills. Students think that they will
receive the following competences at the university:
Presentation skills, Ability to take responsibility, The
ability to engage in teamwork, The ability of creative
and flexible thinking and acting, The ability of
independent decision-making.

The analysis of secondary school and university
students’ competence tests as well as details
interview with employers made it possible to draw
the following conclusions: a) Secondary school
students generally have an average and low level of
social competences (communication, negotiation
etc), low level creativity and originality but extensive
work experience and high work motivation. b)
University students are dissatisfied with your
university or their university study program. c)
University students show low and very low level of
communication in  foreign languages and
entrepreneurship, to have a "nose" for new
opportunities and high level of presentation skills and
flexibility. d) Students’ awareness of employers’
expectations of young employees is definitely higher
than secondary school students’ e) Employers
emphasise the importance of such competences as:
consumer orientation, presentation skills, ability to
communicate and negotiate with people, team work
and writing skills. f) Employers asses young adults’
theoretical knowledge, the skills to work with
information and computer skills as good, however,
practical application mathematical and technical
knowledge as much worse. @) For employers are
relevant the length of professional experience and
recommendations, irrelevant are study results, topic
of theses, experience from voluntary work

DISCUSSION

The development of youth unemployment is
influenced by inappropriate  cross-references
between education systems and the labour market.

The existence of appropriate skills is the most

important requirement for employment growth.

1. The Ilink between the Ilabour market and
education should be improved by regular
analysis of hard market data, such as salaries of
graduates and graduates” unemployment rates
by educational fields and schools.

2. The selection of a suitable area of study has an
important role to play even though there is an

FORUM MANAZERA 1/2016

appropriate awareness of the labour market and
increasing issues in the structure of
unemployment.

3. Study programs in schools and universities
should be enriched with elements helping young
people to shape their personal and social
competences;

4. It is necessary to connect formal and informal
education, to better connect the educational
system with practical knowledge and support
practically oriented subjects and skills, to raise
awareness of parents when it comes to
responsible and practically-applicable selection
of studies for their children, to realise career
advice that would encompass both parents and
children, and students.

5. Various forms of non-scientific activities of
students should be promoted and supported by
educational institutions and NGOs. Students and
pupils should be encouraged to gain and develop
their competences and skills not only in formal
education, but also by participating in voluntary
work, internships, placement, international
exchanges. Young people should be informed
about benefits from these forms of activities;

6. Slovakia’s experience, while worse than others,
is not dramatically different from the situation
elsewhere. Young people have been
encountering problems finding a job for a long
time in the majority of EU member states.
Internships, with a weak prospect of turning into
a real job, are widespread in many older EU
member states. The Youth Guarantee is not a
bad policy. The question is whether in the
individual states the scheme is going to change
the approach to Ilabour market policy and
improve the connectivity of labour market needs
and education of school graduates, or whether it
will, perversely, lead dropouts and graduates into
a never-ending chain of internships. The
example of Slovakia, where the government
never provided a complex framework for school-
to-work transitions even in the face of
staggeringly high youth unemployment, is not
encouraging. Policy makers should use the
momentum provided by the ongoing discussion
on the Youth Guarantee to pressure the weak-
performing member states into a range of further
labour market reforms.

7. Finally, social dialogue is a key instrument for
mobilising social partners to invest in the right
skills through education and lifelong learning.
The Commission will invite social partners to
develop joint initiatives to promote skills
forecasting and upgrading, and to accompany
short-term restructuring and will also consult with
social partners at the sectoral level.

The 21st century is filled with opportunities and
challenges, asking of different knowledge and
competencies to participants. These new skills can
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be the great keys to open the job market's door and
help people find their places in society.
The Future of Youth Employment report offers an in-
depth look at the changing nature of work in the
United States - from microwork, to new coordination
and automation technologies, and beyond. The
report explores challenges and opportunities these
changes present for poor and vulnerable youth, and
suggests policies and actions corporations,
governments, and non-profits can take to ensure
positive futures for them. The key elements of each
of the four scenarios of report are as follows:

e Increasing competition and automation force
workers to continuously upgrade skills or risk
losing out on opportunities:

a) Labour market favours high-skill employees
in certain growth sectors.

b) Job market is highly fluid with abundant new
opportunities.

c) Worker skills must be constantly upgraded.

d) Education expands from institutions into
online and community spaces.

e) Alternative credentialing grows and is
increasingly accepted.

e Increasing automation reducing the number of
both low- and high-skill jobs is grossly
mishandled and results in a deep social and
economic divide.

a) Growing automation reduces knowledge
work and minimum-wage jobs.

b) More college students graduate but find
their degrees unmarketable.

c¢) Permanent underclass  of
individuals grows.

d) Governance faces a crisis and is unable to
address needs in a systematic way.

e) Informal economy and alternative currencies
grow

e Highly networked and internally coordinated
firms become efficient economic forces and
major employers of coordinated workforces.

a) With few new  economic  growth
opportunities, firms focus on cutting costs.

b) Algorithms coordinate teams; efficient teams
command a premium.

c) Online labour networks supplement highly
efficient employees.

d) Flat organizational structures supported by
coordination software replace traditional
hierarchy.

e Technologies only available to large
organizations now empower employees to
splinter off and create single-person companies
and ventures
a) Coordination costs drop significantly.

b) Capital for businesses from crowdfunding,
banks, and VCs flows freely.

c) Highly entrepreneurial flexible firms and
mind-sets proliferate.

d) Power balance shifts from large
organizations to individuals. (Gorbis,
Goldman, Thigpen, 2014)

detached

Institute chose the six drivers that emerged from its
research as the most important and relevant to future
work skills: extreme longevity, rise of smart
machines and systems, computational world, new
media and ecology, supersaturated organizations
and globally connected world. This report identifies
key work skills needed in the next 10 years:

1. Sense making: ability to determine the deeper
meaning or significance of what is being
expressed.

2. Social intelligence: ability to connect to
others in a deep and direct way, to sense and
stimulate reactions and desired interactions.

3. Novel and adaptive thinking: proficiency at
thinking and coming up with solutions and
responses beyond that which is rote or rule-
based.

4. Cross-cultural competency: ability to operate
in different cultural settings.

5. Computational thinking: ability to translate
vast amounts of data into abstract concepts
and to understand data-based reasoning.

6. New media literacy: ability to critically assess
and develop content that uses new media
forms, and to leverage these media for
persuasive communication.

7. Transdisciplinarity: literacy in and ability to
understand concepts across multiple
disciplines

8. Design mind set: ability to represent and
develop tasks and work processes for desired

outcomes.

9. Cognitive load management: ability to
discriminate and filter information  for
importance, and to wunderstand how to

maximize cognitive functioning using a variety
of tools and techniques.

10. Virtual collaboration: abilty to work
productively, drive engagement, and
demonstrate presence as a member of a
virtual team. (Davies, Fidler, Gorbis, 2011)

One big change in the 21st century, across the
media ecology and computer software, programs
and internet, is that digital technologies widely shape
a way of communication and information sharing,
such as Facebook and Twitter. Weng (2015) present
the eight skills from three main angles that include:
a) views from technological world; b) the function of
brain; c) the stance from multicultural society. Each
angle contains the relevant skills for the future. First,
from the technological world's perspective, skills
include computational thinking and new-media
literacy. Second, the function of brain refers to the
skill of sense-making, the ability of owning three
intelligences (social intelligence, emotional
intelligence, cultural intelligence), the skill of design
mind set, novel and adaptive thinking skill,
management of cognitive load skill, multicultural
society requires a cross-cultural competence.
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Young people clearly see the growth opportunities in
the green economy and also its expansion potential
over the next 20 years — they want to work in these
exciting areas but feel under skilled to do so. Specific
skills identified for Europe’s green economy include:
knowledge of sustainable materials, relevant
traditional skills, ‘carbon foot printing’ skills,
environmental impact assessment skills, and good
understanding of the ‘sound’ sciences. Generic skills
needed include ‘softer skills in leadership,
entrepreneurship and risk analysis. The ability to
recognise, adapt and transfer skill sets, systems
analysis and a holistic approach are also valued. In
environment related sectors, the following future
skills have been identified: for carbon capture and
storage, building and cement technologies, the wind
power industry, climate change research and
forecasting, agriculture, electricity, rail sector, waste
treatment and recovery/recycling

CONCLUSION

The education system could do more to assist the
transition from education to the world of work.
Preparing youth for the labour market is one of the
key functions of the education system. Combating
youth unemployment is one of the most important
and most urgent challenges that states face in every
continent of the globe. We are all responsible for
carrying on the measures that we have adopted and
purposefully reinforcing and extending them.
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INNOVATIVE LABOUR POTENTIAL OF THE THIRD AGE INDIVIDUALS

GAGARINSKII Aleksandr, KUZNETCOVA Irina, GAGARINSKAIA Galina, GORBUNOVA Yulia

ABSTRACT

Despite the variety of approaches to human resource management, special studies on innovations in the
field of socio-labor relations are virtually absent. There is an urgent need to focus on the methods and tools
for changes in the special part of socio-labor relations, i.e., management of labor resources of older persons
whose contribution to the structure of the Russian population steadily grows.

Urgency and cross-discipline character of the task to analyze the mechanisms for managing the labor
resources of older people, combined with insufficient development of methods and tools for changes in
socio-economic policy in the domestic literature determine the topic, purpose, objectives, object, and subject

of the study.

KEYWORDS

labor potential, third age, innovation, socio-labor relations, learning, human resource management,

population, aging

INTRODUCTION

The purpose of the study is to develop a conceptual
provisions regarding the role of socio-labor
innovations in labor economics, and practical
recommendations on how, using them as a basis, to
improve the management of labor resources of the
elderly.

Labor potential as that of both individual employee
and any set of workers used in production is a quite
dynamic value constantly changing not only
guantitatively but also qualitatively due to the
influence of a mix of socio-economic, scientific-
technical, psycho-physiological, and many other
factors. That is why the assessment of the level and
extent of the use of
human labor
potential is
considered now one
of the most complex
and inadequately
developed production
problems. As the
study by the Russian
scientists shows,
socio-economic and s T
information i
technology groups of
factors should be
regarded as the main

Working age

Working age (men)

the maintenance and development of labor potential
is possible only if the modern management concepts
and the basic provisions of the theory of human
resource management are used.

DATA ANALYSIS

Monitoring the status of the labor resources has
shown that the most unfavorable situation is for
workers older than 50 years who demonstrate not
only a declined labor use intensity at the macro level,
but also the reduced intensity labor resource
development.

Retirement age (women)

Pre-retire-
/. ment age

Retirement age

reasons why the
scientific solution of
the problem was
delayed by many
years.

In  conditions  of
significant  instability
and uncertainty,
limited resources,

16

Youth

30

70

Older ages

Fig 1. Proportion of larger age groups
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Fig. 2. Use and development of labor recourses of different ages in 2013 (data from
the Russian Federal State Statistics Service - Rosstat)

The effect of the retirement age only increases, but
does not define the negative trend for drop-out of the
labor resources from the national economy, a trend
that begins yet in the pre-retirement age
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Fig. 3. Employment of different gender and age groups in 2013 (data from the
Russian Federal State Statistics Service - Rosstat)

Despite the employment level downturn, the older
age group of employees is becoming increasingly
important for the national economy:

e ratio of the working age population to the
pensioners changes towards increased
demographic burden;

e information support of the labor market which
influences the companies’ access to
information about the properties of human
resources and the assessment of the risks
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arising from information asymmetry in the labor
market;

labor  market institutions  acting as
intermediaries in employment and contributing
to the diffusion of advanced social
mechanisms, etc
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Fig. 4. Forecast of status of the older age labor resources in Russia in different
scenarios for stimulating socio-labor innovations (calculated by the author using the
data from the Russian Federal State Statistics Service - Rosstat)
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Fig. 5. Forecast of status of the retirement age labor resources in Russia in different
scenarios for stimulating socio-labor innovations (calculated by the author using the data
from the Russian Federal State Statistics Service - Rosstat)

INNOVATION MECHANISMS
RESOURCE MANAGEMENT

IN HUMAN

Becoming more complicated, and probabilistic nature
of the current economic environment requires to
consider the socio-labor problems in dynamics, and
study the innovation mechanisms in human resource
management. Crisis in the domestic economy is
exacerbated by a significantly reduced population
growth in the last two decades which has led to
aging of the labor force (by 3% over the past 10
years, despite the small generation just entering
working age).

Aging of the population combines with low life
expectancy and objectively occurred lack of
education and health care, exhaustion of the
migration potential of neighboring countries that
limits the possibility of attracting labor resources into
the Russian economy. Lasting for decades the
pension reform, with all its contradictions and
regularly revised previously accepted norms, causes
continuous changes in the labor market thus only
complicating regulation and emphasizing the specific
situation of the older workers. Particular importance
is vested to the mechanisms that create the
conditions for employment of this age group to
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ensure their participation in the expanded
reproduction.

There is a need to improve the methods and tools for
human resource management taking into account
age specifics of this category of workers, including
the conceptual apparatus of labor economics as

applied to the search for new mechanisms to solve

socio-labor problems and the evaluation of the
results of innovation in the socio-labor sphere.

These circumstances emphasize the need to form
and improve the human resource management
mechanisms by means of innovations in the socio-
labor sphere - the issue chosen by the author for this
study

Mechanism’s structure forming
component

Characteristic for the third age labor resource

management mechanism

Purposes
(social issues to be solved)

Providing livelihood; education and training for

individuals of the third age

Learning centre (institutions of the Third Age),

Subjects workers, employers, state, unions
(subjects of the labor market)
Objects Wages, taxes and fees

Prerequisites

Professional competitiveness and work motivation

of the third age individuals

Implementation methods and their
targets

Recruitment and selection, training

Alternatives

Pension benefits, self-employment and rentiers,

multigenerational family

Fig.

6. Characteristics of the socio-labor mechanism of the third age labor potential management
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o o ivi
8 o technique A wage A productivity A payroll tax
2
0
2 o Internal
- - .
% g- é § Result Benefits I Employment
4 8% 3 . .
>0 ¢ Evaluation A frequency of skill A personnel
0w 0 ; ) A employment rate
Qcx~ technique improvement turnover

Fig. 7. Practical result. Specifics of the third age labor potential management
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Groups of factors that affect the innovation climate innovative forms of human resources
have been distinguished for socio-labor relations in management for employers;
the field of human resources management: e creating teacher training centers for training
e legislative regulation of labor activity the third age people;
restricting creation of the new forms of socio- e establishing the "Institute of the Third Age"
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Fig 9. Innovative forms of certain social mechanisms for the third age labor resource management
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CONCLUSION

Within this model, the roles of various subjects in
innovation activities, including those involved in
making and executing decisions, have been clarified.
The relationship between the content of the
innovation process stages and the results achieved
from the time of formation of a social idea to its
implementation in particular social mechanism has
been established. This model is proposed to serve
as the basis to improve the methods and tools of
development and utilization of the third age labor
resources. Such ways of improvement as
standardization of subject's functions and human
resource management procedures, as well as
breaking the results of socio-labor innovations by
type, have been validated.
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PERSONALNY MARKETING A BUDOVANIE IMIDZU ZAMESTNAVATEL'A V KONTEXTE
UDRZATELNEHO ROZVOJA
PERSONAL MARKETING AND BUILDING EMPLOYER BRANDING IN THE CONTEXT OF
SUSTAINABLE DEVELOPMENT

JURIK Lukas, VANOVA Jaromira, SAKAL Peter

ABSTRAKT

V prispevku sa zaoberame budovanim znaCky zamestnavatela v kontexte udrzatelného rozvoja. Podniky,
ktoré pochopili, ze ludia st tym najcennej$im pre chod a tuspech podniku, povazuju svojich zamestnancov za
rovnocennych partnerov. Ak podniky a ich manazment budu vytvarat pozitivne podmienky na pracovisku,
budu ich zamestnanci $tastni, spokojni a budi dosahovat poZadované vysledky. V prispevku su uvedené
Ciastocné vysledky z dotaznikového prieskumu ,UdrZatelné spolocensky zodpovedné podnikanie ¢&.7°
realizovaného na Ustave priemyselného inZinierstva a manaZmentu MTF STU v Trnave. Na zéver je
poukazané na rozkol medzi tedriou a praxou vo vztahu zamestnavatel — zamestnanec, kde sa zamestnanci
Casto stretavaju so Sikanovanim na pracovisku a inym nevhodnym spravanim zo strany zamestnavatela,
manazmentu, pripadne ostatnych zamestnancov.

KLUCOVE SLOVA
ZnacCka zamestnavatela, personalna stratégia, manazér, udrzatelny rozvoj, personalny marketing.

ABSTRACT

The contribution deals with employer branding in the context of sustainable development. Enterprises that
understand that people are the most precious to the existence and success of the enterprise, its employees
are considered equal partners. If enterprises and their management will create positive conditions in the
workplace, their employees are happy, satisfied and they will achieve the desired results. The contribution
presents partial results of the questionnaire survey "Sustainable corporate social responsibility No.7" realised
at the Institute of Industrial Engineering and Management MTF STU in Trnava. In conclusion the authors
draw attention to the contradiction between theory and practice in relation employer - employee, where
employees are often faced with bullying in the workplace and other inappropriate behaviour on the part of the
employer, managers or other employees.

KEYWORDS
Employer Branding, Human Resource Strategy, Sustainable Development, Personal Marketing

uvoD pre pracu. Dalej uvadzaju, e boj o nadanych
zamestnancov sa dramaticky zosilfiuje, a doSli k
zaveru, ze prildkanie a udrzanie si talentu je
obchodnou nevyhnutnostou ekonomického preZitia.
Ukazalo sa, Ze podniky s progresivnymi politikami a
stratégiami  ludskych zdrojov, zaloZenymi na
indpirativnej predstave ako udrzatelnost, maju v boji
o prildkanie a udrZzanie  vysokokvalitnych
zamestnancov konkurenénu vyhodu. Personalna
stratégia predstavuje pristup k rieSeniu dihodobych
cielov v oblasti ludskych zdrojov podniku. Ide o ciele
v potrebach a zdrojov ich krytia, ako aj o stanovenie
ciest a metdd, ktorymi sa tieto ciele daju dosiahnut
(ViSnovsky, 2007). Jednou z hlavnych aktivit
strategického riadenia ludskych zdrojov je budovanie
znaCky zamestnavatela (Bajzikova a kol., 2006).

Podla Koubeka (2009) sa su&asna personalna praca
A i . , . . v podnikoch viac sustreduje na zlepSovanie kvality
Existuje tendencia spominat'ich prinos pre podniky, pracongho  zivota,  zvyovanie  spokojnosti
o vyznamnym sposobom ovplyviiuje oblast ich ;5mestnancov & zlepsovanie rozvoja zamestnancov.

riadgnia (Armstrong, 2007). Podniky kladid déraz na  starostlivost o
Podla Steadovcov (2012) budu pocas nasledujucich 5 estnancov na  zvy$ovanie uspokojenia

20 rokov  najdOlezitejsim  zdrojom  podnikov o ocinancov s vykonavanou  pracou, na

taleh”tol"a”_'k Zdar?e'smlaréc’ll’ kt%rl! g su rglv’d”: zlepSovanie vztahov medzi zamestnancom a
echnologicky zaatni, globaine rozhladeni a nadsenl  ;gmestnavatelom, na zlepSovanie pracovnych a

Délezitym faktorom zabezpelujucim chod podniku
su ludské zdroje — zamestnanci. Ako uvadza Minarik
(2012) ludsky faktor sa stava rozliSujucim faktorom a
podniky, ktoré maju k dispozicii jeho vysoku kvalitu,
si ho musia chranit, pretoZe tvori bazu konkurenénej
vyhody zaloZenej na ludskej kreativite, mysleni, ume
a vedomostiach. Vyhody, ktoré kedysi predstavovali
nizke mzdy a lacné prirodné zdroje, sa nahradzaju
schopnostou inovovat. Ludské zdroje su tvorivym
prvkom v kazdej organizacii. Ludia navrhuju a
vyrabaju, poskytuju sluzby, kontroluju kvalitu, staraju
sa o uplathovanie produktov na trhu, rozdeluju
finanéné zdroje a stanovuju celkovu stratégiu a ciele
organizacie. Podnik nema S$ancu dosiahnut tieto
ciele bez efektivne pracujucich ludi. O [udskych
zdrojoch sa &asto uvaZuje len v rovine nakladov.
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medziludskych vztahov na pracovisku a na
vytvaranie jasnej perspektivy personalneho a
socialneho rozvoja zamestnancov. Podla
Klimentovej (2008) pre buducnost podniku je
nevyhnutna orientacia na vonkajsi aj vnutorny trh
prace prostrednictvom tvorby zamestnavatelského
mena.
K zvySeniu pracovnej atraktivity podniku méze
podla Koubeka (2009) prispiet”
e Prislusna starostlivost o pracovné podmienky.
e Prislusna starostlivost o socidlne podmienky
prace.
o Starostlivost o socialny rozvoj zamestnancov.
e ZlepSovanie  medziludskych  vztahov a
socialnej klimy v podniku.
o Starostlivost o] personalny
Zamestnancov.
o Starostlivost o vzdelavanie zamestnancov.

rozvoj

e Vyznam  podniku, jeho  uspeSnost a
perspektivy.

e Seriéznost vo vztahu k zéakaznikom a etika
podnikania.

Z predchadzajuceho vyplyva, Ze nestaci ponuknut
len lepSiu uroven odmeriovania, ale je potrebné dbat
na vytvaranie celkového mena (povesti) podniku ako
zamestnavatela. Dobra znacka podniku je sama o
sebe velmi U€innym nastrojom  ufah&ujicim
ziskavanie zamestnancov. Preto vo svete pribudaju
podniky, ktoré zamerné vytvaraja svoju dobru
znaCku, pokial ide o vztah k zamestnancom,
realizuju dokonca prieskumy svojho imidzu a na ich
zaklade sa v pripade potreby snazia o napravu.
Dobré meno podniku sa stava ustrednym bodom
politiky ziskavania a stabilizacie zamestnancov
(Koubek, 2009).

Usilie o dobrid zamestnavatelski znacku a
bezproblémové formovanie personalu podniku
zaCina mat koncepény charakter a vyustuje do
aktivity, ktora je oznaena ako personalny marketing
(Koubek, 2009).

Personalny marketing ako moderna tedria a prax sa
sformoval v druhej polovici minulého storogia pod
vplyvom prehlbujicich sa internacionalizacnych a
globalizaénych  procesov, ktoré vo svojom
prvopociatku vyvolali extenzivny hospodarsky rast
globalneho rozsahu. Pre obdobie extenzivneho
hospodarskeho rozvoja svetovych ekonomik bola,
okrem iného, charakteristickd vysoka ponuka
pracovnych prileZitosti, pracovnych miest a nizka
ponuka az nedostatok pracovnej sily na vacSine
typov trhov prace. Tato asymetria ponuky a dopytu
pracovnych miest na trhoch prace vyvolala potrebu
zmenit  pristup k pracovnej sile tak vo
vnutropodnikovom prostredi, ako aj v externom
prostredi trhu prace. Zaroven sa odrazila v potrebe
aplikovat' postupy a metdédy v oblasti personalneho
manazmentu (Szarkova, 2009).

V su&asnosti je personalny marketing komplexne
konstituovana interdisciplinarna moderna tedria,
ktora obsahuje a rozvija teoretické vychodiska,
metodologicky aparat a interdisciplinarne postupy
uréené na tvorbu, rozvoj, optimalizovanie a udrzanie

vzajomnej vymeny a obojstranne vyhodnych vztahov
medzi cielovymi skupinami na trhu prace z hladiska
strategickych cielov podnikov. Zarovei sa v
suCasnosti personalny marketing chape aj ako
relativne  samostatna ¢ast manazmentu a
marketingu, priom sa zdéraziuje hlavne jeho
aplikaény charakter (Szarkova, 2009). Podla
Klimentovej (2008) je personalny marketing chapany
ako proces, ktory zabezpeci v ramci personalneho
planovania podniku dlhodobé [udské zdroje.
Predstavuje rozSirovanie uloh, funkcii a nastrojov
marketingu do oblasti personalneho manazmentu,
hlavne v snahe ziskania a udrzania pracovnej sily
podniku, ktora sa opiera o vytvaranie dobrej
zamestnavatelskej znacky podniku a vyskum trhu
prace (Koubek, 2009).

BUDOVANIE ZNACKY ZA!VIESTNAVATEL’A \"
KONTEXTE UDRZATELNEHO ROZVOJA

Zamestnanci su doélezitymi nositefmi know-how
podniku, informacii a priaznivo ¢&i negativne
ovplyvriuju celkovy jeho vykon. Preto by kazdy
zamestnanec, potencialny zamestnanec, i SirSia
verejnost’ mali vediet, Ze je konkrétny podnik dobrym
a perspektivnym zamestnavatelom, a Ze stoji za to
pre neho pracovat.
Podla Koubeka (2009) by sa mal podnik snazit’ byt
e vyhladavanym zamestnavatelom (pohybuje sa
na trhu prace),
e dobrym zamestnavatelom (dbat o svojich
zamestnancov),
e dobrym ,susedom” (uvedomovat si
spoloéensku zodpovednost).

svoju

Pre dobré meno znacky zamestnavatela su dblezité
obe prostredia podniku, interné aj externé. Podnik si
znacku zamestnavatela v internom prostredi tvori na
zdklade pozitivnych vztahov so zamestnancami
prostrednictvom komunikacie, starostlivosti o nich,
poskytovanim benefitov a uplatfiovanim hodnét
podnikovej kultury. V externom prostredi je dbleZité,
aby znatka zamestnavatelfa vyvijala aktivity k
dosiahnutiu dévery u potencidlnych uchadzalov o
zamestnanie a tiez u Studentov strednych i
vysokych 8kél. Imidz znacky zamestnavatefa mbze
nadobudat’ dva protipdly — pozitivny a negativny. Je
délezite, aby negativny imidz znacky
zamestnavatefa  bol eliminovany  dostupnymi
nastrojmi vztahov s verejnostou (Armstrong, 2007,
Klimentova, 2008, Szarkova, 2009).

Budovanie a riadenie znaCky zamestnavatela je
hlavhym bodom koncepcie v  personalnom
marketingu. Tato koncepcia definuje osobnost
podniku ako preferovaného zamestnavatela. Podla
Gertlera (2013) personalny marketing z hladiska
konkurencie a konkurenénych vztahov priamo suvisi
s koncepciou udrzatelného rozvoja. Steadovci
(2012) tvrdia, zZe jedinou cestou k prezitiu a
konkurencieschopnosti podnikov je uplatfiovanie
principov a kritérii udrzatelného rozvoja. Teda aj
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budovanie znacky zamestnavatela, prihliadnuc na
to, Ze sa tyka jedného znajddlezitejSich
zainteresovanych subjektov, ato zamestnancov,
musi byt v sulade s kritériami udrzatelného rozvoja,
prip. spolo¢enskej zodpovednosti.

Na su€asnych zamestnancov je potrebné nazerat aj
ako na vyznamny c&lanok medzi podnikom a trhom
prace, pretoZze su to prave oni, kto moze verejnosti
sprostredkovat informacie o spravani sa podniku a o
prostredi podniku z interného pohladu. A ak
disponuju kladnymi skudsenostami, stavaju sa jej
najlepSimi obhajcami (Stejskalova, 2009).

V histérii manazmentu a podnikania najdeme viaceré
pozitivne priklady socialnej starostlivosti o
zamestnancov, ktoré maju nad€asovu hodnotu.
Jednym z nich je podnikatel Toma$ Bata, pre
ktorého bolo podnikanie sluzbou spolo¢nosti (Mosna,
2006). V centre pozornosti socialnej dimenzie sa
nachadza praca a pracovné zaujmy zamestnancov.
V kontexte prebiehajucich zmien su zamestnanci
stale viac ovplyviiovani pracovnymi podmienkami a
pracovnymi vztahmi v podniku.

Pri  vytvarani podmienok prace,
pozitivnej pracovnej a medziludskej atmosfére, pri
komunikacii, pri socialnej starostlivosti
0 zamestnancov a uplatfiovani hodnét podnikovej
kultary doélezitu ulohu zohravaju manazéri, ktori si
uvedomuiju, ze skuto€nym intelektualnym
bohatstvom kazdej spolo€nosti su zamestnanci
(Andrejcak, 2013). Manazéri pri plneni tychto uloh
musia disponovat ur€itymi kompetenciami, ktoré
budu vytvorené na zaklade kritérii udrzatefného
rozvoja (Jurik, 2015).

Poskytovanie socialnych vyhod nad ramec zakona
okrem iného vplyva aj na imidz firmy navonok a
mobze sa stat konkurenénou vyhodou. Zaujimava
socialna  politka mobze  taktiez  presvedCit
potencialnych kandidatov, aby sa uchadzali o pracu
tam, kde mozu ziskat' ,nie€o navy3e“ (Mosna, 2006).

pri vytvarani

Predstava udrzatelnosti v podniku podnecuje tuzbu
zamestnancov citit sa ako sulast vy3Sieho ciela,
¢im si firma udrZi talentovanych zamestnancov s
viziou. Manazéri, ktori investuju do fudského kapitalu
svojich organizacii, tak robia preto, lebo veria, Ze ich
investicia je prostriedkom k vacSej produktivite a
ziskovosti, a zaroven aj prostriedkom splnenia ich
spolocenskej zodpovednosti (Steadovci, 2012)
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DOTAZNIKOVY PRIESKUM ,,UDRZATELNE
SPOLOCENSKY ZODPOVEDNE

PODNIKANIE C. 7”
Dotaznik ,Udrzatelné spoloCensky zodpovedné
podnikanie &. 7 bol vytvoreny dvomi doktorandmi
zaoberajucimi sa nasledovnymi oblastami, ktoré
vychédzaju z problematiky USZP:

1. Identifikacné otazky.

2. Udrzatelna marketingova stratégia podniku

(Sujakové, M.).
3. Kompetenény pristup riadenia fudskych
zdrojov (Jurik, L.).

Kazdy z doktorandov zulastnenych na priprave
dotaznika vytvorii na zaklade dovtedajSieho
intenzivneho Studia a s tym suvisiacich skusenosti
subor relevantnych otazok vztahujucich sa ku
konkrétnej oblasti vyskumu. Dotaznik ,Udrzatelné
spolo¢ensky zodpovedné podnikanie €. 7¢ bol
zostaveny prostrednictvom aplikacie Google Drive,
kde boli jednotlivé otazky Strukturované do troch
vySSie spomenutych oblasti. Dotaznikovy prieskum
prebiehal od 19.11.2015 do 26.02.2016
v priemyselnych podnikoch na Uzemi Slovenskej
republiky. Velkost  databazy  dotaznikového
dopytovania bola uréena na zaklade velkosti
zakladného suboru. Za zakladny subor sme, podla
udajov Statistického dradu Slovenskej republiky k
31.10.2015, povazovali 15 974 priemyselnych
podnikov. Vyberovy subor predstavoval vyskumnu
vzorku o vefkosti 361 priemyselnych podnikov. K
26.02.2016 vyplnilo dotaznik 134 respondentov, ¢o
sucasne reprezentuje navratnost 37,12%. Pre uUcely
vyskumu budeme pracovat len s odpovedami od
priemyselnych podnikov, ktorych sa dotaznikového
prieskumu zu&astnilo 75. V prispevku sa budeme
venovat len vysledkom tretej oblasti — Kompetenény
pristup riadenia fudskych zdrojov.
Pred realizaciou  samotného  dotaznikového
prieskumu ¢&.7 sme, podfa nami vyuzivanej a
verifikovanej metodiky v predchadzajucich 6-tich
prieskumoch, vytvorili subor 8 predpokladov, k nim
prisluSnych 8 vyskumnych otazok, urcili zavislé a
nezavislé  premenné (tab.1). Zaradenim 8
vyskumnych otdzok medzi ostatné vSeobecné otazky
dotaznika sme zabezpedili vzajomné vazby medzi 8-
mimi predpokladmi a tymito vyskumnymi otazkami,
na zéklade ktorych, po odpovedani respondentov na
dotaznik, predpoklady potvrdzujeme alebo
Zamietame.
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Tab. 1 Subor predpokladov, vyskumnych otazok, zavisle premennych a nezavisle premennych

nepouziva personainu
stratégiu na podporu
podnikovej stratégie.

personalnu stratégiu?

Predpoklad Vyskumna otazka Zavisle premenna Nezavisle premenna
P1: Vaésina VO ¢&. 1: Vyuzivate na Personalna stratégia Podnikova stratégia
priemyselnych podporu Vasej

podnikov v SR podnikovej stratégie

P2: Vaésina
priemyselnych
podnikov v SR
nerealizuje riadenie
fudskych zdrojov
prostrednictvom

VO ¢&. 2: Uplatriujete
kompetencny pristup
riadenia fudskych
zdrojov vo Vasom
podniku?

Riadenie fudskych
zdrojov

Kompetenény pristup

tvorbe kompetenénych
modelov prioritne
nezohladriuje
koncepciu a kritéria UR
podniku.

modelov koncepciu a
kritéria udrzatefného
rozvoja?

kompetencného

pristupu.

P3 Vacésina VO ¢. 3: Mate vo Tvorba Metodika tvorby
priemyselnych Vasom podniku kompetenéného kompetenéného
podnikov v SR nema vypracovanu metodiku | modelu modelu
vypracovanu metodiku | tvorby kompetenénych

tvorby kompetenénych | modelov?

modelov

zamestnancov.

P4: Vacsina VO ¢&. 4: Pouzivate vo Metoéda AHP Tvorba
priemyselnych Vasom podniku pri kompetencnych
podnikov v SR tvorbe kompetenénych modelov
nepouziva pri tvorbe modelov metédu

kompetencnych analyticky hierarchicky

modelov metodu AHP. | proces?

P5: Vacsina VO ¢&. 5: Vykonavate Hodnotenie stavu Stav udrzatelného
priemyselnych vo Vasom podniku udrzatelného rozvoja/spolocensky
podnikov v SR hodnotenie stavu rozvoja/spolo¢ensky zodpovedného
nevykonava udrzatelného zodpovedného podnikania
hodnotenie stavu rozvoja/spolocensky podnikania

udrzatelného zodpovedného

rozvoja/spolocensky podnikania Vasho

zodpovedného podniku?

podnikania svojho

podniku.

P6: Vacésina VO ¢&. 6: Zohladriujete | Tvorba Kritéria udrzatelného
priemyselnych vo Vasom podniku pri kompetencnych rozvoja

podnikov v SR pri tvorbe kompetenénych | modelov

P7: Vac&sina
priemyselnych
podnikov neplanuje pri
tvorbe kompetencnych
modelov pouzit’ kritéria
udrzatelného rozvoja.

VO ¢&. 7: Planujete vo
Vasom podniku pouzit
kritéria udrzatelného
rozvoja pri tvorbe
kompetencnych
modelov?

Planovana tvorba
kompetencnych
modelov

Kritéria udrzatelného
rozvoja

P8: Vo vacsine
priemyselnych
podnikov v SR
sucasné kompetencie
zamestnancov
neprispievaju

k udrzatefnému
rozvoju podniku.

VO ¢&. 8: Myslite si, ze
kompetencie z Vasich
kompetenénych
modelov prispievaju k
udrzatefnému rozvoju
Vasho podniku?

Udrzatelny rozvoj
podniku

Kompetencie
zamestnancov
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K niektorym predpokladom a vyskumnym otadzkam
boli priradené dopliiujice otazky. Pre ucely
prispevku su vybrané otazky v nasledujucej kapitole.

ZAVERY Z DOTAZNIKOVEHO PRIESKUMU
UDRZATELNE SPOLOCENSKY
ZODPOVEDNE PODNIKANIE C. 7

Na otazku ,Vyuzivate na podporu Vasej podnikovej
stratégie personalnu stratégiu?“ odpovedalo 54%
podnikov, Ze na podporu podnikovej stratégie
pouzivaju personalnu stratégiu. 27% podnikov
uviedlo, Ze nevyuzivaju personalnu stratégiu na
podporu podnikovej stratégie a 19% podnikov
nevedelo odpovedat na danu otazku. Predpoklad
,VacsSina priemyselnych podnikov v SR nepouziva
personalnu stratégiu na podporu podnikovej
stratégie” sa nepotvrdil (obr. 1).

mAno (54%)
= Nie (27%)

ENeviem (19%)

Obr. 1 Podpora podnikovej stratégie personalnou
stratégiou v priemyselnych podnikoch na Slovensku
(vlastné spracovanie)

32% podnikov uviedlo, ze pri tvorbe kompetencnych
modelov  zohladfiuje  koncepciu a  kritéria
udrzatelného rozvoja. 11% respondentov nevedelo
uviest, €i pri tvorbe kompetenénych modelov sa v ich
podniku zohfadfiuju koncepcia a kritéria UR. 57 %
podnikov uviedlo, Ze pri tvorbe kompetenénych
modelov  nezohladnuju  koncepciu a  kritéria
udrZatefného rozvoja, ¢im sa predpoklad ,Vacsina
priemyselnych  podnikov v SR pri  tvorbe
kompetenénych modelov prioritne nezohfadriuje
koncepciu a kritéria UR podniku® potvrdil (obr. 2).

mAno (32%)
mNie (57%)

= Neviem (11%)

Obr. 2 Zapracovanie koncepcie a kritérii udrzatelného
rozvoja pri tvorbe kompetenénych modelov v
priemyselnych podnikoch na Slovensku
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.Ktoré kritéria udrzatelného

vo Vasom podniku pri tvorbe
kompeten&nych modelov?* odpovedalo 24
respondentov, priom na vyber mali socialne,
environmentalne a ekonomické kritéria. NajcastejSie
podniky uvadzali, Ze pri tvorbe kompetencnych
modelov zohladfiuju ekonomickeé kritéria (88%).
Nasleduju  environmentalne kritéria so 71%
a socialne kritéria zohladriuje pri tvorbe
kompetenénych modelov 67% podnikov (obr. 3).

Na otazku
zohladujete

rozvoja

Ekonomické kritéria
(88%)

Environmentalne kritéria
(71%)

Socialne kritéria (67%) [IIL0Y

0 10 20 30

Obr. 3 Zohladnenie kritérii udrzatelného rozvoja pri tvorbe
kompetencnych modelov v priemyselnych podnikoch na
Slovensku

Na otazku ,Ktoré socialne kritéria udrzatelného
rozvoja zohladriujete vo Vasom podniku pri tvorbe
kompetencnych modelov?* odpovedalo 16
respondentov, pricom na vyber mali nasledovné
moznosti:

e Pracovnopravne postupy/praktiky a doéstojnost

ludskej prace (napr. zamestnavanie
znevyhodnenych skupin obyvatelstva,
poskytované benefity pre zamestnancov,
informovanie zamestnancov, rovnost
prileZitosti).

o Dodrziavanie ludskych prav (napr. rovnaké

zaobchadzanie, kolektivne vyjednavanie).
Zapajanie miestnej komunity (napr.
protikorupéné spravanie, eliminacia negativnych
dopadov na miestnu komunitu).

Prijatie zodpovednosti za produkt a sluzby (napr.
vplyv produktov na zdravie a bezpec¢nost,
udrzatelny marketing).

Iné.

NajcastejSie podniky uvadzali pracovnopravne
postupy/praktiky (81%), dodrziavanie ludskych prav
(75%), prijatie zodpovednosti za produkt a sluzby
(75%) a zapajanie miestnej komunity (44%).
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Pracovnopravne Dodrziavanie Zapajanie Prijatie
postupy/praktiky ludskych prav miestnej zodpovednosti
(81%) (75%) komunity (44%) zaprodukta
sluzby (75%)

O N b O

Obr. 4 Zohladnenie socialnych kritérii udrzatefného
rozvoja pri tvorbe kompetenénych modelov v
priemyselnych podnikoch na Slovensku

ZHODNOTENIE AKTUALNEHO STAVU

Pri budovani imidzu znacky zamestnavatela dblezitu
Ulohu zohrava manazér, ktory musi disponovat
kompetenciami vytvorenymi na zaklade kritérii
udrzatefného rozvoja. Z pohladu zamestnancov ide
predovSetkym o socialne kritéria, ale nemozno
vynechat ani environmentalne a ekonomické kritéria.
Z dotaznikového prieskumu ~Udrzatelné
spoloCensky zodpovedné podnikanie €. 7“ vyplyva,
Ze 54% priemyselnych podnikov ma vytvorenu
personalnu stratégiu a vyuzivaju ju na podporu
podnikovej stratégie. Stale v nej vSak absentuju
principy a kritéria udrzatelného rozvoja, ¢o sa
prejavuje v tom, Ze iba 32% priemyselnych podnikov
pri tvorbe kompetenénych modelov zohladriuje
kritéria udrzatelného rozvoja. Pri tvorbe
kompetenéného modelu, ktory je mostom medzi
personalnou stratégiou a podnikovou stratégiou,
stéle prevladaju tradi¢né ekonomické kritéria na ukor
socialnych, pripadne environmentalnych kritérii.
Priemyselné podniky najmenej zohladnuju prave
socialne kritéria pri tvorbe kompetenénych modelov.
Spomedzi socialnych kritérii udrzatelného rozvoja
respondenti naj¢astejSie oznadili pracovnopréavne
postupy/praktiky a déstojnost’ ludskej prace, kde su
zahrnuté aspekty ako zamestnavanie
znevyhodnenych skupin obyvatelstva, poskytované
benefity pre zamestnhancov, informovanie
zamestnancov, rovnost prilezitosti, atd.

Bohuzial, na tomto mieste musime konStatovat, ze
tedria a prax su dva rozdielne svety. V praxi sa
zamestnanci Casto stretavaju s negativnymi prejavmi
spravania sa na pracovisku, ako mobbing, bossing,
zneuzivanie zamestnancov, Sikanovanie,
psychoteror na pracovisku a moralne obtazovanie
(Olsovska, 2013). Takéto spravanie podnikov,
manazérov, zamestnancov vo i ostatnym
zamestnancom je neudrzatelné nielen, pre podniky,
ale aj pre celu spolo&nost.

ZAVER

Marketingovu orientaciu podniku, resp. personalneho
Utvaru podniku je nevyhnutné stale rozvijat.
UspeSné uplatnenie marketingu v sucasnej praxi

riadenia ludskych zdrojov je zaloZené na poznani
potrieb a poziadaviek existujucich a potencialnych
zamestnancov — uchadzaCov sa o0 ponuku
pracovného miesta v podniku. Je preto velmi
délezité budovat a udrziavat ¢o najlepSiu povest
podniku a vyuzit potrebné poznatky k osloveniu
vhodnych uchadzacov o pracu a udrzat si kfuCovych
zamestnancov.

V ramci tvorby a udrzania si pozitivneho imidzu
zamestnavatela v o€iach zamestnancov existujucich
a potencidlnych, Si musia manazmenty
priemyselnych podnikov uvedomit, Ze Uspech
podniku zavisi od jeho zamestnancov. Imidz podniku
sa stava velmi dOlezitym aktivom podniku.
Marketingovy koncept budovanie imidzu znacky
zamestnavatela definuje, diferencuje a vSestranne
podporuje signaly, ktoré podnik vysiela k svojim
su¢asnym aj potencialnym zamestnancom.

Prispevok nadvézuje na vysledky projektov APVV ¢.
LPP-0384-09: ,,Koncept HCS modelu 3E vs. koncept
Corporate Social Responsibility (CSR).”, KEGA ¢.
037STU-4/2012 ,Zavedenie predmetu ,UdrZatelné
spoloensky zodpovedné podnikanie“ do Studijného
programu Priemyselné manaZzérstvo na Il. stupni

MTF STU Trnava.” a VEGA ¢. 1/0448/13
,lransformacia  ergonomického programu do
Struktary ~manazérstva podniku integraciou a

vyuZzitim modulov QMS, EMS, HSMS.*.

Prispevok je sucastou podaného projektu KEGA ¢.
006STU-4/2017 ,Inovacia Struktary, obsahu a
spbésobu vyucby predmetu ,Strategicky manazment"
v kontexte nového modelu podnikania pre 21.
storocie zaloZzeného na stratégii "vyhra-vyhra".”
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FUNDAMENTALS OF INCREASING THE PRODUCTIVITY AT INDUSTRIAL ENTERPRISES

KRASULINA Sergeyevna Tatiana, GAGARINSKAIA Pavlovna Galina

ABSTRACT:

Industrial companies face a range of the most complicated problems related to their management activities.
Because of this, the issues of improving productivity become of great importance. Solving this issues would
allow most full use of the available labour potential and, thus, provide opportunity to improve the socio-

economic efficiency of any enterprise. The article

describes methodological basics for increased staff

productivity at the enterprises of the industrial complex. The authors analyzed the indicators that affect the
process of increasing the labour productivity, developed a model for improving the productivity.

KEYWORDS:

labour productivity, labour activity, personnel, fixed assets, industrial enterprises.

INTRODUCTION

Innovative  paradigm of Russian economic
development calls for mastering the modern
methods and management tools, aimed at identifying
and efficient use of the internal potential of each
enterprise while taking into account the specifics of
its activities. Various enterprises face the whole
range of problem components associated with their
activity. In this respect, quite high importance is
given to the issues related to stimulating labour
activities of the personnel. Solving this issues would
allow most full use of the available labour potential
and, thus, provide opportunity to improve the socio-
economic efficiency of the enterprise.

To understand the current status of any company,
including an oil production one, it is not enough to
analyze the available fixed assets, working capital,
and general production volume. The effectiveness is
the combination of the excess of proceeds over the
total costs to receive it, that is making a profit.
Therefore, in order to determine the effectiveness of
the company it is necessary to analyze its financial
results, which later will make it possible to reveal the
negative aspects and identify the ways to address
these issues.
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1. ANALYSIS OF INDICATORS THAT INFLUENCE
PRODUCTIVITY

Growth of industrial production shows the relative
improvement of the market position, although this
does not mean the increased competitiveness of the
products. Growth of output, in most cases, is due to
adaptation to the secondary market niches, use of
past achievements (scientific and technological
potential created in the Soviet period) without long-
term investment in development.

Statistics registers steady growth of domestic
production in the pre-crisis period, but, despite this,
the development of the enterprises of the industrial
complex, nevertheless, was characterized by
contradictory trends. Today, industrial enterprises
are in deep and painful crisis. The reason for this is
the specific features of the enterprises, economic
crises of recent years, and many other factors
restraining economic growth. This has led to, and, at
the same time is caused by the fact that today
industrial enterprises face many serious problems.
These problems are primarily related to outdated
techniques and technology, poor quality products,
lack of qualified personnel, lack of investment and
markets, unfair competition, and many more.
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Fig.1. Analysis of labour productivity by the regions of the RF
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Special attention must be paid to the differences in
the development rate of the economic sectors.
Currently, the extractive sector has the largest share
in the industry. At the same time, the needs of
society suggest it is necessary to promote greater
development of manufacturing.

Main economic activities within extractive and
manufacturing are the fossil fuel extraction,
metallurgical production, and production of finished
metal products, respectively. Production index in
metallurgy is, as a rule, higher than for the fossil fuel
extraction.

115 ¢
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105 - e e Fossil fuel
extraction

100 -
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90 4 , ~ ; : ,
2011 2012 2013 2014 2015

Fig. 2. Production dynamics by individual sectors in the RF

Currently industrial enterprises experience critical
moral and physical deterioration of the equipment.
Year by year, depreciation of fixed assets grows and
there is a relatively low level of return on assets.
Active part of fixed capital has been worn by 50-60
% according to official estimates, and by 70-80
percent according to unofficial estimates and is in
disrepair condition. This leads to significant
stagnation in labor productivity, decline of production
capacity, the progressive collapse of the industry,
and growing dependence on imports of high-quality
equipment.

Enterprises in mineral resource extraction have more
fixed assets compared with manufacturing. It should
be noted that, despite the economic crisis, there is a
positive trend for this indicator.

® Manufacturing

2015
2014
2013
2012

2011
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As the chart shows, share of depreciated fixed
assets in 2015 increased significantly compared to
previous years. The values of fully depreciated
assets at the enterprises in mineral resource
extraction are higher than those in the manufacturing
enterprises.

2. MODEL FOR INCREASING THE LABOUR
PRODUCTIVITY (ILP) OF PERSONNEL

In order to examine the system as a complex object
that is difficult to grasp in time and space, it is
necessary to examine its model. The model has the
ability to reproduce the characteristics of the original
system. Besides, the model is illustrative,
observable, accessible, and lends itself easily to
various types of tests.

Model for improvement of the personnel's labour
efficiency is shown in Fig. 4. The model reflects the
sequence and content of the blocks for growth of
personnel’s work productivity. The outer contour of
labor efficiency growth is based on modern
management approach to improvement of the labour
activity of the personnel which is implemented
through an innovative paradigm of modern
economics and management. Business executives
are aware of the need for progressive changes in
management and look for effective ways and means
to develop the production.

m  Mineral resource extraction

e ————— 10,5
————————————————
-_—
—_—
e ———— 0,5

Fig. 3. Analysis of availability of fixed assets in the RF by economic activity, full book value at the

year end
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Fig. 4. Model for increasing the labour productivity (ILP) of personnel
(created by the author)

Variety of approaches to management, including the
systematic, process oriented, and situation oriented
ones can improve the efficiency of enterprises.
Principles of optimality principles, hierarchy and
targeting form the internal environment of the
enterprise and define a set of tasks to be
accomplished to improve work productivity of
personnel.

Factors of internal and external environment are the
most important elements of the external contour. In
our view, it is exactly the combination of factors that
determines the industry-specific increase in labor
productivity.

When considering the internal contour of ILP let’s
distinguish four blocks. The first block reveals the
content of the ILP parameters, the main of which are
the object and subject. The subjects of this system
are "the entire organization, senior management, line
and functional managers, specialists of personnel
management service, teams of organization
including informal groups, the workers themselves,
subjects of control by the organization’s external
environment of the state, sector and regional level. "
In this model, the personnel of organization plays

the role of the object, and the motivation of the
workers of the organization is the subject.

The most important parameter of the ILP model is its
aims and objectives. As shown above, ensured
personnel stability, ensured inflow of new personnel,
and ensured effective work and work behavior must
be considered as the main objectives.

The next block of the internal contour of ILP model is
the content and structure of the model.

Another block of the ILP model’s internal contour is
represented by certain resources. Following
resources must be distinguished: material, financial,
informative, and legal.

And finally, the most important block of the
presented model is the results of ILP with the
productivity and efficiency of the personnel being the
most important to name.

Fig. 5 schematically shows the effect of work
stimulation on productivity and efficiency
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INCREASING THE LABOUR PRODUCTIVITY
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Fig. 5. Scheme of relationship scheme between the efficiency and labour productivity
(created by the authors)

Developed by the authors the ILP model provides
the feedback that ensures correction of changes and
accumulation of positive experience in implementing
reforms in the enterprise. Using the developed ILP
model allows to create prerequisites in the enterprise
for implementation of organizational and economic
mechanism for increasing the labour productivity of
the personnel.

In process of solving the problems set in the study,
the authors assumed that implementation of the
process of improving the efficiency of work is one of
the management functions in the organization. One

of the manifestations of this functions is to
encourage highly productive activity of the
personnel.

The need for labour productivity management of the
enterprise personnel is more objectively reflected in
the country's economic development strategy, aimed
at production of specific goods and services rather
than extraction of fuel and energy resources. With
this in mind, managing the labour productivity of the
personnel is represented as an algorithm of actions

aimed at formation and improvement of the
organizational and economic mechanism (see Fig.
6), oriented to the results of economic activities of
enterprises, that is, improving the personnel’s work
efficiency, profit  maximization, and higher
profitability.

To study the possibility of using the proposed ILP
model in the enterprises it is necessary, first of all, to
identify the factors that influence the motivation of
the enterprise personnel, evaluate them, and, based
on this, form a set of guidelines to improve the
personnel work efficiency in the sector.

Thus, the management of the ILP process should
become one of the main goals of the enterprise
management system, providing also higher individual
and collective productivity to achieve economic
objectives and results of the company and the needs
of society.
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Fig. 6. Algorithm for managing the process of increasing the work efficiency of the personnel
(created by the authors)

3. MECHANISM FOR INCREASING THE LABOUR
PRODUCTIVITY AT THE ENTERPRISE

The authors proposed a mechanism to determine the
integrated efficiency of the increased work activity of
the personnel, which increases the objectivity of the
indicator calculation based on the company’s results.
In addition, visual interpretation of the integral index
of the personnel's work performance has been
proposed.

Integrated efficiency of the increased work activity for
enterprises can be calculated using the formula:

p= HTO’474* HEO,978* HSO,673, 1)

where

He — efficiency of the increased work productivity
due to organizational and economic factors;

H; — efficiency of the increased work productivity
due to organizational and technological
factors;

Hs — efficiency of the increased work productivity
due to socio-psychological factors
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Fig 7. Indicator groups for evaluation the influence of factors on efficiency of the increased work productivity of the
enterprise personnel
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Thus, the algorithm for determining the weight
coefficients in integrated efficiency of the increased
work productivity is as follows:

1. Group the enterprises having the same
conditions of external environment.

2. Find indicators for each group of internal
environment factors
(organizational/technological,
organizational/economic, socio-psychological)
for each enterprise in selection

3. Pij,j=1,..,Nent;i=1,.,N.

4. Find indicators of integrated efficiency of the
increased work productivity of the personnel
{Oi,i=1, ..., Nent.Ci,i=1, ..., Nent.}.

5. Find the weight coefficients based on the total
number of equations equal to the number of
groups of internal environment factors.

6. Check the result for the control group of

companies.
The value of the weight coefficients is the degree of
significance of different groups of internal

environment factors. This information is the basis for

Establishing the
personnel labour

making important management decisions by
company management including calculation of
incentive payments to the employees for good
results.

Inclusion of the integral index of efficiency of the
increased work productivity as a kind of norm allows
to take into account the impact of organizational and
technological (Hy), organizational and economic
(Hg), and socio-psychological (Hs) factors on
increasing the labor productivity for each category of
personnel

CONCLUSION

Inclusion of the integral index of efficiency of the
increased work productivity as a kind of norm allows
to take into account the impact of organizational and
technological (H;), organizational and economic
(Hg), and socio-psychological (Hs) factors on
increasing the labor productivity for each category of
personnel (see. Fig. 8).

productivity growth Y
norp;raaswzz:aeg;lon Identification and g Moriggess ¥ hifaEn
evaluation of the
personnel labour
productivity growth: > Professionals Hprof
by the enterprise’s
personnel categories
Monitoring the H > Workers >  Hwkr
personnel labour y
productivity growth
norm

Increment based on the labour productivity growth norm =
Basic wage + Basic bonus (%) x H;/100

Basic wage - wage used as the basis for calculating the individual remuneration (base salary
of the employee, average salary for the year, total annual salary);
Basic bonus (%) - percentage of bonus differentiated for each level of the job hierarchy of

employees.

Fig. 8. Methods for finding the size of the incentive contributing to increased labour productivity of the
enterprise personnel

Managers - incentive is calculated taking into
account the impact of efficiency of the increased
work productivity of the personnel in the sector
using:

. Organizational/technological (H+) factors;

. Organizational/economic (Hg) factors;

. Socio-psychological (Hs), factors.

Professionals - incentive is calculated taking into
account the impact of efficiency of the increased
work productivity of the personnel in the sector
using:
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Organizational/economic (HE) factors;
Socio-psychological (HS), factors.

Workers - incentive is calculated taking into
account the impact of efficiency of the
increased work productivity of the personnel
in the sector using:

Socio-psychological (Hs), factors.

The problem of development of domestic enterprises
along the innovative and strategic direction is related
to the complex task to increase labour productivity of
the personnel. It is necessary to improve personnel
management methods and methods for stimulating
work activities of the employees inherent to modern
management and that are actively used abroad for
the effective management and higher productivity.
Solution to this urgent problem was addressed by
the present study whose main objective is theoretical
substantiation and development of methodical and
practical recommendations in increasing the labour
productivity in the enterprises
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MANAGING MAINTENANCE SERVICES IN AGRICULTURE IN EASTERN HUNGARY

OLAH Béla

ABSTRACT

Maintenance is gaining more and more importance nowadays; in spite of this fact it is regrettable that
sufficient information is hardly available on the state of the domestic maintenance services patrticularly in
agriculture. The author carried out the survey by means of a questionnaire within the sphere of the small-
and medium-scale agricultural companies operating in the eastern region of Hungary. The scientific research
gives an account of this survey and the experiences of its evaluation, especially of the utilization and supply
of the maintenance services in the field of machine repair and diagnosis, as well as compares these
assessments with results of earlier projects carried out by colleagues of the Department of Maintenance at
the Agricultural College Faculty of Tessedik Samuel College in Mezétur [2, 10, 11, 12].

KEYWORDS

maintenance, services, agriculture, small- and medium-scale companies, regional survey

INTRODUCTION

The failures of machines and other equipment
cannot be totally eliminated by the application of
modern, preventive maintenance strategies and
methods, either. There are errors and off-times.
These often cause great losses [10]. The standard of
maintenance by means of the available instruments
has an influence on the use of energy and materials
of production, on the quality of products, on the trend

|
concluding
|

—

—_—

sequence of operations
information flow
=P history of machine operation

- ——

———————— —— — —

of rejects, and on the quality of waste among other
things [1]. It is not by accident that the importance of
maintenance is growing. The technical-economic
development also requires the improvement of
maintenance services [9].

Maintenance is part of the service life of machines
(Fig. 1) from the investment up to sorting out [8].

1 stan of
planning
order plant
intemnal planning
manufacture (investment

|
|
manufacturer (35ee user ("

| |
' y
/

after maintenance

sale management

Figure 1 Dual-circuit model of the service life of machines [7]
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The maintenance covers the entirety of measures
aimed at preserving and restoring functionality as
well as evaluating the actual state. The precondition
of functional ability is that the machine is provided
with reserve — the so-called wear and tear reserve —
necessary for fulfilling its function. The changes in

FORUM MANAZERA 1/2016

this reserve are shown in Figure 2 from the start of
planning up to the time of putting out of service [7].

acceptance
state Z state
true state f{t)
-
acceptable el I,
tolerance / \ '
‘ zone of utilization l
state reserve |
lower limit al time tx ;
of state . -
/ \
/l failure zone \
Tl 14 ts T td Its Time t
start of order acceplance putting out| end of
planning of service | service ife
estimaled service time

Figure 2 Changes in the state of the machine during its life history [3]

Maintenance is fundamentally a service activity
carried out with internal (own) resources or external
(foreign) organisation. Although it seems that there is
evidence of internal marketing of the maintenance
services too [6], in respect of the topic, the author
argues for the importance of the external, purchased
services. National reports about the situation of
maintenance services are rarely published, therefore
the author would like to examine this in the eastern
region of Hungary, first of all in the Great Hungarian
Plain.

MATERIAL AND METHODS

Within the compass of the possibilities, the author
decided on the completion of a survey aided by
guestionnaire sent by mail. Some business units

were surveyed with the help of the students are
studying in the specialisation of Mechanical
Engineering in the Agriculture and Food Industry at
the speciality of Machine Stock Maintenance, who
completed the questionnaires via face-to-face
interviews with business units. The questions were
about the data of the enterprise; the whole
maintenance of machines and their service
condition; some fields of repair, the quality, the
logistics, the environment and its projects — relating
to services — in the future.

The whole process of investigation is shown in
Figure 3.
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Figure 3 The process of the questionnaire survey [2]

RESULTS

Some characteristics of the firms that replied

36 enterprises returned the completed forms, all
operating in the eastern region of Hungary [4]. These
firms are producers, respectively productive-
services. All of them deal with agriculture. A quarter
of these are primary producers, 30.6 percent of the
firms are family farm businesses, as well as 7 private
companies 6 limited liability companies and 3 co-
operatives also sent back the completed
questionnaires. Half of the enterprises deal with only

crop production, 13 firms deal with animal
husbandry, too. The average agricultural area is
1,077 hectares (the average size of the land
cultivated by companies is 2,883 hectares while this
is 28 hectares in the case of the primary producers
and the average family farm size is 130 hectares).
58.3% of the agricultural producers that replied have
fewer than 10 employees. All the private holdings
(primary producers and family farms) are in this
category.

It can be seen in Figure 4 that in the respondents’
opinion the services utilized by them are significant
(ascertained by 38.5% of them), important (claimed
by also 38.5%), unimportant (stated by 15.4%); the
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services given by them are very important (declared
by 33.3% of them), significant (claimed by 44.4% of the view

FORUM MANAZERA 1/2016

them), unimportant (stated by 11.1% of them) from

of the whole business.

10 ~

number of firms

10 10

O used services

B given services

unimportant

significant important

high priority

Figure 4 Importance of the present services from the point of view of the firms

[Source: own editing

RESEARCH ON OVERALL MAINTENANCE

36.1% of the investigated
firms follow a cyclic or

periodic (preventative)
maintenance system,
11.1%  of them do

corrective repair (this rate
was 35.5 per cent in the
survey carried out in
2004/2005 [12], so it was
three times higher than
now), 19.5% of them use
the condition based
(predictive) maintenance
strategy and 33.3% of them
have got a  mixed
maintenance system (Fig.
5).

11,1%

33,3%

O corrective maintenance (repair)

& periodic or cycling maintenance

condition based maintenance

O mixed maintenance system

Figure 5 Proportion of applied maintenance philosophies
[Source: own editing]

3204 3,2% 3,2%

35,5%

compulsory (35.5%), more

16,2%

& do not have enough tools

0 compulsory
more economical

B other (partnership)

38,7%

O do not have enough capacity

O do not have enough professional skills

economical (3.2%), they do
not have enough
professional skills (38.7%)
(it is higher by 16.2
percentage point than in
2004 [12]) or enough
instruments  (16.2%) or
capacity (3.2%) (it is lower
by 16.6 percentage point
than 10 years ago [12]).

Figure 6 Proportion of causes of the services employed

In general, all business

[Source: own editing]

units use external

maintenance services, because (Fig. 6) it is
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It can be stated from Figure 7 that about 23.8% of
the services employed deal with special repair, 20.6
percent of them are warranty repair, 11.1-11.1%
engage in technical diagnostics or repair of
unexpected errors, 12.7% of them deal with overhaul
and 9.5 percent aim at installation. The cost of the
external maintenance services employed are 18% of
the total maintenance cost (which is less by one fifth
than in 2003 [2, 10]), but this rate was between 10%-
26.6%.

factors only to a small degree, the demands of
market do not predominate [9];

e the whole maintenance process needs
development; the reasonable areas are: the
introduction of maintenance systems, the
problems of own or external maintenance.
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aani R 11,1%

9,5%
6,3% _«H
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12,7%

20,6%

O configuration of maintenance system
B repair of unexpected errors

o g B technical diagnostics

e B warranty repair
B special repair
B preparation, planning

O installation

Figure 7 Proportion of types of the maintenance services employed

[Source: own editing]

Only one quarter of the enterprises under
investigation provide services either because of
partnership (50%) or appointed service (25%), and
(only 8.3%) do so owing to financial reasons. 13.8%
of the services provided are special repair, 27.7%
make up for repairs of unexpected errors.

The operators do 56.2% of their own repair, 26.2% in
external service. In 87% of the firms the tasks of
machine storage are made by the operators (it is
similar to that in 2004) [5]. All the firms protect
against corrosion with their own instruments and
employees as it was the case ten years ago [11, 12].

Five (55.6%) agricultural companies would like to
introduce or extend the analysis of their customers’
satisfaction in relation to maintenance services
performed by them.

CONCLUSION

Some conclusions from the findings and evaluations
of the investigations are:

e it seems that the enterprises do not manage
the maintenance according to its weight, but
the cost of maintenance and the number of
employees are important;

e most agricultural companies do not operate
up-to-date maintenance systems;

e it seems that the pressure (specifications,
shortages) are felt on both areas; the
employed and provided services, and the
quality, and the economy are motivating
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A LEADER AS A SUCCESS FACTOR OF TEAMS IN INDUSTRIAL ENTERPRISES

PECHANOVA L'ubica, SOKOLOVSKA Barbora, CAGANOVA Dagmar

ABSTRACT

This paper is focused on highlighting the importance of teamwork, teams and multicultural collaborative
teams and also on choosing the appropriate team leader in industrial enterprises. The authors clarify
theoretical backgrounds of teamwork, the characteristics of a successful multicultural collaborative team, as
well as the characteristics of a successful team leader. The paper presents the results of a questionnaire
survey, which was conducted in December 2014 and, inter alia, was also aimed at identifying the importance
of teamwork in industrial enterprises in Slovakia and at the fact, whether industrial enterprises are interested
in the elaboration of main principles and fundamentals of leadership in teams and the development of a
competency model for the position of a team leader. The results of the questionnaire survey are explained in
the paper and supported by graphical representation of the answers of respondents.

KEY WORDS

team, multiculture, collaboration, teamwork, leadership, team leader, successful team

INTRODUCTION

Despite the fact that teamwork is applied in
enterprises for a long time, nowadays, it makes a
notable step forward. Team has become a
recognized basic unit of organization of work. And for
this there are many reasons. Teams have a huge
potential. More and more enterprises and
organizations discover that the consequences of the
transition to the teamwork go much further than
might be expected. The researches suggest that in
all types of enterprises or organizations, whether in
the public or private sector, teamwork improves work
ethic and reduces fluctuation (Hayes 2005).

These days the expression cooperation is often
replaced by the word collaboration. In our paper the
difference is explained and its relation to the
multicultural team.

People who are good and acquainted in their field
can prove many - but not all. There are still tasks that
individual alone cannot handle, in which he is
dependent on knowledge, cooperation and ideas of
others. Probably in any sphere, it is not working
without teamwork (MUhleisen, Oberhuber 2008). The
enterprises also realize that a competitive advantage
can be gained particularly due to their employees,
their cohesion, ideas, and especially cooperation.

Of course, not every enterprise that will apply
teamwork has significant results. Some enterprises
have introduced teamwork and revealed no major
differences. But one thing is certain: If the teamwork
is applied correctly, it will lead to fundamental
changes (Hayes 2005).

The importance of good leadership in any effort is
obvious. An effective leader can add value in many
ways, including an explanation of the mission and
direction of the enterprise, a connection of the
enterprise with its environment, mentoring and
coaching of potential successors. Reality, however,
shows that the effective leaders are rare kind of

people. Researchers, who study the concept of
leadership, cannot agree on what constitutes the
essence of effective leadership. The topic of ability to
lead is shrouded in mystery and legends (Dvoiakova
2012).

In the following text, the authors of the paper focus
not only on description of the characteristics of a
successful team and multicultural collaborative team
but also on the determination of the characteristics of
a successful team leader.

1. CHARACTERISTIC OF A SUCCESSFUL
TEAM

In order for a team as a whole to be successful, it
must meet certain assumptions. It is very important,
how the work in team conducts, what are the goals
of the team and what its members do. In Table 1, the
authors of the paper indicate the characteristics of
successful teams, defined by different authors.

A successful team is such, in which team members
not only achieved something special and useful, but
they have a feeling that they were involved in
something special and useful (Garner 2012).

Of course, a team does not have to be always and in
all circumstances successful. In practice it happens
that the efficiency and performance of the team may
be decreasing, which depends on various factors. As
an example, the authors of the paper present Table
2, where are described the factors, respectively
situations, when team effectiveness decreases.
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Table 1: The characteristics of a successful team according to different authors (Source: own elaboration)

A successful team:

Stfizova
2005

Hayes
2005

Heromochova
2006

Urban
2008

it has common goals;

there exists a mutual relationship among members;

it has an effective relationship to the enterprise;

it has an agreed system of decision-making.

it has a clear awareness of self as a group;

it enters into positive interaction with non-members of the team;

it creates positive assumptions and beliefs;

there is a clear communication.

it has a clear, motivating and achievable goal;

members are equipped with professional competencies;

it has the elaborated procedures to achieve set objectives.

it has the awareness of certain mission, which strengthens the internal
cohesion of the team;

there is the existence of certain written and unwritten rules, by which a
cooperation within the team is abided.

Table 2: Reasons of decreasing team effectiveness according to different authors (Source: own elaboration)

Author Effectiveness of a team decreases if:
Mohauptova e people have bad relationships;
2013 e people are not able to agree (too long meetings, poor flows of
information);

e task is not suitable for more people, yet they are trying to do so;

e people have too good relationships - at least with some colleagues from
workplace, which is reflected in slandering others, or discussing anything
else that is not related to work; the consequence is poor relationships
with superiors and other people.

Kruger e team members represent the interests of their departments and not the
2004 interest of the team;

e despite a considerable effort, there are no clear common goals; the
individuals pursue their own goals;

¢ individual team members suffer a participation in team as obtrusive
matter; they argue that their main tasks are more important;

e agreed times and agreements are not respected by all team members;
individual participants have themselves apologized, they come too late
or leave earlier and they fulfil assigned tasks only partially or not at all;

e there is open or hidden competitive fight between individual team
members;

e they all mutually monitor and control each other, mostly with negative
intentions; they do not speak openly very often;

e members demonstrate a lack of loyalty to the team.

Hermochova e there is a disunity in the vision of a goal;
2006 e there is a lack of support and recognition from the outside of team;

there are shortcomings in communication and cooperation among team
members and among team members and leadership.

The authors engaged in the issues of teamwork, leader. Only in this way can arise a fruitful
discuss the characteristics of a successful team. cooperation and a team will achieve desired
There are countless. The authors of the paper state outcomes.

that the success of a team depends on two key

factors — on a leader and on the members. A leader

has to understand the individual members of his

team, but also members have to understand their
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2. CHARACTERISTIC OF
A MULTICULTURAL COLLABORATIVE
TEAM

According to the IFLA (2014) multiculturalism is “the
co-existence of diverse -cultures, where culture
includes racial, religious, or cultural groups and is
manifested in customary behaviours, cultural
assumptions and values, patterns of thinking, and
communicative styles”.

Members of multicultural teams hold diverse cultural
identities ~ which  affect their  understanding
interpretation and manner of responding to various
situations (Erez, et al. 1993).

Multicultural teams around the world struggle with
intercultural  conflicts, racial prejudice  and
socioeconomic  inequalities.  With  increasing
migration and highly different international cities,
multicultural teams are becoming more common. But
a large number consists of one dominating culture
where people from minority cultures must adapt to
survive (Hibbert et al. 2014).

Multicultural teams often suffer because individuals
struggle to understand, trust or relate to people with
different backgrounds or perspectives which can
lead to tension, hostility, lack of cooperation and
poor communication, which ultimately undermine
team performance (Paunova 2014).

Multicultural teams need more time for decision-
making and problem solving than homogeneous
groups. They constitute the major complications in
discussions and conflicts in the elaboration of
assigned tasks. Multicultural team members often
misinterpret what their colleagues say, and it slows
down the progress of the team. In order to
communicate effectively in another language, we
need not only to learn its vocabulary and
grammatical structures, but also to learn about the
social structures, values, and assumptions of the
culture (Hibbert, et al. 2014). That is the reason why
multicultural teams need skilled leaders with

Table 3: Definition of collaboration (Source: own elaboration)

experiences in cooperating with people of different
cultures and nationalities in order to make team’s
work effective.

For multicultural teams more time for decision-
making and problem solving is needed in
comparison with homogeneous groups. They
constitute the major complications in discussions and
conflicts in the elaboration of assigned tasks.
Multicultural team members often misinterpret what
their colleagues say, and it slows down the progress
of the team. In order to communicate effectively in
another language not only learning of vocabulary
and grammatical structures is needed but also
learning about the social structures, values, and
assumptions of the culture (Hibbert et al. 2014).
Previous statements are the main reasons why
multicultural teams need skilled leaders with
experience in cooperating with people of different
cultures and nationalities in order to make a team’s
work effective.

Unlike homogenous teams, which tend to converge
on solutions prematurely, come to agreements
without considering all factors, share assumptions
that can be incorrect, have a narrower pool of
knowledge or experience, ignore discrepant
information in order to preserve the spirit of the team,
multicultural teams can do very well on complex
tasks because they have different perspectives, a
wider array of information, deeper consideration,
broader exploration of ideas, consideration of an
issue from many angles and out-of-the-box thinking
(Paunova 2014).

Sooner or later, homogenous teams are usually
outperformed by multicultural teams.

Almost anything is, in principle, possible through
collaboration because you are not limited by your
own resources and expertise. You can, in general,
achieve whatever visions you may have by tapping
into resources and expertise of others (Huxham
2005).

Author Definition of collaboration
Huxham We use the term collaboration to refer to any situation in which people are
2005 working acrossd organizational boundaries towards some positive end.
Nemiro et al. Collaboration occurs when individuals work together toward a shared goal,
2008 completing the work is dependent on relationships with a purpose, and
individuals working together in purposeful ways toward a shared goal are
committed to one another’s success.
Stoner Collaboration is working together to create something new in support of a shared
2013 vision. The key points are that it is not through individual effort, something new is

created, and that the glue is the shared vision.

From this information we can define multicultural
collaborative team as a group of people of different
cultures and nationalities with long-term closed

relationship who purposely work together toward a
shared goal.
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3. CHARACTERISTIC OF A SUCCESSFUL
TEAM LEADER

From the study of literature concerning teams and
also from the experience, it can lead to the
realization that for the atmosphere in a team and its
performance, it is extremely important how a team is
led (Hermochova 2006). Achievements thus depend
on the personality of a leader and on leadership
styles, which he uses (Duchoti, Safrankova 2008).

Practice shows that even highly developed teams,
which already work very cooperative, do not get
along without a leader. When everyone feels
responsible for everything and work is not divided
according to the tasks and capabilities, a team will
become unproductive (Kriiger 2004).

So as for teams already developed, mature and also
for those, which are just in the beginning of their
development process, it is necessary to find a
suitable leader as “the first among equals” (Kriiger
2004).

A team therefore needs a team leader - a personality
that can knead, inspire, motivate and reward (Halik
2008). When a leader supports team members, he is
becoming a model in order for members to support
also each other and not to be afraid to take also risks
of new ways of solving set tasks. Team members
then better understand the vision of the enterprise,
they are able to overcome the stagnation and they
understand that changes are possible (Hermochova
2006).

Significantly better results achieve teams whose
leader has the ability to force others in a positive
approach to follow him or perform assigned tasks
gladly (Duchon, Safrankova 2008). The experts have
made and they are also still making a great effort to
identify, possibly describe the characteristics of
“successful” team leaders (Hermochova 2006).

Every expert who deals with leadership and leaders
examines which characteristics every successful
leader should have (Sokolovska, Caganova,
Woolliscroft 2014), respectively what all should a
team leader do in order to effectively lead his team to
the achievement of his set goals on condition that
each member should not only satisfy the needs of
the enterprise, but also own ones.

In Table 3, the authors of the paper state what all
should a team leader do in order to be successful
and to ensure the efficient functioning of the team.

For anyone, who is a team leader within some
enterprise, it follows a dilemma: he has to fulfil the
requirements (needs) of the enterprise, and
simultaneously the needs of employees. This is not
an easy task. An effective leader therefore is not
one-side “specialist in human relations”, who focuses
exclusively on meeting the needs of subordinates, or
only “specialist in high performance”’, who is
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unilaterally trying to meet the needs of the enterprise
(Hermochové 2006).

Multicultural team leaders need to develop
intercultural competence — the ability to respond
and relate effectively to team members from a wide
variety of cultures. Intercultural competence enables
the team leader to recognize the expectations that
various team members have concerning leadership,
to foster effective team communication, and to
enhance relationships between team members. By
understanding other cultures, the team leader
becomes more aware of how their words and
behaviour can be misinterpreted and is more
capable of accurately interpreting individuals’
responses in discussion and decision making.
Intercultural competence can prevent the team
leader from unnecessarily offending team members
and feeling personally offended by cultural
differences. (Mohauptova 2013)

The role of each manager in leadership is very
difficult and important. This is a wide range of
activities with the aim to achieve managerial
intentions. The effectiveness of his action depends
on his collaborators, their interest, deployment,
initiative, effort, promptness, adaptability and
activities. The action of manager on activity of
employees can take different forms, such as
influence, guidance, encouragement, motivation,
leadership or managing people, coaching, delegation
and so on (Duchon, Safrankova 2008).

The role of a team leader pretty much affects the
overall functioning of a team and its performance.
Each team - whether newly created or highly
developed - needs its leader. As various authors
claim, the person of a leader should have certain
desirable characteristics, which are countless. The
authors of the paper consider important that a leader
is aware of his important role and that his primary
aim is to ensure the functioning of a team and
creating good interpersonal relationships in it, and
then fulfilment of goals of the enterprise.

In the following text, the authors of the paper connect
the theoretical backgrounds, which were previously
mentioned, with the results of the questionnaire
survey conducted by the authors of the paper.
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Table 4: Characteristics of a successful team leader according to different authors (Source: own elaboration)

Author What all should a successful leader do
JaroSova et al. e he has a skill to lead and stimulate employees towards teamwork,

2001 which is supported by knowledge of team roles;

e he knows the art of leading and managing the work meetings;

e he has the ability to lead a team in a situation of problem solving.

Hermochova e he subordinates his personal needs to the needs of group goals;

2006 e he passes a part of his role to others - he allows team members to
participate in decision making and to develop skills necessary for
leadership in each individual;

e he delivers the courage and confidence to members of his team in
order to assume a part of the responsibility for implementation of
changes and not only to fulfil the set tasks.

Stiizova e he leads and coaches more than controls directive (strengthens a

2005 personal style of leadership);

e he carefully determines the types of expertness and knowledge
required for teams in order to meet customer needs;

e he gives the team responsibility for creating innovations, but at the
same time, he supports them by leadership and resources, and an
appropriate combination of the unique contributions of each member
(team selection).

Halik e he s able to introduce his plan to people and to get them for him;

2008 e he is convincing for them;

e itis necessary for him to be able to maintain an appropriate distance;

e heis not influenced by personal ties and relationships;

e he does not threaten;

e he does not provoke an atmosphere of fear;

¢ heis an empathic;

e he s able to drag people into solving tasks - to motivate them to action;

e he sets realistic, although ambitious goals;

e he separates privacy from profession.

Apex ¢ he understands and interprets the broader goals of the enterprise;

Leadership e he express the clarity of vision;

2012 e he communicates;

e he organizes;

e he motivates others;

e he coaches others to deliver performance;

¢ he delegates;

e he facilitates the work;

¢ he builds relationships;

e heinfluences.

4. RESULTS OF THE QUESTIONNAIRE

application GoogleDocs. It

consisted of eight

SURVEY

In the following part of the paper, the authors present
the results of a questionnaire survey. This is a pilot
survey, which is a part of the dissertation thesis
solved at the Institute of Industrial Engineering and
Management, Faculty of Materials Science and
Technology, Slovak University of Technology.
Dissertation thesis is focused on addressing the
issue of leadership in teams and competencies of
the team leader.

A pilot survey was conducted through questionnaire
survey, which was aimed at industrial enterprises in
Slovakia. The questionnaire was made with the

guestions, while the first three were designed to
obtain basic information about the enterprise - size,
subject of business activity and branch of industry.
Another five questions served to obtain the
information concerning leadership, teamwork and
competency model in the particular enterprise.

Data collection took place in the time period from 6
December 2014 to 31 December 2014. The
guestionnaire was sent to email addresses of 515
respondents, while 55 questionnaires were returned
completed. The return thus constitutes 10.68%.

In the paper, the authors specifically focus on four
guestions from the questionnaire survey. In the
following text, there are gradually explained and also
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graphically illustrated the answers of respondents to
selected four questions.

The first of selected four questions was focused on
the importance of teamwork in the enterprise. It is
positive that almost all, i.e. 53 respondents, consider
work in teams in an enterprise as important. Only
two respondents were unable to answer this
guestion, which may be caused due to the fact that
these enterprises do not apply work in teams and
therefore the respondents cannot assess its
importance to the enterprise. The percentage
expression of the answers of respondents can be
seen in Figure 1.

Do you consider work in teams as
important in your enterprise?

0%4%

HYes (96%)

= No (0%)

Figure 1: The answers to the question: Do you consider
work in teams as important in your enterprise?
Source: own elaboration

Another question served to investigate the opinion of
respondents on whether the performance of the
team is affected by the way a leader leads his team.
Everyone, i.e. 55 respondents, answered this
question clearly yes. The percentage expression of
the answers of respondents can be seen in Figure 2

Do you think that the way a leader
leads his team affects its
performance?

0% 0%

E Yes (100%)

E No (0%)

Figure 2: The answers to the question: Do you think that
the way a leader leads his team affects its performance?
Source: own elaboration

Through another of four selected questions, the
authors of the paper sought to determine whether
the enterprises would welcome the elaboration of
main principles and fundamentals of leadership in
teams. Surprisingly, up to 39 respondents would
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appreciate the elaboration of main principles and
fundamentals of leadership in teams, which would
facilitate the functioning of teams and achieving
higher performance, when both sides are satisfied
with the cooperation — on the side of manager and
also on the side of team members. 6 respondents
refused this option and 10 respondents were unable
to answer this question, which may caused be due to
lack of information to answer the question. The
percentage expression of the answers of
respondents can be seen in Figure 3.

Would you welcome the elaboration
of main principles and fundamentals
of leadership in teams?

18%  Yes (71%)

119 ENo (11%)
(]

Figure 3: The answers to the question: Would you
welcome the elaboration of main principles and
fundamentals of leadership in teams?
Source: own elaboration

Through the last of four selected questions, the
authors of the paper identified whether enterprises
would be interested in creation of a competency
model for the position of a team leader. More than a
half, i.e. 31 respondents, would welcome the
creation of a competency model for a team leader. 7
respondents rejected this option and 17 of them
were not able to express to this question, which may
be caused due to the lack of information to answer
this question. The percentage expression of the
answers of respondents is shown in Figure 4.

Do you welcome the creation of a
competency model for the position of
ateam leader?

u Yes (56%)

= No (13%)

13%

Figure 4: The answers to the question: Do you welcome
the creation of a competency model for the position of a
team leader?

Source: own elaboration
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In the following text, the authors of the paper
summarize the answers of respondents to the
selected four questions.

It is a positive finding that nearly all respondents
considered teamwork in enterprises as important.
Among the respondents, there was a clear
consensus in the opinion of the fact that the
performance of a team is affected by the way a
leader leads it.

From the answers followed that nearly three quarters
of respondents would welcome the elaboration of
main principles and fundamentals of leadership in
teams and more than a half of respondents would
also welcome the creation of a competency model
for the position of a team leader.

The answers of respondents thus pointed out that it
makes sense to deal with the issue of leadership in
teams further.

The authors of the paper highlight the fact that the
elaboration of main principles and fundamentals of
leadership in teams will represent for a team leader
certain procedure how to properly cooperate with
people in the team. A creation of a competency
model for the position of a team leader ensures the
occupation of a position with a candidate, who meets
all the prerequisites for successful handling of this
role

CONCLUSION

The purpose of this paper was not only to determine
what importance is attached to teamwork in industrial
enterprises in Slovakia, but also to highlight the
importance of choosing the appropriate team leader.
The authors of the paper also examined the fact
whether industrial enterprises would welcomed the
elaboration of main principles and fundamentals of
leadership in teams, as well as the creation of a
competency model for the position of a team leader.

In the previous part of the paper the authors
presented the results of a questionnaire survey.
These results confirmed that teamwork has its
application in industrial enterprises and employees
really consider it as an important form of work
organization. Respondents clearly agreed on the fact
that the team's performance is affected by the way a
leader leads his team. Of this the authors of the
paper can conclude that it is important to place the
emphasis on choosing the appropriate team leader.
From the answers of respondents to other questions,
the authors of the paper can deduced that industrial
enterprises in  Slovakia would welcome the
elaboration of main principles and fundamentals of
leadership in teams, as well as the creation of a
competency model for the position of a team leader.

On the basis of the obtained information, the authors
of the paper can claim that ensuring the effective
functioning of the teams depends on two key factors,
namely on a team leader and also on the way a

leader leads his team. This can be achieved by
elaborating main principles and fundamentals of
leadership in teams, which will represent for a team
leader a certain process, how to properly cooperate
with people in a team and by creating a competency
model for the position of a team leader, which
ensures the occupation of a position by a candidate,
who meet all the assumptions to handle this role.

The authors of the paper admit some limitations of
conducted research, such as the low return of
completed questionnaires, which can distort the
results.

Although the authors of the paper emphasize the
importance of the obtained information and
recommend to deal with this issue further, especially
the selection of the most suitable candidate for the
position of a team leader and the elaboration of main
principles and fundamentals of leadership in teams,
which will provide to selected candidate a certain
guide how to proceed in leadership of teams.
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NAVRH KONCEPTU UDRZATELNEJ MARKETINGOVEJ STRATEGIE PRIEMYSELNEHO
PODNIKU NA ZVYSENIE JEHO UDRZATELNEJ KONKURENCIESCHOPNOSTI
PROSTREDNICTVOM FORMOVANIA POZITIVNEHO IMIDZU

DESIGN CONCEPT OF SUSTAINABLE MARKETING STRATEGY OF INDUSTRIAL
ENTERPRISE TO INCREASING IT'S SUSTAINABLE COMPETITIVENESS THROUGH THE
FORMATION A POSITIVE IMAGE OF ENTERPRISE

SUJAKOVA Monika, VANOVA Jaromira, SAKAL Peter

ABSTRAKT

V prispevku sa zaoberame vyuZitim udrzatelnej marketingovej stratégie priemyselného podniku na zvySenie
jeho udrzatelnej konkurencieschopnosti prostrednictvom formovania pozitivneho imidZzu zaloZzeného na
suc¢asnych trendoch marketingovej komunikacie. V ¢lanku st uvedené aj Ciastoéné vysledky
z dotaznikového prieskumu realizovaného na Ustave priemyselného inZinierstva a manazmentu MTF STU
v Trnave.

KLUCOVE SLOVA
marketing manazment, udrzatefny marketing, udrzatelny marketingovy mix, udrzatelny komunikaény mix,
marketingové nastroje, udrzatelny rozvoj

ABSTRACT

In the article discusses the use of sustainable marketing strategy of an industrial enterprise to increase its
sustainable competitiveness through the formation of a positive image based on the current trends in
marketing communications. The article presents also the partial results of the questionnaire survey
conducted at the Institute of Industrial Engineering and Management MTF STU in Trnava.

KEY WORDS
marketing management, sustainable marketing, sustainable marketing mix, sustainable communication mix,
marketing tools, sustainable development

uvoD systémov. Ked' im porozumieme, mbéZzeme zaclat s
navrhovanim prislusnych procesov organizacnych
zZmien a s vytvaranim ludskych organizacii, ktoré

Povaha  suCasného  globalizovaného  sveta pudu odzrkadlovat prispdsobivost, rozmanitost a

determinuje vSetky aspekty pésobenia fudi. Su¢asny
marketingovy manazment pdsobiaci v rédmci
hyperkonkurenéného trhu musi pruzne reagovat na
vzrastajucu tendenciu spolo¢nosti kriticky hodnotit
praktiky v jeho ramci. Spolo¢enska reflexia
neetickych pristupov marketingového manazmentu v
dobe 21. storoCia je evidentnym fenoménom, ktory
ho stavia pred vyzvu prekonat staré neefektivne
spbsoby riadenia a dblezitosti implementacie prvku
»udrzatelnosti* do marketingového riadenia.

Tradi€né pristupy riadenia sa pri suasnom
dramatickom tempe inovacii
v oblasti technoldgii, ako dblezitého nastroja
globalizanych procesov, a taktiez celkovo sa
meniacom  podnikatelskom a  marketingovom
prostredi, ukazuju ako nedostatoéné. Suc€asnu
povahu marketingu a marketingového riadenia je v
kontexte interdisciplinarneho  pristupu  tazké
explicitne  definovat. Jeho su€asnu  ulohu
a podstatu je mozné chapat’ jedine s ohfadom na
paradigmatické zmeny, ktorymi preSiel. Ako uvadza
Capra vo svojej publikacii Skryté suvislosti, Ze: ,...ak
chceme problém organizacnych zmien vyrieSit,
musime najskér pochopit povahu prirodzenych
procesov zmeny, ktoré su stcastou vSetkych Zivych

tvorivost.”, (Capra, 2009, s. 103).

Povaha zmien v marketingovom prostredi suvisi s
novymi socidlnymi skuto&nostami vyjadrujucimi
bezprecedentné marketingové spravanie, prileZitosti
¢i vyzvy. Medzi nich Kottler a Keller zaraduju
dvanast elementov (sietové informacné technoldgie,
globalizaciu, deregulaciu, privatizaciu, zvySenu
konkurenciu, konvergenciu priemyslu, transformaciu
maloobchodoyv, kupna sila spotrebitelov,
informovanost spotrebiteflov, participacia
spotrebitelov €i ich odolnost’ (Kottler, Keller, 2007, s.
12-14), ktoré pre marketérov predstavuju nie len
vyzvu, ale vzhfadom Kk ich charakteru, taktiez
moznost. V intenciach nasho vyskumu za dbélezity
prvok novych mozZnosti povazujeme  zvlast
informacné technoldgie. V tejto suvislosti Capra
uvadza, Ze: ,..revolucia v oblasti informacnych
technolégii nielen Ze umoZnila vznik nového
hospodarstva, ale do velkej miery pretransformovala
tradicné mocenské vztahy. Vo veku informécii sa
tvorba sieti stala zasadnou organizacnou formou
vSetkych  spoloCenskych  oblasti. Hlavné
spolo¢enské funkcie su ¢&im dalej, tym viac
organizované okolo sieti, pricom c¢lenstvo v tychto
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sietach je rozhodujucim zdrojom moci.”, (Capra,
20009, s. 146).

Aby sme docielili komplexnejsi pohlad na
transformaciu marketingového prostredia, v ktorom
sa v suCasnej dobe vyzaduje implementacia
stratégie udrzatefného marketingu, povazujeme za
dolezité struéne uviest evoluciu skorsich, dnes
neefektivnych pristupov riadenia, ako ich uvadzaju
Kottler a Keller.

Za jeden z najstarSich konceptov uvedeni autori
uvadzaju koncept produkcie, zaloZzeny na idey Siroko
dostupnych a finanCne nenaronych produktov.
Manazéri takto orientovanych podnikov sa preto
sustredili na vysoku ucinnost vyroby, nizke naklady
a masovu distribuciu. Koncepcia produktu, ako dalsi
koncept v kontinuite vyvoja, bol zaloZeny na
predpoklade, Ze spotrebitelia uprednostriuju vyrobky,
ktoré ponukaju vysoku kvalitu, vykon a inovativne
prvky. Tieto atributy vSak nie su zarukou uspechu
bez kladenia dérazu na distribuciu, reklamu a
vhodny predaj. Tretim konceptom je koncept
predaja. lde o pomerne agresivnu stratégiu pevného
predaja, ktory sa nezameriava na poziadavky trhu,
ale zakaznikom svoj vyrobok istym spbsobom
,vnuti‘. Znaénu diferenciu mézeme sledovat v ramci
marketingového konceptu, ktorého filozofia je
zamerana na zakaznika ako centrum pozornosti,
filozofiu vnimania a reagovania vzhladom k
poziadavkam trhu. Protikladnost
s predchadzajucou koncepciou spodiva v tom, zZe
zatial ¢o ta hladala spravneho spotrebitela k svojmu
vyrobku, marketingova koncepcia hlada spravny
vyrobok pre spotrebitefa. Tu sa dostavame k
poslednému, v su€asnosti najmodernejSiemu
konceptu, ktory predstavuje “holisticka
marketingova koncepcia“. Ta sa rozvijala od prvej
dekady 21. storoCia a je =zalozenda na vyvoji,
projektovani a realizacii marketingovych programov,
procesov a Cinnosti, ktoré su vo vzajomnej interakcii
a zavislosti. Je determinovana nazorom, Ze dblezité
je v8etko a integrovany pohlad sa stava
nevyhnutnym, (Kottler, Keller, 2007, s. 18-19).

Uvedena nova paradigma marketingu zahriuje
Siroku Skalu vyziev a uloh pre marketérov v sucasnej
komplikovanej dobe. MéZeme povedat, Ze v
holistickej koncepcii je prirodzene involvovana
poZiadavka udrZatefnosti, okrem dalSich déleZitych
komponentov, ktoré vzhladom k zameraniu tohto
prispevku nebudeme dalej Specifikovat. Ako uvadza
Bartakova, Gubiniova: Jore implementaciu
udrZzatelného  marketingového manazmentu je
nevyhnutné na drovni organizacie prehodnotit
mnohé doterajSie marketingové aktivity tykajuce sa
zakaznickych potrieb, Jednotlivych prvkov
marketingového mixu, zodpovednosti.“, (Bartakova,
Gubiniova, 2012, s. 35).
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UDRZATELNY MARKETING V KONTEXTE
UDRZATELNEHO ROZVOJA

Marketing sa v minulosti zaoberal nachadzanim a
uspokojovanim zakaznickych potrieb tak, aby bol na
jednej strane spokojny zakaznik a na druhej strane,
aby organizacia dosiahla stanoveny stupen
ziskovosti. Uspokojovanie potrieb, ¢o je jednym z
hlavnych cielov marketingu, sa venuju mnohi autori
ako v minulosti, tak aj dnes. S rozvojom marketingu,
odborna verejnost a postupne aj marketingovi
manaZzéri z praxe zacali rozvijat spoloCensku Kritiku
marketingu.  Spolo¢enska  kritka  marketingu
zdéraznuje, Ze mnoho marketingovych aktivit Skodi
kone¢nym zakaznikom, organizaciam posobiacim na
trhu, aj celej spoloCnosti.

V suc€asnosti by sa mala pozornost upriamit na
vplyvy réznych marketingovych aktivit na zatazenost

prostredia, ekoldgiu, zdravie obyvatelstva
v porovnani s minulostou, kedy podstata
marketingového manazmentu spocivala na

vybranych stratégiach v oblasti produktu, v oblasti
distribucie a mnohé iné. Rb&znym konceptom
marketingového manazmentu (zeleny marketing,
udrzatelny  marketing,  ekologicky = marketing)
predchadzala pomerne mohutna spoloCenska kritika
marketingu, ktora poukazuje na to, zZze mnohé
marketingové aktivity v su€asnosti. Skodia koneCnym
zakaznikom, spoloCnosti, ale aj konkurenénym
organizaciam, (Bartakova, Gubiniova, 2012).
Udrzatelny rozvoj mozno chapat ako ideéalny stav,
kedy su vSetky prvky globalneho ekosystému
v rovnovahe, (Bussard, 2016). Tento novy pohlad na
podnikatelsku sféru znamena aj zmenu zauzivanych
marketingovych praktik. Vo sfére podnikania,
udrzatefnost so sebou prinasa rieSenie mnozstva
giastkovych problémov, medzi ktoré patri, (Smida,
Hrdinova, Sakal, 2016):

udrZatefna vyroba;

udrzatelny zisk;

udrzatelna spotreba;

udrZatefny marketing.

Podla Wellsa (2013) je wudrzatelny marketing
definovany ako hladanie dlhodobej &i kratkodobej
udrZzatefnosti medzi organizaciou a zakaznikmi,
pricom prave udrzatelny marketing smeruje k
vytvaraniu dlhodobych cielov v oblasti ziskavania
zdrojov z prirody a jej navratenie spatne do prirody,
¢i uz v podobe ekologického a environmentalneho
zvyhodnenia alebo pomocou podpory predaja
zelenych produktov a ich dopadu na prostredie,
spotrebitela i buddcu generaciu firiem a
spotrebitelov.

Udrzatelny marketing pozostava s nasledovnych
Zloziek udrzatelného marketingového mixu, (Sakal,
2013):

udrzatelna cena;

udrzatefny produkt;

udrzatelna distribucia;

udrzatelna propagacia.
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Tak ako udrZzatelny marketingovy mix, tak aj
udrzatelny komunikacny mix, zahffia kombinaciu
jednotlivych nastrojov, (eMarketing, 2016).

Kazdy podnik sa moébze [fubovolne rozhodnat
o svojom udrzatelnom komunikatnom mixe, o
priradeni délezitosti a percentualneho podielu z
celkového rozpoltu na propagaciu jednotlivym
komunikaénym nastrojom, (Kender, 2005).

V dotaznikovom prieskume ,Udrzatelné spolo¢ensky
zodpovedné podnikanie .7 sme zistovali su€asnu
situaciu vyuzitia udrzatelnej marketingovej
komunikacnej stratégie priemyselného podniku (na
zvySenie jeho udrzatefnej konkurencieschopnosti
prostrednictvom formovania pozitivneho imidzu
zalozeného na sucasnych trendoch marketingove;j
komunikacie. Dotaznikovy prieskum sa tykal
priemyselnych  podnikov sidliacich na uzemi
Slovenskej republiky. Snazili sme sa poukazat na
suCasnu  situaciu vo  vyuzivani  udrzatelnej
marketingovej stratégie v priemyselnych podnikov na
Uzemi Slovenskej republiky.

DOTAZNIKOVY PRIESKUM ,,UDRZATELNE
SPOLOCENSKY ZODPOVEDNE
PODNIKANIE €. 7

Dotaznik ,Udrzatelné spolocensky zodpovedné
podnikanie ¢. 7 pozostava z nasledovnych oblasti:

1. identifika&né otazky,

2. udrzatefna marketingova stratégia podniku
(Monika Sujakova),

3. kompetenény pristup riadenia ludskych zdrojov
(Lukas Jurik).

Pred realizaciou  samotného  dotaznikového
prieskumu sme si, na zaklade overenej metodiky na
UPIM MTF STU Trnava, vytvorili subor 8
predpokladov, ktoré boli  zapracované do
dotaznikového prieskumu. Nasledne sme zostavili
vyskumné otazky a urCili zavisle a nezavisle
premenné. Druhy okruh otazok pozostava
z 8 vyskumnych otazok a 6 doplfujucich otazok z
oblasti udrzatefnej marketingovej stratégie podniku
ako nastroja pre tvorbu pozitivneho imidZu podniku,
(tab.1).

Dotaznik k 26.2.2016 vyplnilo 134 respondentov.
Navratnost dotaznika bola 37,12%. Navratnost
dotaznika povazujeme za dostatocnu vzhladom na
dizku dotaznika, podetnost otvorenych otazok a
zaneprazdnenost zamestnancov oslovenych
podnikov. Navratnost odpovedi sme sa usilovali
zvysit prostrednictvom socialnych sieti, telefonickych
rozhovorov a osobnych kontaktov s respondentmi.

Pre ucel vyskum sme zvolili ciefovou skupinou
skupinu respondentov, ktori patria do oblasti
.Priemyselnej vyroby“. Polet tychto respondentov je
75, Co predstavuje 56% z celkového poctu
respondentov

Tab. 1 Subor predpokladov a vyskumnych otazok, zdroj: vlastné spracovanie

Predpoklad

P1: Viac ako 50% priemyselnych podnikov na
uzemi Slovenskej republiky ma vypracovanu
stratégiu svojho rozvoja.

P2: Viac ako 50% priemyselnych podnikov na
uzemi Slovenskej republiky nema hierarchicky
roz€lenenu stratégiu svojho rozvoja.

P3: Viac ako 50% priemyselnych podnikov na
uzemi Slovenskej republiky nema stratégiu
orientovanu na UR.

P4: Viac ako 50% priemyselnych podnikov na
uzemi Slovenskej republiky nema svoju
marketingovu stratégiu orientovanu na UR svojho
podniku.

P5: Viac ako 50% priemyselnych podnikov na
uzemi Slovenskej republiky vyuZiva svoju
marketingovu stratégiu na tvorbu pozitivneho
imidzu.

P6: Viac ako 50% priemyselnych podnikov na
uzemi Slovenskej republiky nevyuziva nastroje e-
marketingu v marketingovej komunikacii na tvorbu
pozitivneho imidzu spolocnosti.

Vyskumna otazka

VO1: Ma Vas podnik vypracovanu stratégiu
svojho rozvoja?

VO2: Mate stratégiu rozvoja Vasho podniku
¢lenenu aj hierarchicky?

VO3: Je Vasa podnikova stratégia orientovana na
udrzatelny rozvoj?

VO4: Je marketingova stratégia Vasho podniku
orientovana na udrzatelny rozvoj?

VO5: Vyuzivate vo Vasom podniku marketingovu
stratégiu pre podporu pozitivnheho imidzu
spolo¢nosti?

VOG6: Aké marketingové nastroje vyuzivate vo
Vasom podniku v marketingovej komunikacii pre
podporu pozitivneho imidzu spolo¢nosti?
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P7: Viac ako 50% priemyselnych podnikov na
uzemi Slovenskej republiky nevyuziva nastroje
»word of mouth® marketingu v marketingovej
komunikacii na tvorbu pozitivneho imidzu
spolo¢nosti.

P8: Viac ako 50% priemyselnych podnikov na
Uuzemi Slovenskej republiky nevyuziva nastroje
viralneho marketingu v marketingovej komunikacii
na tvorbu pozitivneho imidzu spolo¢nosti.

Dotaznikovy prieskum sluzil na ziskanie, C¢o
najvysSieho poctu odpovedi na otazky tykajuce sa
vySSie spomenutych oblasti. Pre potreby tohto
¢lanku bol vybraty subor piatich vyskumnych otazok.

ZAVERY Z DOTAZNIKOVEHO PRIESKUMU
UDRZATELNE SPOLOCENSKY
ZODPOVEDNE PODNIKANIE C. 7

Na hlavnu vyskumnu otazku (obr. 1) “Ma Vas podnik
vypracovanu stratégiu svojho rozvoja?”’, odpovedalo
59% respondentov z celkového poctu respondentov
kladne. Zaporne sa vyjadrilo 29% respondentov, ze
nema vypracovanu stratégiu svojho podniku a 12%
sa nevedelo k danej otazke vyjadrit. Predpoklad
.Viac ako 50% priemyselnych podnikov na Gzemi
Slovenskej republiky ma vypracovani stratégiu
svojho rozvoja.“, je potvrdeny, vzhladom na to, Ze
vacsina respondentov sa vyjadrila kladne na danu
vyskumnu otazku

0o

~>
o -

W

Obr. 1 Odpovede na otazku: Ma Vas podnik vypracovant
stratégiu svojho rozvoja?,
zdroj: vlastné spracovanie

Z odpovedi k hlavnej vyskumnej otazke (obr. 2) ,Je
Va$a podnikovéa stratégia orientovana na udrZatelny
rozvoj?“ vyplyva, Ze 84% podnikov, ktoré maju
vypracovanu stratégiu svojho podniku, maju tato
stratégiu orientovanu na udrzatelny rozvoj. 11%
respondentov uviedlo, Ze stratégiu svojho podniku
ma vypracovanu, avSak nema ju orientovand na
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VO7: Ktoré z nastrojov e-marketingu vyuzivate vo
VaSom podniku pre podporu pozitivheho imidzu
spolo¢nosti?

VO8: Ktoré z nastrojov ,word of mouth®
marketingu vyuzivate vo Vasom podniku pre
podporu pozitivneho imidzu spolo¢nosti?

udrzatefny rozvoj a 5% podnikov sa nevedelo k
danej otazke vyjadrit.

Predpoklad ,Viac ako 50% priemyselnych podnikov
na uzemi Slovenskej republiky nema stratégiu
orientovanu na udrzZatelny rozvoj.“ je potvrdeny,
vzhladom na to, ze 50,7% respondentov, bud nema
vypracovanu stratégiu podniku alebo ak ju ma, nema
ju orientovanu na udrzatelny rozvoj. Podniky, ktoré
sa zucastnili dotaznikového prieskumu uviedli, Ze
ked maju vypracovanu stratégiu svojho podniku, je
tato stratégia v 84% orientovana na udrzatelny
rozvoj.

Obr. 2 Odpovede na otazku: Je Vasa podnikova stratégia
orientovana na udrZatelny rozvoj?,
zdroj: vlastné spracovanie

Z odpovedi na vyskumnu otazku (obr. 3) ,Je
marketingova stratégia Vasho pod-niku orientovana
na udrZatelny rozvoj?“ vyplyva, Ze len 44%
podnikov, vyuziva marketingovl stratégiu na
podporu podnikovej stratégie. Z tohto mnozstva
podnikov ma az 73% podnikov marketingovu
stratégiu orientovand na udrzatefny rozvoj. 9%
podnikov uviedlo, ze i ked marketingovu stratégiu
podniku méa, nema ju orientovani na udrzatelny
rozvoj a 18% respondentov sa nevedelo k danej
otazke vyjadrit.

Predpoklad “Viac ako 50% priemyselnych podnikov
na uzemi Slovenskej republiky nema svoju
marketingovl stratégiu orientovanu na udrZatelny
rozvoj svojho podniku.”, zostal potvrdeny, vzhfadom
na to, Ze 68% respondentov bud nevyuZiva
marketingovll stratégiu na podporu podnikovej
stratégie alebo ak ju vyuZiva, tak ju nema
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orientovani na udrZatelny rozvoj. Z odpovedi
vyplynulo, Ze ak uz podniky vyuzivaju marketingovu
stratégiu na podporu podnikovej stratégie, je tato
stratégia v znacnej vacSine orientovana na
udrzatelny rozvoj podniku.

Obr. 3 Odpovede na otazku: Je marketingova stratégia
Vasho podniku orientovana na udrzatelny rozvoj?,
zdroj: vlastné spracovanie

Z odpovedi k vyskumnej otazke (obr.4) “VyuZivate
vo VaSom podniku marketingovu stratégiu pre
podporu pozitivneho imidZu spoloénosti?” vyplynulo,
Ze 51% respondentov vyuziva vo svojom podniku
marketingovl stratégiu na podporu pozitivneho
imidzu spolo¢nosti. Naopak 37% podnikov nevyuziva
marketingovu stratégiu na zvySenie dobrého mena
spolo¢nosti a 12% respondentov sa nevedelo k
danej otazke vyjadrit.

Predpoklad ,Viac ako 50% priemyselnych podnikov
na uzemi Slovenskej republiky vyuZiva svoju
marketingovu stratégiu na tvorbu pozitivneho imidzu”
je potvrdeny, vzhladom na to, Ze 51% respondentov
odpovedalo kladne na danu vyskumnu otazku.

Obr. 4 Odpovede na otazku: VyuZivate vo Vasom podniku
marketingovu stratégiu pre podporu pozitivneho imidzu
spoloc¢nosti?,
zdroj: vlastné spracovanie

Z odpovedi na vyskumnu otazku (obr.5) ,Aké
marketingové nastroje vyuzZivate vo Vasom podniku
v marketingovej  komunikéacii  pre  podporu
pozitivneho imidzu spolo¢nosti?“ vyplyva, ze 30%
podnikov nevyuziva ziadne marketingové nastroje.
ZvySnych 70% respondentov, vyuziva najmenej

jeden a viac marketingovych nastrojov v
marketingovej komunikacii. Medzi najviac pouzivané
marketingové nastroje patri e-marketing, ktory
vyuziva 27% podnikov, potom product placement
s 12%, event marketing s 10% a behavioralny
marketing so 7%. ZvySné marketingové nastroje
dosiahli zanedbatelné percento vyuzitia podnikmi,
ktoré sa zucastnili dotaznikového prieskumu.

Predpoklad ,Viac ako 50% priemyselnych podnikov
na uzemi Slovenskej republiky nevyuZiva nastroje

internetového marketingu v marketingovej
komunikacii na  tvorbu  pozitivneho  imidzu
spolocnosti.“ sa potvrdil, vzhfadom na to, ze len 27%
respondentov  vyuziva nastroje internetového
marketingu.

Internetovy marketing

1T

Engagement marketing
0%

Ambush marketing
1%

Event marketing
10%

. Product placement

Jeomarketing
A 1%

l,

Obr. 5 Odpovede na otazku: Aké marketingové nastroje
vyuZivate vo Vasom podniku v marketingovej komunikacii
pre podporu pozitivneho imidzu spolo¢nosti?,
zdroj: vlastné spracovanie

OTAZKY NA DISKUSIU

Postulat suCasnej doby dospiet do symbidzy ,¢lovek-
priroda“ je v suasnom marketingu vyjadreny v
snahe implementovat’ uvedeny prvok ,udrZatelnosti*
do jeho koncepcie. Ako vSak bolo uvedené, je to
taktiez dolezita sucast formovania pozitivneho
imidzu podniku, a teda aj jeho udrzatelnej
konkurencieschopnosti.

Udrzatelny marketing predstavuje Siroku Skalu
vyziev a uloh, v ¢om spociva jeho znaéna zlozitost a
pri porovnani SO starSimi koncepciami
marketingového riadenia mézeme vidiet aj jeho
naroc¢nost. Vzhladom k tomu moézeme konStatovat,
Ze medzi teoretickou a praktickou rovinou je aj v
ramci tejto problematiky vyrazna diferencia. Napriek
tomu, Ze sa pojem udrzatelhosti stava beZnou
sucastou mnohych diSkurzov na réznych uUrovniach,
jeho implementacia do praxe nepredstavuje
samozrejmost.
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Tento fakt mézeme vidiet aj vo vysledkoch nasho
dotaznikového prieskumu v ramci ktorého sa nam
potvrdili  predpoklady, Zze viac ako 50%
priemyselnych podnikov na uUzemi Slovenskej
republiky nema stratégiu orientovanu na udrzatelny
rozvoj, a taktiez, Ze nema svoju marketingovu
stratégiu orientovanu na udrzatefny rozvoj svojho
podniku. Za pozitivny moment mézeme hodnotit
skutoCnost, Zze 84% podnikov, ktoré maju
vybudovanu stratégiu svojho podniku, ju maju
orientovanu na udrzatelny rozvoj. Taktiez, napriek
tomu, Ze len 44% podnikov vyuziva marketingovu
stratégiu, 73% z tychto podnikov ju ma orientovanu
na udrzatelny rozvoj. M6zeme vidiet, Ze pomerne
velké mnozstvo podnikov, ktoré vyuzivaju stratégiu a
marketingovu stratégiu, ich posuvaju do roviny
udrzatelnosti. V dalSom §tadiu nasho vyskumu
budeme nami stanovené predpoklady testovat.

Aj ked prakticka aplikacia udrzatelnej marketingove;j
stratégie v slovenskom prostredi priemyselnych
podnikov zostava problematickou, nemézeme to
povazovat za konecny stav. Dynamickost, ktora je
charakteristicka pre marketingovy manazment 21.
storo€ia nechava tuto problematiku otvorenou pre
nepretrzité skimanie.

ZAVER

Cielom prispevku bolo poukazat na su¢asnu situaciu
vo vyuzivani udrzatefnej marketingovej stratégie v
priemyselnych podnikov na uUzemi Slovenskej
republiky.

Z vysledkov dotaznikového prieskumu vyplyva, ze
vacSina priemyselnych podnikov na Slovensku nema
marketingovu stratégiu orientovanu na udrzatelny
rozvoj

a nevyuziva nové trendy v marketingovej
komunikacii pre posilnenie pozitivneho imidzu
podniku dostatoéne. Cielom tohto ¢lanku bolo
poskytnut’ nas kriticky pohlad’ na vyuZitie udrZzatefnej
marketingovej stratégie na zvysenie
konkurencieschopnosti priemyselnych podnikov na
uzemi Slovenskej republiky a ich pozitivneho imidzu
prostrednictvom vyuzivania novych trendov v
marketingovej komunikacii.

Prispevok nadvézuje na vysledky projektov APVV €.
LPP-0384-09: ,,Koncept HCS modelu 3E vs. koncept
Corporate Social Responsibility (CSR).”, KEGA ¢.
037STU-4/2012 ,Zavedenie predmetu ,Udrzatelné
spolocensky zodpovedné podnikanie“
do Studijného programu Priemyselné manaZzérstvo
na 1. stupni MTF STU Trnava.*”
a VEGA ¢&. 1/0448/13 , Transformécia ergonomického
programu do Struktury manazérstva podniku
integraciou a vyuZitim modulov QMS, EMS, HSMS.*.

Prispevok je sucastou podaného projektu KEGA ¢.
006STU-4/2017 ,Inovacia Struktary, obsahu a
spbésobu vyucby predmetu ,Strategicky manazment"
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v kontexte nového modelu podnikania pre 21.

"o

storocie zaloZzeného na stratégii "vyhra-vyhra".”,
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