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NEW TRENDS IN THE EU COMPETITION POLICY WITHIN THE EU SOCIAL AND
ECONOMIC DEVELOPMENT

Marcel KORDOS, Boris JANSKY

Abstract

Competitiveness contributes significantly to theatyic development of European prosperity. Thuscthrapetition

policy is the area of economy which determinesdihwelopment of the European Union Member Statethelfield of
innovation and technology European Union focusesupporting the overall competitiveness of Europ@dunstry. The
biggest expenditures in the sectors are intendedlynfor scientific and technological research, aiin turn increases
the overall technological cooperation with busiresss@nd lead to increased amount of innovation bugtry. The
European Commission proposes a new approach to etitiop policy, supporting the dynamic growth o thiconomy
of the European Union. The competitiveness of tieeeEuropean Union would benefit from the indistgrowth that

would increase the job creation followed by higlsecial and economic development and living standardeU

inhabitants. New approach of competition policyufaes mainly on its standards such as antitrustgerecontrol and
state aid control measures.

Key words

EU competition policy, global economy, competitegn of European industry, technological advancepwative
measures, social and economic development.

JEL Classification: F61, L51, 025

Introduction paper is to analyze the EU competition policy tools
and their impact on EU economic environment as the

European Union has got 27 member states. Of W&y how to achieve higher social and economic
course, cooperation, economic growth and creating adevelopmenf[ and_llvmg standard of EU mhabltants_.
Single Market represent the main topics of politica 10 accomplish this goal methods such as analysis,
agenda of the Union. Competition policy is closely comparison, synthesis and logical deduction will be
linked to the EU goal of creating a Single Markat f ~ USed.
goods, services, capital and labor. The powers

conferred on the European Commission and the 1 Theoretical background and development of the

European Court to decide issues of competitiorcpoli EU competition policy
are central to European Policy. Competition policy o
can contribute to economic growth by stimulating Free competition is a key element of an open

productivity and investment. In our work, we detica ~ Market economy. It stimulates European economic
to theoretic determination of basic terms referiag ~ Performance and offers consumers a broader chéice o
competition, resp. competition policy, as well as t Detter quality products and services at more
development of European competition policy and COmpetitive prices. European Union competition
setting up the basic competition rules and laws, Policy ensures that competition is not distortedhie
emphasizing and focusing especially to European internal market by ensuring that similar rules gpl
Union Competition Law. all the companies operating within it. Title VII,
This paper surveys the status and workings of EU Chapter 1 of the Treaty of the Functioning of the
competition policy and explores the implications European Union lays down the basis for the
arising from the creation of the Single European COmmunity rules on competition (Jovangve005).
Market (SEM). Initially, an economic rationale is COmpetition puts businesses under constant pressure
presented for intervention in private industry, wiee {0 offer the best possible range of goods, servites
this is seen primarily as a policy to promote the best possible prices, .because, if they dohé&, t
competition or as a corrective action for monopoly consumers have the choice to buy elsewhere. Some
abuse. The next section provides a brief discussion  firms attempt to distort free competition and adopt
the alternative policy approaches. This is folloveyd ~ @nti-competitive behavior in order to impose their
a section outlining current EU policy. The aim bist own rules on the market. Firms carrying out similar
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activities may come to arrangements with each other
to control prices or to divide up the market among
themselves. A firm that holds a dominant position o
the market may also abuse this position and exclude
its competitors from particular market. Therefdhe
European Union has put in place regulations to both
prosecute firms and also prevent them from engaging
in anti-competitive behavior. Furthermore, mergers
and acquisitions of one firm by another may restric

competition by creating or strengthening a dominant

actor on the market. The Union therefore controls, a

if necessary, prohibits or subjects to certain
conditions, concentration with a Community
dimensions.

The European Union’s competition policy has
been an important part of the EU’s work ever siice
was set out in the Treaty of Rome in 1957. (The
European Union Explained: Competition, 2014) The
treaty instituted ‘a system ensuring that compmtiin
the common market is not distorted’. The aim was to
create a set of well-developed and effective
competition rules, to help ensure that the European
market functions properly and provide consumers
with the benefits of a free market system.
Competition policy is about applying rules to make
sure companies compete fairly with each other
(Baldwin, Wyplosz 2009). This encourages enterprise
and efficiency, creates a wider choice for conssmer
and helps reduce prices and improve quality.
According to Larry (2007}hese are the reasons why
the EU fights anticompetitive behavior, reviews
mergers and state aid and encourages liberalization

Low prices for all The simplest way for a

company to gain a high market share is to offer a
better price. In a competitive market, prices are
pushed down. This is not only good for consumers
— when more people can afford to buy products,

Figure 1: Effects of competition policy to growth

Market
conditions

~
&

Competition

Competition
policy

By: European Commission, 2015

One of the paramount aims of the founding fathers

it encourages businesses to produce and boosts the
economy in general.

Better quality Competition also encourages
businesses to improve the quality of goods and
services they sell — to attract more customers and
expand market share. Quality can mean various
things: products that last longer or work better,
better after-sales or technical support or friesrdli
and better service.

More choice In a competitive market, businesses
will try to make their products different from the
rest. This results in greater choice — so
consumers can select the product that offers the
right balance between price and quality.

Innovation To deliver this choice, and produce
better products, businesses need to be innovative
— in their product concepts, design, production
techniques, services, etc.

Better competitors in global marketSompetition
within the EU also helps make European
companies stronger outside the EU — and able to
hold their own against global competitors.

As Hitiris (2003) argues, the effect of
competition policy on growth can be described in
different ways. One way is to describe the link
between competition policy and the Flagship
Initiatives. This is a policy oriented description.
Another way is to describe the link between
competition policy and drivers of economic growth.
This description is in line with economic theory.
However, the fundamental growth drivers are the
same in both cases, so it is merely a matter of two
different ways to describe the same relationships.
Moreover, the first step in both descriptions is to
describe how competition policy affects and
strengthens  competition. Relationship  between
competition policy and growth is shown in Figure 1.

__—| Flagship Initiatives -
e . :::::::::::::::_ 777777777777777777 ‘E
: Growth drivers :

Regulation 17/62 was developed in EC legal

of the European Community - statesmen around Jeanevolution, when the supremacy of EC law was not yet
Monnet and Robert Schuman - was the establishmentfully established. To avoid different interpretaisoof

of a single market. To achieve this, a compatible, EC Competition Law, which could vary from one
transparent and fairly standardized regulatory national court to the next, the Commission was made
framework for Competition Law had to be created. to assume the role of central enforcement authority
The constitutive legislative act was Council (Fiala, Pitrov4, 2009).

Regulation 17/62 (now superseded). The wording of
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The first major decision under Article 101 (then
Article 85) was taken by the Commission in 1964.
They found that Grundig, a German manufacturer of
household appliances, acted illegally in granting
exclusive dealership rights to its French subsjdiar
In Consten & Grundig1966] the European Court of
Justice upheld the Commission's decision, expanded
the definition of measures affecting trade to idelu
"potential effects”, and generally anchored its key
position in Competition Law enforcement alongside
the Commission (FojtikovA Lebiedzik 2008).
Subsequent enforcement of Art 101 of the TFEU
Treaty (combating  anti-competitive  business
agreements) by the two institutions has generasnb
regarded as effective. Yet some analysts asseirththa
Commission's monopoly policy (the enforcement of
Art 102) has been "largely ineffective" becaus¢hef
resistance of individual Member State governments
that sought to shield their most salient national

Regulation 1/2003 places National Competition
Authorities and Member State national courts at the
heart of the enforcement of Arts 101 & 102 (Hoedl,
2011). Decentralised enforcement has for long been
the usual way for other EC rules, Reg 1/2003 finall
extended this to Competition Law as well. The
Commission still retained an important role in the
enforcement mechanism, as the co-ordinating farce i
the newly created European  Competition
Network (ECN). This Network, made up of the
national bodies plus the Commission, manages the
flow of information between NCAs and maintains the
coherence and integrity of the system. At the time,
Competition Commissioner Mario Monti hailed this
regulation as one that will 'revolutionise' the
enforcement of Arts 101 & 102 (Lazar, 2011). Since
May 2004, all NCAs and national courts are
empowered to fully apply the Competition provisions
of the EC Treaty. In its 2005 report, the OECD kxdlid

companies from legal challenges (Lipkova, 2011).
The Commission also received criticism from the
academic quarters. For instance, Valentine Korah, a
eminent legal analyst in the field, argued that the
Commission was too strict in its application of EC
Competition rules and often ignored the dynamics
of company behaviour, which, in her opinion, could
actually be beneficial to consumers and to theityual

the modernisation effort as promising, and noted th
decentralisation helps to redirect resources sd®te
Competition can concentrate on  complex,
Community-wide investigations. Yet most recent
developments shed doubt on the efficacy of the new
arrangements. For instance, on 20 December 2086, th
Commission publicly backed down from ‘unbundling'
French (EdF) and German (E.ON) energy giants,
of available goods in some cases (McDonald, facing tough opposition from Member State
Dearden, 2005). governments (Mitchel, Muysken, Van Veen, 2006).

Nonetheless, the arrangements in place worked Another legal battle is currently ongoing over the
fairly well until the mid-1980s, when it becameale =~ E-ON-Endesa merger, where the Commission has
that with the passage of time, as the European been trying to enforce the free movement of capital
economy steadily grew in size and anti-competitive While Spain firmly protects its perceived national
activities and market practices became more complex iNterests. It remains to be seen whether NCAs bl
in nature, the Commission would eventually be umabl Willing to challenge their own national ‘champion
to deal with its workload. The central dominance of companies’ under EC Competition Law, or whether
the Directorate General for Competition has been Patriotic feelings prevail (Nielsen, 2013).
challenged by the rapid growth and sophisticatibn o
f[he National _C?o_mpetition Authorities (NCAs) and b_y 2 The EU competition policy tools and strands
increased criticism from the European courts with
respect to procedure, interpretation and economic » o )
analysis (Nemcova, 2003). These problems have been ~ Compeétition policy is one of the oldest policy
magnified by the increasingly unmanageable 2r€as and has developed considerably over the.years
workload of the centralised corporate notification It iS also one of the policies with the most coteye
system. A further reason why a reform of the old visual results. The core of the internal markethis
Regulation 17/62 was needed, was the looming Maintenance of a level playing field throughout the
enlargement of the EU, by which its membership was EU for businesses to compete. Effective competition
to expand to 25 by 2004 and 27 by 2007. Given the Policy encourages economic efficiency and creates a
still developing nature of the east-central Eurgpea favourable climate for growth, innovation and
new market economies, the already inundated technological progress while pushing down prices.

Commission anticipated a further significant insea  1hUS competition policy is the cornerstone of the
in its workload. internal European market. The European Commission

To all these challenges, the Commission has has wide powers to_make sure businesses and
. ges, . governments stick to European Union rules on fair
responded with a strategy to decentralise the

: , . play in trade in goods and services, while allowing
implementation of the Competition rules through the o i
so-calledVlodernisation Regulatian EU  Council governments to step in if markets are failing
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consumers or business, or to promote innovation, b) Merger Control
unified standards, or small business development. Merger control ensures European consumers and
a) Antitrust and cartels businesses are protected against price increases an

Antitrust is an important tool to protect European Other anti-competitive effects resulting from megge
firms from practices that adversely affect compmtit ~ Whilst simultaneously helping firms in restructigin
such as price fixing, patent abuses, capacity fiogrd ~ @nd enhancing their global reach through mergers
or the prevention of cross-border activities (vao  (Krajiakova, Vojtove, 2012). _

2011). European Commission (2015) argues that Thg Iegls_latlon states _that a concentration - an
antitrust covers two prohibition rules set outlie €£C operation to integrate previously separate comganie
Treaty: agreements which restrict competition are Which would significantly impede effective

prohibited; and firms in a dominant position may no Competition in the common market, in particular by
abuse their position. the creation of or strengthening of a dominant

Agreements between undertakings - examples Position, is inqompatible with the' common market.
include price fixing; limiting or controlling ~ When companies in any economic sector propose a
production, markets, technical development or concentration that is likely to affect the Commuynit
investment; sharing markets or sources of supply; market, the Commission can undertake an
applying dissimilar conditions to equivalent investigation. This Community dimension is
transactions. The Commission is responsible for determined on the basis of the companies’ aggregate
ensuring the application of these rules. A member worldwide turnover'and the absence of nat|on.al
state can apply for an investigation or the Comimiss ~ Character. Companies that have no Community
can launch one by its own volition. If it finds @nist dimension are under the purview of national
infringements, it proposes measures to bring them t authorities (Gullerova, PSenkova, 2013). It does no
an end. Other types of agreement are considered bymatter where the companies are based, or if nationa
the Commission as harmful to competition and thus authorities have no objection to concentrationthié
prohibited without exception. They are usually Companies’ sales figures in EU markets are large
presented in public black lists, and include: Among €nough, the Commission has jurisdiction, and can
the horizontal agreements Price fixing, Joint sales Prevent potential mergers. Companies proposing
offices, Production or delivery quotas, Sharing of mergers must notify the Commission, which will
markets or supply sources. Among the vertical consider -within strict delays- whether the progbse

agreements: fixing the resale price, and absolute Merger creates or strengthens an illegal, dominant
territorial protection clause. position in the relevant market (Haviernikova, 2012

If yes, the merger is prohibited. If not, the
Commission confirms that it is compatible with the
common market and authorises the merger with or
without certain conditions.

c) State Aid Control

State aid control is essential to avoid distortions
the Single Market, whilst also ensuring that sulesid
that promote the competitiveness of sectors and
companies are allowed. The EU's State aid regime -
system that is unique in the world - provides a
framework that focuses aid on addressing market
failures.

Competition can be restricted by governments if
they grant public subsidies to certain businesBes.
this reason, the Treaty prohibits, in principleyan
form of State aid that is likely to distort comjpiein.

As with mergers, the aid in question must be shah t

it affects trade between member states; aid witlg on
domestic consequences is not under the purvietveof t
Commission. An absolute ban on state aid, however,
would be unthinkable: in certain cases governments
must be able to intervene or provide funding fdecte
economic activities. For this reason, the Treaty
provides for a number of exceptions to the prireipf
State aid prohibition. Member states must notifg th
Commission in advance of any plans to grant or alte

Abuse of dominant position - the aim here is to
prevent companies from abusing a position of
dominance and thus distorting competition in intra-
Community trade. Dominant positions, as such, are
not prohibited, but rather the abuse of dominance
when it is likely to affect trade between member
states. Behavior which only affects a national reirk
can not be considered by the European authorities.
This objective requires preventive Community
intervention to investigate company mergers, since
they may create illegal position of dominance.
According to XXX (Vall, 2010) a “Cartel” is created
by an illegal, secret agreement between competitors
who fix or increase their prices, restrict supply b
limiting their sales and/or their production capiasi,
and/or divide up their markets or consumers. Fofes
up to 10% of their worldwide turnover may be
imposed on the guilty parties (Vall, 2012). The
amount of these fines is paid into the EU budgdit. A
cartel decisions by the Commission may be appealed
before the Court of First Instance and then befioee
Court of Justice of the European Communities in
Luxembourg. These two courts can annul the
Commission’s decisions, in whole or in part, and
reduce or increase fines as they deem appropriate.
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aid. Aid granted through plans without authorisatio
are illegal and must be repaid. If the Commission
considers that an aid plan is incompatible with the
common market, it initiates infringement proceeding
This suspends application of proposed aid, pending
final decision. In practice, no aid is granted with
the Commission's agreement (Sipko, 2004).

3 New trends: liberalization and international
cooperation within the EU competition policy

Public services are set up by public authorities
and operate under their responsibility, even ifirthe
management is delegated to a public or private
operator separate from the administrative function.
The concept applies mainly to networked activitias,
particular electricity, gas and water supply, publi
transport, postal services and telecommunications.
Though markets are opened for competition in order
to bring benefits to consumers, businesses and the
economy in general, public services have traditigna
been more protected from competition than other
business activities.

For a long time, the European Commission did
not intervene in public service activities, mainly

additional regulation to protect public interests
whenever opening up new markets.
Within the global economy, international

cooperation on competition policy has become
essential. Companies, mergers and cartels are
increasingly international and activities of comigan
based outside the EU often affect competition withi
the EU. To cope with this, the European Union has
established bilateral agreements regulating
competition, particularly with its main trading
partners. Cooperation agreements with the United
States, Canada and Japan dictate that competition
authorities on both sides exchange information and
coordinate their enforcement activities. With China
the Commission shares views and experiences on
competition related issues. The EU has also been
active in multilateral cooperation efforts, suchirasle
talks under the World Trade Organization, and i th
International Competition Network and at the OECD
Competition Committee. Competition policy has been
a key element of enlargement negotiations with new
member states. The European Commission has
fostered competition policy in these countries.

Conclusion

because member states considered public services as

falling within their exclusive competence and were
reluctant to allow any intervention. From the early
1990s, however, the Commission has taken a
systematic and active role in the liberalization of
services (Statk, 2010). While recognizing the
concept of public services and the need to enhblat

to fulfill their mission, the Commission considats
beneficial to these sectors to open up to compatiti
Postal services, for example, by directive began
opening up to competition, but with member states
required to provide a minimum level of services to
users under the terms of ‘universal service’, naagr
some activities to one or more operators (Sikula,
2003).

In the two markets which were first opened up to
competition, air transport and telecommunicatidhns,
Commission points out that average consumer prices
have dropped substantially. In markets that remain
just partly-opened or closed, such as electriaps,
rail transport and postal services, prices have
remained unchanged or have even increased. The
liberalization of certain sensitive services hassedl
concern and a lively public debate in many member

Competition policy, in conjunction with industrial
policy, is at the core of the new competitiveness
policy framework. The European Commission works
to reduce distortions to competition within thesimtal
market through merger control, antitrust enforcetmen
and state aid control. Why is it important? Indiastr
policy and competition policy are at the core of th
new competitiveness policy framework; competition
creates incentives for companies to innovate and
increase productivity; and finally through state,ai
antitrust, and merger control, the European
Commission ensures undistorted competition in the
Internal Market.

Adapting the competition policy to the cutren
economic environment is a challenge for the Eurnpea
Union’s authorities and also for those acting at
national level. In order to make it more efficiehey
are trying to find the most appropriate means of
ensuring the competitiveness growth of the European
enterprises worldwide.

This paper was created in terms of the project
"Alexander Dubek University of Tredin wants to

states. Citizens have asked for assurances thatoffer high-quality and modern education”, ITMS code

necessary services will be provided for a fair gyric
even when it is not profitable (Vall, 2005). The
Commission strives to ensure this by introducing

26110230099, based on the Operational Program
Education and funded from the European Social
Fund.
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,MILITARY BUDGETING* UND DIE FRAGE EINER ,EUROPAISC HEN ARMEE*
Military Budgeting in the Context of a European Army

Herbert STRUNZ, Rolf KARBACH

Abstract

Die Lage und die Perspektiven der 6ffentlichen Halis in der EU betreffen unmittelbar auch die Milbudgets als
ihren Teil. Zuletzt sanken die Verteidigungsausgater EU, ohne dass es dafir eine sicherheitspolig Rationalitat
gibt. Von daher ist die plakative Formulierung vgtreitkraften nach Kassenlage® nicht unbegrind€&iir die
Verteidigungshaushalte wird auf nicht absehbaret Aer Sparzwang die dominierende EinflussgroR3e. deitirtert
werden die mdglichen wie auch notwendigen Impuezugleich auch als Chance zu verstehen sindspaimingen
und Effizienzsteigerungen nachhaltig und ganzbhitim Rahmen der EU, allenfalls mit Hilfe einer gémsamen
~Europaischen Armee" zu realisieren.
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Abstract

The current situation and perspectives of the EWnber states’ budgets are directly linked to thepestive military

budgets as part of the national budgets. Recetitly,expenses of the European Union on defence diavieished

without any security political reasons. Therefotiee provocative wording “defence by cash positiaa”not quite

unfitting. Latest numbers do not give any indicatad a quick increase of defence expenditure. Timilgary budgets
will for the time being, continue to be dominatedtie rule of economy. The article discusses tepa&tive possible
and necessary impulses, which are also to be seeapportunities in order to implement economy amctdase

efficiency sustainably and according to the neddh@®EU as a whole.

Key words
Defence Economics, Military Budget, Public Admiaitibn Joint European Army

JEL Classification: F51, F52, F59

1. Entwicklung der Haushalte und Ganzes den Euroraum bilden. Diese Risiken sind
Militarbudgets in Europa keineswegs beseitigt, so dass es sicherlich
gerechtfertigt ist, die Entwicklung und den Staredt d
Die aktuellen Finanz- und Wirtschaftskrisen Finanzlage in Europa als dramatisch zu bezeichnen.
haben das Wirtschaftswachstum und damit die  ZY den wesentlichen Konsequenzen dieser Lage
staatlichen Haushalte der EU-Mitgliedsstaaten in 9€hort, dass alle Mitgliedsstaaten unter massivem
einem bisher nicht bekannten Ausmaf gravierend und Pruck stehen, die Defizitquote und den Schuldemstan
nachteilig verandert. Seit langem ist in vielen ZY reduzieren. Fir den Euroraum bleiben dabei die
europdischen Staaten der Finanzmittelbedarf der Zi€lgroien nach den urspringlich in  Maastricht
sffentlichen Haushalte mit den staatlichen Einnanme Peschlossenen ~Konvergenzkriterien immer  noch
nicht zu decken. Infolge der anhaltenden Wirtsshaft ~Unverandert gultig. Der deshalb notwendige Sparkurs
und Finanzkrisen und den kurzfristig nur sehr wird die Entwicklung der o6ffentlichen Haushalte in
begrenzt méglichen Einsparungen sind zusétzliche der EU nachhaltig und mafgeblich bestimmen.
hohe Kreditaufnahmen und damit eine starke Die Lage und die Perspektiven der offentlichen
Ausweitung der Defizitquote in praktisch allen EU- Haushalte in der EU betreffen unmittelbar auch die
Mitgliedslandern unvermeidbar. Zugleich erhéhen Militarbudgets als Teil der dffentliche_n_Haushallle.
sich infolge drohender Staatsbankrotte die Risfien den letzten Jahren sanken die Vertelq|gungsausgaben
die Stabilitat des Euro in den Staaten Europasagie ~dér EU, ohne dass es daftr eine Art
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sicherheitspolitische Rationalitat gibt. Von daligr Diese Effizienz ist hinsichtlich der EU als Ganzes
die plakative Formulierung von ,Streitkréften nach gering. So geben samtliche Mitgliedsstaaten der EU
Kassenlage“ nicht unbegrindet. Die Zahlen fir die insgesamt etwa die Halfte des Militdrbudgets deAUS
jungsten  Verteidigungsausgaben zeigen keine aus, erreichen damit nachweislich jedoch nur einen
wesentlichen Veranderungen, die auf ihre rasche weit geringeren Bruchteil der Féahigkeiten der US-
Erhéhung schliel3en lassen. Far die Streitkrafte. Die verschiedentlich vorgenommenen
Verteidigungshaushalte wird auf nicht absehbaré Zei Schatzungen bewegen sich in einer GroéfRenordnung
der Sparzwang die dominierende Einflussgrof3e sein. von 10 % bis 15 % der militéarischen Fahigkeiten der
Diesem Sparzwang begegnen die Mitgliedsstaaten USA. Damit ware die Effizienz der amerikanischen

der EU mit unterschiedlichen Strategien, die fcéili Verteidigungsausgaben auch um ein Mehrfaches
national geprdgt sind. Vorherrschend sind hoher als jene der europaischen
Einsparungen bei den Betriebsausgaben, etwa durchVerteidigungsausgaben.

eine  Verkleinerung des  Streitkrafteumfangs. Die EU betreibt Streitkrafte mit einem présenten

Exemplarisch  hierfir sind die  Streitkrafte Umfang von insgesamt etwa 1,7 Millionen Soldaten,
Deutschlands, deren Personalumfang von in jingerervon denen jedoch nur ein geringer Teil @éployable
Zeit etwa 250.000 Soldaten auf voraussichtlich troops nachhaltig, durchgehend und gut ausgeristet
weniger als 180.000 Soldaten verringert werden.wird im Ausland zur vorbeugenden Konfliktverhitung und
Eingriffe in die verteidigungsintensiven Ausgaben Krisenbewadltigung im Rahmen  vorrangiger
sind dennoch auch Uber solche Umstande hinaussicherheitspolitischer Aufgaben eingesetzt werden
unvermeidbar. Vor allem wegen langerfristiger kann. Bei den deutschen Streitkréaften etwa liegseti
vertraglicher Bindungen, nationaler Anteil bei deutlich unter finf Prozent. Den
Rustungsinteressen und des Bedarfs an modernergegenwartig etwa 7.000 deutschen Soldaten, die
Ausristung sind hier jedoch nur begrenzte Eingriffe durchgehend im Auslandseinsatz sind, stehen nach
moglich. NATO-Kriterien jahrliche Verteidigungsausgaben von
Die Harmonisierung der Verteidigungsausgaben etwa 34 Mrd. Euro gegeniber. Fir 1.000 Soldaten im
im Rahmen der EU auf der Grundlage einer Auslandseinsatz werden entsprechend jahrlich etwa

gemeinsam beschlossenen Européischen funf Milliarden Euro aufgewendet.
Sicherheitsstrategie ist bisher nur in Ansétzen Symptomatisch flr das Defizit bei dieser
gelungen. Von einer gesamteuropdischen Fahigkeit ist auch das von der EU schon 1999

Rustungspolitik ist die EU nach wie vor weit entfier beschlossene Vorhaben einer ,EU-Eingreiftruppe” mit
Ziele, die im Rahmen verschiedener europdischer einem vorgesehenen Umfang von etwa 50.000
Maflinahmen (z.BEuropean Capability Action Plan Soldaten und einer Durchhaltefahigkeit von einem
beschlossen wurden, sind haufig nicht erreicht. Die Jahr. Weil diese Soldaten nur wenige Prozent des
gegenwartigen national geprégten Sparstrategien beiprasenten Gesamtumfangs der Streitkrafte der EU-
den Verteidigungsausgaben verscharfen diese Mitgliedsstaaten ausmachen, wirde es nicht gelingen
unbefriedigende Situation und beeintrachtigen weite die mit diesem Vorhaben verfolgten Ziele zu
die ohnehin geringe Effizienz der europaischen erreichen. Das gewissermalfien als Substitut re@disie
Verteidigungsausgaben. Konzept der ElBattlegroups ist gewiss aus
Bisher ist nicht erkennbar, dass der durch die sicherheitspolitischer Sicht richtig und sinnvaieht
jungeren Finanz- und Wirtschaftskrisen ausgeltste jedoch — gemessen am Gesamtumgang der EU-
Sparzwang bei den Verteidigungsausgaben von denStreitkrdfte — nur einen sehr bescheidenen
Mitgliedsstaaten als notwendiger Impuls — und Krafteumfang vor. Unter diesem Gesichtspunkt stellt
zugleich auch als Chance - verstanden wird, der sehr hohe Aufwand flr das Betreiben der EU-
Einsparungen und Effizienzsteigerungen nachhaltig Streitkrafte eine erhebliche Fehlsteuerung der
und ganzheitlich im Rahmen der EU zu realisieren. Ressourcen dar, die dann bei den Investitioneimia e
moderne Ausristung fehlen.
2. Effizienz und Hoéhe der Dies bertuihrt den zweiten ursachlichen Faktor im
Verteidigungsausgaben gegenstandlichen Kontext: die Hohe und Steuerung
der verteidigungsinvestiven  Ausgabencaygital

Vorherrschend fir die Messung der Effizienz von €xpenditures Je Soldat gibt die EU durchschnittlich
Militarorganisationen ist das Verhaltnis zwischend ~ €twa 35.000 US-Dollar fir Verteidigungsinvestitione
militirischen ~ Fahigkeiten einerseits und den 2aus (wobei es bei den Mitgliedsstaaten diesbeziiglic
Verteidigungsausgaben andererseits. Dabei sind die9roe Unterschiede gibf). Bei den amerikanischen
Fahigkeiten aus den leitenden sicherheitspolitische Streitkraften liegt der Durchschnittswert bei etwa

Zielen, der sicherheitspolitischen Strategie unchde 130.000 US-Dollar je Soldat, also mehr als das
sich daraus ergebenden Auftrag der Streitkrafte mit Dréifache. Unter dem Aspekt der Effizienz geben die

den zugeordneten Aufgaben abzuleiten. Européer viel zu wenig fir Investitionen in ihre
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Streitkrafte aus. Dies mindert wesentlich den Der dargestellte Vergleich stoRt haufig auf
Modernisierungsgrad ihrer Ausristungen nach Art energische Kritik. Wesentliche Einwande beziehen
und Umfang. Wegen des Mangels an Finanzmitteln sich auf ein anderes sicherheitspolitisches Vedstign

mussen haufig auch Rationalisierungsinvestitionen, der USA, die groRRere Bedeutung, die von den
die teures Personal durch modernes Gerat ersetzenEuropdern den nicht-militdrischen Mal3nahmen zur

unterbleiben.
Hinzu kommt, dass die Europder ihre ohnehin
nicht angemessenen Finanzmittel flr Investitionan n

in einem recht begrenzten Umfang koordiniert
ausgeben und Investitionsentscheidungen
dominierend von der jeweiligen nationalen

Interessenlage beeinflusst werden. Entsprecherfl gro
ist die geratespezifische Typenvielfalt bei den
Européern, durch die Entwicklungen, Beschaffungen
und Nutzungslogistik von Waffensystemen und
GroRgerat unndtig und stark verteuert werden. Auch
hier kénnen freilich unterschiedliche MessgréRen de
Effizienz verwendet werden. Am grundlegenden
Befund wird sich aber nur wenig andern. Soll die EU
als Ganzes wund als (ernst zu nehmender)
sicherheitspolitischer Akteur betrachtet werdendis
Steuerung ihrer Finanzmittel im Verteidigungsbdreic
als eindeutig ineffizient zu bewertenneffiziente
Strukturen und Prozesse kann sich ein Akteur im
Verteidigungsbereich allerdings nur dann leisten,
wenn er Uber reichlich Finanzmittel verfugt, minde

er Ineffizienzen kompensieren kann. Dies trifft di¢

EU jedoch eindeutig nicht zu.

Die Verteidigungsausgaben der EU betrugen in
jungerer Zeit etwa 300 Mrd. US-Dollar. Wirde die
EU als eigenstandiger globaler sicherheitspoligsch
Akteur hinsichtlich ihrer militdrischen Fahigkeiten
eine Position einnehmen wollen, die etwa dem
militdrischen Gewicht der USA entspricht, missten
ihre Verteidigungsausgaben selbstverstandlich
erheblich erhéht werden. Aus ©konomischer Sicht
ergibt sich unmittelbar, dass das BIP der USA
geringer ist als das der EU, die

Verteidigungsausgaben der USA jedoch absolut und Grundlage

relativ jene der EU bei weitem Ubertreffen.

Konfliktverhitung und Krisenbewaltigung zugeordnet
wird, und die am BIP gemessene hohere
wirtschaftliche Leistungsfahigkeit der USA. Alleeilr
Argumente sind ernst zu nehmen, allerdings in ihrer
oft vorgetragenen Schérfe zu relativieren.

Die Analyse der zukinftigen
sicherheitspolitischen Herausforderungen und
Erfordernisse durch die USA und die NATO
einerseits und durch die EU andererseits weist weit
Uberwiegende Gemeinsamkeiten auf. Die
sicherheitspolitischen und strategischen
Grundlagendokumente weichen hinsichtlich der
Beurteilung von Risiken und Chancen nicht
wesentlich voneinander ab. Zu relativieren ist auch
das Argument, dass die USA die Bedeutung nicht-
militarischer MalRnahmen unterschatzen.

So entfielen im vergangenen Jahrzehnt
durchschnittlich 30 % aller Ressourcen, die von den
NATO-Staaten zur Unterstitzung von
Entwicklungslandern aufgewendet wurden, auf die
USA. Sowohl die USA als auch die EU folgen in ihrer
sicherheitspolitischen Strategie dem sogenannten
comprehensive approachals Vernetzung von
militarischen und nicht-militdrischen Maflnahmen.
Exemplarisch hierfir ist auch die langjahrig vegtel
Strategie in Afghanistan, bei der die teilnehmenden
EU-Staaten und die USA gleichermal3en erhebliche
Mittel fur nicht-militarische MaRnahmen bereitstell

Es trifft langerfristig wohl zu, dass die
durchschnittliche wirtschaftliche Leistungsfahigkei
und das Wohlistandsniveau der EU — gemessen am
BIP pro Kopf — gemittelt um etwa ein Drittel niegler
ist als der entsprechende Wert der USA. Wird digs a
fur eine angemessene Hohe der
Verteidigungsausgaben gewaéhlt, die zugleich dem

Bei etwa doppelt so hohen Verteidigungsausgaben Grundsatz einer ausgewogenen Lastenteilung in der

geben die USA pro Kopf ihrer Bevoilkerung westlichen Wertegemeinschaft entspricht, missten di
durchschnittlich mehr als das Dreifache aus. Die Verteidigungsausgaben der EU auf nahezu 400 Mrd.
Verteidigungsquote als Anteil der US-Dollar angehoben werden. Dies ist angesichts der
Verteidigungsausgaben am BIP Ubersteigt diejenige Finanzlage und der finanzpolitischen Zielsetzungen
der EU um mehr als das Zweifache, ohne dass dieder EU eine utopische Perspektive. Umso dringlicher
wirtschaftlichen Wachstumsraten langerfristig und notwendig ist es deshalb, die Effizienz der
betrachtet — bisher wesentliche Unterschiede zeigte  européischen Verteidigungsausgaben zu verbeSsern.
Unmittelbar ersichtlich ist auch, dass der prasente So unterschiedlich, wie die Anteile der
Streitkrafteumfang der EU zwar deutlich gro3er ist, Verteidigungsausgaben am BIP und den
die verteidigungsinvestiven Ausgaben pro Soldat
jedoch weit niedriger sind. Dies erklart den hohen
waffentechnologischen Stand der US-Streitkrafte und
zeigt zugleich die Richtung auf, in die eine
Umsteuerung der europaischen
Verteidigungsausgaben erfolgen sollte.

Innerhalb der EU variiert der Anteil der Verteidigysausgaben
am BIP bei den Mitgliedsstaaten erheblich. Bei einanden

letzten Jahren zu beobachtenden mittleren Wertetara 1,7 %
reicht die Bandbreite bei den Mitgliedsstaaten, neB&P hoher
als 1.000 Mrd. Euro ist, von 1,2 % (Spanien) big 2p

(GroRbritannien). Bei Deutschland als wirtschaftlistéirkstem
Mitgliedsstaat liegt der Anteil bei 1,4 %.
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Verteidigungsausgaben pro Kopf sind, ist auch die
Effizienz der Verteidigungsausgaben in den einzelne
Mitgliedsstaaten. Die verteidigungsinvestiven
Ausgaben je Soldat oder der Anteil ddgployable
troopsweichen stark voneinander ab.

3. Einspareffekte und Effizienzsteigerung

durch eine ,Euro-Armee“?

Wird die Vision einer Europa-Armee zugrunde
gelegt, in der sowohl die Streitkrafteplanung alsha
der Einsatz der Streitkrafte aus einer Hand erfglge

sind erhebliche Einspareffekte und
Effizienzsteigerungen zu erwarten. In welcher
GroRRenordnung sich diese bewegen, ist vom

methodischen Vorgehen und von den getroffenen
Annahmen her  grundsatzlich kritikanfallig.

Andererseits sind Modellrechnungen als Grundlage
fur Abschétzungen, iterative Verbesserungen der
ermittelten Werte  und  Ansatzpunkte  fir

Rationalisierungen hilfreich und zweckmafig. Dies
gilt freilich auch fur die folgende zusammenfassend

grol3e Abschatzung.

Wird als ZielgroBe angenommen, dass eine
kinftige Europa-Armee befahigt sein soll, standig
rund 100.000 gut ausgebildete und zugleich gut
ausgeristete Soldaten zur Konfliktverhitung und
Krisenbewaéltigung im Ausland einzusetzen, so lage
der militarische Personalumfang einer solchen Armee
vermutlich zwischen 800.000 und 900.000 Soldaten.
Eine solche Armee wirde Verteidigungsausgaben in
einer GroRenordnung von sicher 175 Mrd. Euro
erfordern. Da die EU gegenwartig etwa 200 Mrd.
Euro fur ihre Streitkrafte ausgibt, ware ein
Einspareffekt von etwa 25 Mrd. — also Uber zehn

Prozent — zu erwarten. Zugleich ware damit
mindestens eine Verdopplung ihrer standig im
Ausland einsetzbaren Soldaten verbunden. Die

verbessern, so zeigt sich ein recht erniichterndds B

Etwas pointiert formuliert, stehen die zahlreichen
Aktivitditen — wie etwa der Beschluss uber eine
Européische Sicherheitsstrategie, Empfehlungen fir
einen gemeinsamen europdischen Rustungsmarkt

sowie das Einrichten neuer Institutionen und
Abstimmungsmechanismen — doch in einem
erheblichen Missverhéltnis zu dem tatsachlich
Erreichten. An der Ineffizienz der

Ressourcensteuerung im Verteidigungsbereich der EU
hat sich im letzten Jahrzehnt nicht allzu viel gisitf

Die Vision einer Europa-Armee sollte dennoch
keinesfalls aufgegeben werden. Dafiir sprechen nicht
nur sicherheitspolitische Griinde. Aus 6konomischer
Sicht liegt die Hauptfunktion einer solchen Vision
darin, den Rahmen und die leitenden Ziele fur
mogliche Einsparungen und Effizienzverbesserungen
aufzuzeigen und mit effizienzorientierten
ReferenzgroRen zu arbeiten. Die Vorausschau, was
durch eine Europa-Armee moglich ware, kann starke
Impulse fir die Intensivierung von Rationalisierang
auslosen. Dies ist im Hinblick auf die Entwicklung
der 6ffentlichen Haushalte und Militdrbudgets ir de
EU sicher ein Gebot der Stunde.

Auch wenn die Vision einer Europa-Armee auf
absehbare Zeit nicht Wirklichkeit werden wird, so
bieten doch zusammenwachsende europaische
Streitkrafte Moglichkeiten der Effizienzsteigerung
und vielfaltige Rationalisierungspotenziale. lhre
ErschlieBung und Umsetzung sollte jedenfalls weiter
vorangetrieben werden. Vor allem geht es um einen
ganzheitlichen europédischen Ansatz, der die
Fahigkeiten, die Strukturen und Prozesse im
Binnenbereich der Streitkréfte und die finanziellen
Ressourcen in ihrem Zusammenhang untersucht und
harmonisiert.

Zur Steigerung der Effektivitat und Effizienz als
Ganzes waére viel gewonnen, wenn sich die

Effizienz kénnte mit diesen Annahmen und Mitgliedsstaaten auf relativ. wenige verbindliche

MessgréRen entsprechend um mindestens den Fakto/Zi€lgroien einigen wirden, die mindestens zu
zwei erhéht werden. erreichen sind. Hinsichtlich der Fahigkeiten kénnte

Wesentliche Voraussetzungen einer solchen dies der Anteil am nationalen Streitkrafteumfanigse
Strategie der Einsparungen und Effizienzsteigerung dér durchgehend und nachhaltig im Ausland zur
durch eine Europa-Armee sind ein mit der Konfliktverhltung und Krisenbewaltigung eingesetzt
erforderlichen Kompetenz ausgestattetes politisches Werden kann. Eine solche ZielgroBe konnte ohne
Entscheidungszentrum auf der EU-Ebene, ein Weiteres bei bis zu zehn Prozent des jeweiligen
gemeinsamer europischer Verteidigungshaushalt ungStréitkrafteumfangs — angesetzt werden. Bei den
ein européischer Generalstab. Dies wiirde erfordern, Verteidigungshaushaiten waren ~  mogliche
dass die Mitgliedsstaaten und auch ihre Bevolkerung Mindestzielgroen Anteil der
bereit waren, alle wesentlichen Kompetenzen in der
Slcher_r_lens- und Verteidigungspolitik —_elnsch_llefil 2 Exemplarisch hierfiir steht die 2004 gegrindete
der Hohe und der Steuerung der Finanzmittel des guropaische Verteidigungsagentur, zu deren Kerradueiy

der

Verteidigungshaushaltes — auf europdische InstanzenBeitrage zur Koordination der europaischen
zu ubertragen. Dies ist allerdings auch in einer Verteidigungsfahigkeit ~ und ~ zur ~ Blndelung  der
langfristigen  Perspektive kaum zu  erwarten. Verteidigungsanstrengungen der EU gehoren. Bei allen

anzuerkennenden Bemiihungen dieser Agentur isttg@dalicher
Einfluss auf die Ressourcensteuerung in den Migitaten als
eher marginal anzusehen.

Uberblickt man die bisherigen Anstrengungen der EU,
die Effizienz ihrer Verteidigungsausgaben zu
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Verteidigungshaushalte am BIP (z.B. etwa zwei
Prozent).

Das Arbeiten mit wenigen Mindestzielgrof3en hat
den Vorteil, dass die Mitgliedsstaaten zur Wahrung
ihrer nationalen Interessen hohere Zielgrol3en
festlegen  konnen. Mdoglich ist auch, die
MindestzielgréRen national differenzierend unter
besonderer Beriicksichtigung der wirtschaftlichen
Leistungsfahigkeiten zu vereinbaren.

Wesentliche  Effizienzverbesserungen  waren
durch eine arbeitsteilige  Bereitstellung der
europaischen militdrischen Fahigkeiten zu erreichen

dabei Benchmarks und effizienzorientierte
Kennzahlen zu nutzen.

Ahnlich positiv sind Initiativen zu sehen, die eine
Intensivierung  des Comprehensive  Approach
anstreben und ein zivil-militarisches Hauptquartier
EU vorschlagen. Es gehort zu den elementaren
Erkenntnissen der Okonomie militarischer Einsatze
zur Konfliktverhitung und Krisenbewadltigung, dass e
notwendig ist, derartige Einsadtze mit nicht-
militdrischen Maflinahmen schliissig zu verbinden.
Unterbleibt dies, verlangert und verteuert es den

militarischen Einsatz, ohne dass die politischesleZi

Damit konnten die Strukturen und Prozesse im der Stabilitat in der Krisenregion erreicht werden.

Binnenbereich der nationalen Streitkrafte Eine wesentliche Rationalisierungsbarriere stellt
entsprechend arbeitsteilig optimiert werden. Sadang die groBe Zahl der Mitgliedsstaaten dar. Ein
die Entscheidungen Uber den Einsatz militéarischer einheitliches und gemeinsames Vorgehen bei der

Macht Sache der einzelnen Mitgliedsstaaten istnkan Auswabhl und Nutzung von konkreten
sich dies nur in einem Prozess der stufenweisen Rationalisierungsmallinahmen  ist  wegen  der
Verbesserung vollziehen, da kein Staat bereit sein unterschiedlichen Interessenlagen in den 27

wird, ganze Fahigkeitssegmente aufzugeben oder Mitgliedsstaaten nicht zu erwarten. Um hier dennoch
einzelne Fahigkeitssegmente so stark zu reduzieren,voranzukommen, sind verstar€uster zu bilden, in
dass dies zu einer weitgehenden Abhangigkeit desdenen sich jene Mitgliedsstaaten zusammenschliel3en,
Streitkrafteeinsatzes von anderen Mitgliedsstaaten die aufgabenspezifisch und zlgig Rationalisierungen
fuhrt. Ohne eine politisch geeinte Européaische bnio (auch als Pilotprojekte) voranbringen wollen. Dies
werden die Mitgliedsstaaten in allen militarischen fihrt zwar zu Unterschieden bei den gewahiten
Fahigkeitskategorien national verfligbare Rationalisierungsstrategien und den

Kernféhigkeiten beibehalten und diese nicht anderen Geschwindigkeiten, mit der die Gemeinsamkeit

Mitgliedsstaaten oder europédischen Institutionen angestrebt wird, vermeidet jedoch aufwendige und
Ubertragen. langwierige  Abstimmungsprozesse mit allen
Den klassischen  Rationalisierungsstrategien Mitgliedsstaaten. Notwendig ist bei einem solchen

Arbeitsteilung und Pool-Bildung Sparing and Vorgehen allerdings eine verstérkte synchronisegen
Pooling) sind damit dort Grenzen gesetzt, wo dies ein Koordination, die der EU-Vertrag als ,Standige
eigenstandiges militdrisches Handeln zur Wahrung Strukturierte Zusammenarbeit® vorsieht und die auch
nationaler Interessen verhindern wirde. Wesentliche dem Konzept deBynchronized Armed Forces Europe
Fortschritte sind deshalb zumindest auf mittlerehSi zugrunde liegt.
nicht durch eine ganzheitich  angesetzte Noch nicht genlgend ausgeschopft sind die
Arbeitsteilung bei den nationalen Fahigkeiten zu Mdoglichkeiten, die eine professionelle Nutzung der
erreichen, sondern durch eine verstarkte und Instrumente des strategischen Kosten- und
strukturierte Koordination und Kooperation, die je Ausgabenmanagements bietet. Vorrangig ist hier eine
nach dem Aufgabengebiet auch zu einer Integration Ausweitung geeigneter Formen von Offentlich
fuhren kénnen. privaten  Partnerschaften zu prifen, die es
Fur weitere Rationalisierungen bieten sich hier insbesondere erméglichen, hohe fixe Ausgaben durch
vorrangig Aufgabenbereiche an, die — losgeldst von variable Ausgaben zu ersetzen, die nur bei Bedarf
spezifischen nationalen Einsdtzen — zu den anfallen. Ahnliche Wirkungen koénnen durch ein
Grundaufgaben jeder Militdrorganisation gehdren. Im verstarktes Outsourcing oder Leasing erreicht werde
personellen Bereich ist dies vor allem die Aushiiglu bei denen sowohl Private als auch andere Stretigkraf
im materiellen Bereich sind es die Beschaffung, Partner sein kénnen.
Logistik und Nutzung von Waffensystemen, Geréaten Zusammenwachsende européische Streitkrafte
und Infrastruktur. Strukturell kommen grundsatzlich erfordern und ermdglichen auch zusammenwachsende
stets Art und Umfang der Fuhrungskommandos, Verteidigungshaushalte. Da dies unmittelbar in das
Hauptquartiere und Fuhrungsebenen in Betracht. Auf Budgetrecht der nationalen Parlamente eingreifi] si
der strategischen Ebene bieten sich fur Integration Fortschritte durch eine  zunehmende  Anzahl
insbesondere die Mobilitat, die Aufklarung und eine gemeinsam finanzierter und konkret definierter
gemeinsame Raketenabwehr an. Hier vor allem lassenProjekte — etwa im Rahmen von sich ausweitenden
sich durch Sharing and Pooling weitere Clustern — anzustreben. Diesen Projekten und
Rationalisierungsgewinne erzielen. Als Basis sind Clustern waren dann Finanzmittel fir Investitionen
und Betrieb aus den nationalen Haushalten als
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Budgetierungen in Form von Globalhaushalten
zuzuordnen. Parallel konnten Finanzmittel verstérkt
der EU als Ganzes zur Verfligung gestellt werden,
Uber die von der EU eigenstandig als Teil des EU-
Haushalts verfligt werden kann. Im Ergebnis wirde

dies gleitend Uber die bereits vorhandenen Ansétze Parlamente

hinaus zum  Aufbau eines europaischen
Verteidigungshaushalts fuhren.

Einem solchen Vorgehen werden die
Mitgliedsstaaten jedoch nur zustimmen, wenn

gewabhrleistet ist, dass die Ubertragenen Finargmitt
effizient verwendet werden und zu Einsparungen
fuhren. Dies miusste institutionell durch ein

Aktivitatszentrum, flr das sich beispielsweise die
Europaische Verteidigungsagentur anbieten wéirde.
Zum Kernbereich  jedes  professionellen
Verdnderungsmanagements gehoéren stets Information
und Kommunikation. Nur wenn die Blrger und
der Mitgliedsstaaten  mehrheitlich
Uberzeugt sind, dass mit zusammenwachsenden
europdaischen  Streitkraften  Einsparungen  und
Effizienzsteigerungen verbunden sind und zugleich
ihre aul3ere Sicherheit nicht beeintrachtigt wirainrk
die Vision zunehmend gemeinsamer europaischer
Streitkréfte bis hin zu einer Europa-Armee
Wirklichkeit werden. In diesem Verstandnis kdnnte

professionelles Finanzmanagement auf EU-Ebene die dramatische Finanzlage der EU durchaus als
unter Einbeziehung des Europédischen ParlamentsChance gesehen und genutzt werden.

sichergestellt werden. Einem solchen
Finanzmanagement wére auch die Aufgabe
zuzuordnen, innovativ neue Finanzierungsmodelle zu
entwickeln. Dies kénnte wirkungsvoll etwa durch die
Etablierung einer Bank  fir  europaische
Verteidigungswirtschaft unterstitzt werden.

Der massive Sparzwang in den o6ffentlichen
Haushalten der Mitgliedsstaaten der EU wird zu
Konsequenzen fihren, die sich unmittelbar auf die
Ausgaben fir eine europaische Verteidigung und

damit auf die Europaische Sicherheits- und
Verteidigungspolitik als Ganzes auswirken. Dabei
sind perspektivisch zwei Mdglichkeiten

vorgezeichnet.

Die eine Moglichkeit besteht darin, dass nationale
Eigeninteressen noch weit starker als bisher
dominieren und die Verteidigungsausgaben dem
strikten Kriterium nationaler Aufgaben oder aucimde
Kriterium des Vorteils fur die jeweilige nationale
Regierung unterworfen werden. In der européischen
Perspektive  wird dies die Effizienz der
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SUMMARY
Military Budgeting in the Context of a European Army

Herbert STRUNZ, Rolf KARBACH

The current situation and perspectives of the Eemomational budgets do have a direct effect orrébpective
military budgets in their quality as parts of thational budgets. In the last years, EU defense redipge
decreased without any safety and security politiwdication. Consequently, military budgets will deminated by
the ruling austerity policies for an undeterminegtigpd of time. Cost reduction by cuts of operatowsgts, for
example by reducing the size of the troops, is nmmshmon. The intrusion of capital expenditure itenf
inevitable, however limited, especially due to Idagn contracts, national armament policies andhtres for state
of the art equipment. Latest numbers do not giweiadication of a quick increase of defense exptemeli Thus,
military budgets will for the time being, contintebe dominated by the rule of economy. The artiideusses the
respective possible and necessary impulses, whiehalao to be seen as opportunities in order tdement
economy and increase efficiency sustainably andrdotwy to the needs of the EU as a whole. The Hitillaniles
away from a common defense policy. There have heendications that the need for economizatiorhianfteld of
defense expenditure, which was caused by the fialbawied economic crisis, has been perceived by MerShates
as a necessary impulse and a chance to compreglgnand sustainably realize economization and imgmeent
in efficiency within the framework of the EU. Whikhe US defense expenditures are about twice ds dsg
Europe’s, they spend three times as much per cdmtathe Europeans. The US defense quota as fp@bDB
defense expenditure exceeds the EU’s by more tbablel, independent from economic growth ratioh# vision
of a European Army is to commonly plan the capaaitgt deployment of the armed forces, considerahlimgs as
well as an increase of efficiency are to be exmgkeckeom an economic point of view the main argument
keeping this vision its reference function whendtnes to pointing out the framework and objectioepossible
savings and improvements of efficiency and to wugkwith efficiency oriented reference numbers. Eifethe
vision of a European Army is not going to come tamg time soon, coalescing European armed forcgsalade
potential for increasing efficiency and economizatiThe exploitation and implementation of thosteptals is to
be promoted. A holistic European approach whichyaea and harmonizes the interior capacities, stres and

processes as well as the financial resources indbetexts and complexity is to be especially poteal.

JEL Classification: F51, F52, F59
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HUMAN RESOURCE MANAGEMENT IN MULTINATIONAL COMPANIE S

Jana SOCHUL’AKOVA

Abstract

The issue of multinational companies and multimaticenvironment is currently higly topical due lglization and
internationalization. Human resource management steddy growth in the use of the skills and knoggeaf people is
becoming the key to success for international andtimational companies. The expansion of internaiation

encounters managers lack of the experience to neapagple from different cultures and in differeahditions. The
article deals with a selection of aspects of humasource management in  multinational companiegaipg in a

multicultural environment. Work of personnel marage multinational companies requires sufficienblledge and
understanding of the cultural characteristics offelient countries. Understanding of each culturahension creates
conditions for effective human resource managenmeah international environment, which ultimatelgntributes to
the strategic objectives of multinational companies

Key words
Human resources, multinational company, multicdtenvironment, management

JEL Classification: F23, O15, M54

Introduction According to the United Nations Conference on
Trade and Development (UNCTAD), the
multinationals can be defined as "legal persons or
entities without legal subjectivity, which consisi
parental companies and their foreign affiliation
(subsidiaries) .." (Sakova, 2004)

International business environment places high
demands on the work of personnel management,
which consists in carrying out a number of tasks,
whether in the field of recruitment, their trainjng

career development, adaptation and other activiities Multinational companies can operate in all areas
the field of human resources management. One of the©f €conomic life, ie. in primary, secondary andigey
aspects that significantly changes the existing mfl ~ Sector. It is not thus only about the mining and

HR managers is the cultural differentiation of Manufacturing companies, but may also be about
countries in which managers operate. Work of SE€rviceé companies.

personnel managers in multinational companies Due to the branches (the parent company,
requires sufficient knowledge and understanding of subsidiaries) working in several countries, each
the cultural characteristics of different countries business unit is subject to the legislation of the
Understanding of each cultural dimension creates country in which they operate. Multinational compan

conditions for effective human resource management should first respect the rules and customs of thet h

in an international environment, which ultimately country and its activities should contribute to

contributes to the strategic objectives of muliioal sustainable development of the country in which it
companies. operates.
An effective international human resource Multinational companies make a significant

management is becoming increasingly important in contribution to the world economy, affecting the
the context of ongoing globalization. Multinational development of international trade and the exchange
companies are trying to find a balance between the rate. From a macroeconomic perspective, it is ewide
need to use the best practices of human resourceghat the development of import-export relation®eti$
beyond national borders with the need to adapheo t the development of the balance of payments, which
local culture and customs. The aim of the artislai affects the external balance of the country.
selection of aspects of human resource management i Multinational companies are also very important for
multinational companies operating in a multicultura the local economy, because they are often a sadrce
environment. jobs, the bearer of new technologies and sources of
innovation. Of course, the activities of multinasd
companies are not only advantageous but also

1. Multinational companies disadvantageous for the economy (Table 1).
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We distinguish two main factors that distinguish
multinationals from local operating companies:

- Multicultural environment - in companies there ar
people that originate from various national culgre

- Geographically separated national entities - the
parental company places branches in different
countries with different political, economic anccisd
systems, history, religion, geographical and climat
conditions, and others. (Bajzikova, Buciova, 2012)

Tab.1: positive and negative effect of multinatidsaon the economy of the host country.

Positives of multinational companies

Negatives of aitinational companies

increase the volume of international trade
assist in the creation of long-term capital
lobbying for free trade and the removal of traj
barriers (duties, taxes, governmental fees)
the bearer of innovation (science and resear
create jobs

support the career development of staff
applying rules of comparative advantage
reduces the cost of goods

produce new goods and increases the
opportunities to reach them through
internationalization of production

expanding global marketing knowledge
remove national barriers and prefer |{
principles of globalization of the worl
economy

de

ch)

he

increase the capital in the host countries but
profits are exported to the country of origin
limit the availability of commaodities by
monopolization of its production and by contrg
of its distribution in the world

export outdated technology to developing
countries

limit the wages of employees

disrupt the cultural traditions and national
differentiation, prefer homogeneous global
culture with an emphasis on consumerism
widening disparity between rich and poor part
of the world

question the national sovereignty of states
undermine their autonomy

[72)

and

By: Pichant' 2004, Marcimdkova 2012

The main differences of domestic firms and firms
operating abroad are:

1. The company abroad must perform multiple
functions and activities these activities relate
primarily to the international mobility of workers.
This relates to their international careers andteel
training to longterm stay, staying itself and work
abroad and without any doubts also the return tneho
environment. In addition, it is necessary to deshw
tax issues, international orientation, administeti
services for expatriates and the like.

2. Greater heterogeneity functions - personnel virork
national companies is usually focused on
homogeneous structure of employees in domestic

failure of the expected role that the expatriates wa
supposed to perform.

5. Differences in personal work - in each compamy a
introduced other personnel actions with different
priorities and performance of different tasks.

6. External influences - among these impacts irglud
for example. different cultural environment, traatiis,
diverse political and economic situation.

2. The human resource in
multinational companies.

management

Human Resources Management, which received

business. In the companies operating abroad itreccu a globalized world, the adjective "international”,
that there is more diverse social structure of focused on management of international movement of
management and other personnel, who in addition to workers in multinational companies, can be defined
this work in different social and business condiio by L. Bajzikova as "the process of recruitment and
3. Effects on the private life of employees — ciite staff _dev_elopment in international _ organiza’_[ions
for selection, training and own career must reftbet operating in Europe or globally.” Torrington defthe
family situation and the whole social background of [N international human resource management by 7K,
the worker. Examples are the employability of wife respectively in English 7C: _culture, cosmop_olltl_sm,
husband abroad, children's schooling, apartment or competence, consultation, coordination,
house left in the country etc. compensation, ~ communication. The role ' of
4. The resulting consequences of expatriate fadure ;r:‘;c;gait::oar;lal reg%n:qhézzoyéces management is to
early repayment of the expatriate causes beside the gically '

higher costs (salaries, travel, accommodation) also
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a) Cosmopolitanism - people tend to become d) The perception of differences — it is visibletth
successful members of a multilingual entity that abroad there are completely different norms and
coordinates the activities at high standards and it values perpetuating. We consider many of them to be

constantly on the move, irritating, unpleasant or repulsive. This may enege
b) Culture - large differences in education anduzel racist attitudes and discriminatory behavior.
of origin, e) Regret - A man is beginning to realize the loks

C) Competence - to develop a W|de range Of Skﬂ"s f hIS fam”y, fl’iendS, pal’tnel‘s, theil’ hObbieS al’lddﬂe
people who have to work in an environment f)Loss of status - in our own culture one is oftena
regardless of political, cultural and corporate higher social status than in another culture, dnisl t

boundaries, can cause feelings of disappointment, frustration,
d) Consultation - greater demands on local exmertis ~ anger and sadness.

e) Coordination - the creation of formal and infatm The sectors in which firms operatare of
processes for better coordinated cooperation betwee considerable importance because international
different parts of an international organization, competition laws are different in each sector. @a t

one hand, the domestic sector in which competition
each country is essentially independent of the
competitors in another country. On the other hand,

f)  Compensation (remuneration) -  specific
requirements for the determination of remuneration,

salaries and fringe benefits for expatriates atidetis there is a global industry in which the competitive

of the host country, o A )
o L L position of the company is significantly influencleg
g) Communication - maintaining good communication ;g position in another country.

between all parts of the organization worldwide. Commitment of management to foreign activities

~ The main difference between domestic and _ it management does not have a strong interndtiona
international human resources management resultsgrientation, the importance of foreign operatiorsym
from working in different countries and different pe ynderestimated. In such situations, managets ten

the following factors: domestic and international environment. They should

- Cultural environment give priority to the exchange of experience between

- Sector in which the company operates domestic and international human resource
management.

- The managerial attitude of the company _ )
The cultural environments a value system that According to Armstrong (20.09) the following
determines the rules of conduct. This means that SEPS are neccessary for correct international hnma

members of a group or society share certain ways of resource management.

life of shared values, attitudes and behaviors #ihat 1. The parent organization should expressly reaegni
timelessly transmitted. Any traveling abroad brings that its own specific ways of managing human
experiences that demonstrate cultural differences i resources reflect some of the beliefs and valuets of
speech, eating, dressing, hygiene and the percepitio  local culture.

time. While passengers perceive these differenses a 2. The parent organization should expressly re@egni
new or even as pleasant, for people who live akwo that its own specific management methods are
in another country such differences can be perdeive generally neither better nor worse than others, but
more sensitively. They experience the so called they are different and probably their strengths and

culture shock. It also includes a feeling of itia weaknesses can be seen within them, particularly
and confusion in relation to a foreign country amaly abroad.

lead to the rejection of foreign cultures. Totalsnt 3. The parent organization should acknowledge that
factors contribute to formation of a culture shock: its foreign subsidiaries may prefer other ways of

a) Effort - familiarization with the new things; managing people, which are not better or worseirbut
habitual strategy negotiation suddenly might not the given environment may be more effective.

work; sometimes it is necessary t0 get used 10 4 The headquarters should be willing to not only

achievment of small successes; recognize and respect cultural differences, bui s

b) Powerlessness - repeated failure may arise intake steps to make them to be talked about ane to b
doubts whether it is possible to adjust at all sTaften useful.

leads to a feeling of helplessness. 5. All parties should create sincere and genuiriefbe

c) Confusion - one is not sure what role they ptay  that creative and effective ways of managing people
the eyes of foreigners and what role the foreigners can be made on the basis of ,knowledge of cultures®
play. Itis not clear what is expected from thexma
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2.1 Hofstede's model

Dutch expert on intercultural management
Hofstede in his research studies to ascertain how
different the various national cultures. It is thes
cultural differences affect the way in which théerof
human resources implemented outside the country.
During the study worked with managers and
employees of multinational companies. Analyzed and
identified a number of dimensions, which have their
reflection in work attitudes and values of people
today. There are the following dimensions:

a) Individualism - Collectivism

Individualism is the primary focus on us
ourselves and our immediate family, individual
interests, and own career. The emphasis is on medrso

avoidance will prefer the certainty and stabilityda
seek and implement mechanisms that increase the
feeling of security and safety in precarious sitwet

(eg. detailed working plans). We constantly create
some rules and try to avoid ambiguous situations an
uncertainty.

Individuals who have a low degree of risk
avoidance handle various difficult situations bette
and do not need many formal rules and regulations.

d) The value of the individual (masculinity and
femininity)

It describes the degree to which individuals are
more inclined to so. masculine values (eg. the
independence, dominance) or the so-called. feminine
values (eg. dependence, openness, empathy). Gulture
with a high degree of masculinity are characterizgd

responsibility and personal success. The relatipnsh @ clear differentiation of roles between the sexes,
between employer and employee are in the form of a independent performance, ambition. Preferred is
contract between the buyer and seller in the labor heroism, success, determination, efficiency and

market. The management is focused on the individual

Collectivism is where the emphasis on group
interests are subordinated to the interests of the
individual and group decisions are also the resfilt
the work. Group effort is preferred, teamwork and
creating a positive group climate. Relationships at
work are in the form of moral relationship, in whic
the obligation is to support each other and belloya
Management is focused on the working group.

b) Acceptance of power (power range)

Characterizes the degree of acceptance of a
hierarchical distribution of power in society. éflects
the degree to which individuals perceive difference

competitiveness. Conflict resolution is in a stgk
struggle for power.

Conversely, culture with a high degree of
femininity are characterized by gender equality, a
focus on quality of life, empathy. Preference igegi
to care for the weak, the interest in interpersonal
relationships. Manager looks for consensus and
individual asserts himself less.

e) Short-term and long-term
orientation

Short-term orientation focuses on the presence or
history and preservation of traditions. Long-term
orientation focuses on the future; the resources ar

orientation

between people as legitimate and accepted. CulturesStored for future consumption.

with high acceptance can perceive clear differences
between superiors and subordinates. In business the
is a centralization of power with the privileges fo
workers with a higher status. Manual labour has a
lower status than office work. Payroll system has a
large range of salaries between the executive laad t
lowest positions. Employees in companies with a
large margin consider inequality as the naturaltenat
Ideal leader from the perspective of the subordimat
the benevolent autocrat.

Individuals in cultures with low acceptance can
perceive small differences between organizational
levels. Subordinates and superiors are considesed a
peers. Subordination leaders expect them to be
consulted on decisions. Ideal leading from the
perspective of the slave is resourceful democrat.

¢) Avoiding risk and uncertainty

It represents the degree to which employees
identify with uncertainty and ambiguity. It express
the extent to which people need certain rules and
standards. Individuals who have a high degreessf ri

2.2 Staffing policy in a multinational company

Human resource management varies considerably
in relation to the conditions of each national ne&rk
For example, working hours, job incentive money,
conditions recruitment and dismissal, or request th
disclosure of personal data. There are currently tw
management strategies applied. It is an adaptation
strategy, where the emphasis is on the specific
conditions of each national market. The secontias t
global integration strategy, which the organization
seeks to help expatriate export everything at home
successfully. For the organizations it is the be$ind
a path between the two strategies.

When filling vacancies in the internationally
active business the following policies apply:

1. Ethnocentric policy - filling managerial
positions in foreign countries by domestic workers

from the company headquarters, ie. occupy key
functions in branches by expatriates. It is efiector

23




SOCIALNO -EKONOMICKA REVUE / 02-2015

companies that are being promoted in international The disadvantages of polycentric policy: difficult
trade, or in already established companies thahiei reconciliation between the parent and the subsidiar
activity on hitherto unknown market and have no and the risk that in the event of conflict in cadea
reliable information about the local labor forceheT lack of loyalty from the part of the host counttiie
deployment of expatriate guarantees the transfer of preferred solution would be business-harming.
corporate know-how and good communication and Basically the polycentric policy is the opposite of
coordination with headquarters. Foreign affiliates ethnocentric strategy. The emphasis is on the nefeds
have no autonomy, strategic decisions are made bY|ocal markets. The branch is relatively indepenasnt
headquarters and key positions in domestic and the headquarters. However, the problem may be lower
foreign countries are managed by expatriates flem t  coordination of strategic objectives. Managers are
mother country from the host country. Local customs and cultues ar

Its advantages are: easier assertion of the respected. In case of commercial branch, local
company policy, smooth communication and managers select from a global product portfolio of
coordination of activities, easier transfer of a products that reflect local needs and customshdén t
management and technical know-how, extension of case of production branch the products are directly
workers experience in domestic cities, higher adapted to local conditions. The disadvantage és th
expatriate staff loyalty to the parental company. lack of use of synergic potential.

Its disadvantages include: demotivation of 3. Geocentric policy policy of equal
domestic workers, it's harder to adapt to the opportunities, nationality or origin of the workeatses
conditions of the host country, cost of sending the not play any role in filling jobs abroad. Key pamits
workers, threat to the continuity of business are filled by the most suitable workers, regardtdss
environment and frequent exchange of delegates, gender, race, ethnicity, and so on. The strategy
problems with expatriates to adjust. focuses on the creation of a group of talented leeop

Ethnocentric strategy is related especially to the Who are competent, mobile and have experience of
home country. This means that domestic managementWworking in a multicultural environment. Multinatiah
style, home values, home skills, domestic prodats ~ company ignores nationality, the skills are esaénti
considered to be the most appropriate, and therefor The advantage of applying geocentric policy is in
still applicable to local markets. This enterprisas a greater potential of skilled workers and more
created a unified image and its foreign branchdake flexibility in finding workers. The policy challemgis
over domestic norms, rules and values. Local market to find the best people, regardless of nationalitye
are geographically and culturally close to home key is to create a strong unifying culture. Thitigyo
environment or are in less developed countries. The makes sense for companies pursuing international or
management is highly centralized. The branch global strategy. Geocentric company policy allokes t
managers are working mostly from the country of best use of human resources and building cadres of
origin. Products manufactured by a foreign braneh a international managers who feel at home in differen
often at a lower technological level. Ethnocentric cultures. On the negative side, however, is costly
strategy is elected by businesses that are indHg e  implementation.

stages 'of internationalization, but Asian companjes Geocentric strategy is characterized by a common
prefer it too. European and American companies gpproach of headquarters and its branches on the
apply it to less developed markets. The drawback of giobal market. Selection of managers does not depen
this strategy is a kind of cultural myopia. on their country of origin, but on their professibn
Underestimation of local culture and environmenmt ca  gkijlls. Branches are not independent as much #ein
lead to unnecessary problems and conflicts. polycentric strategies, but also they are not under

2. Polycentric policy key positions are filled by ~ enormous influence as with the ethnocentric apgproac
managers of the host country. Sometimes this policy Global companies offer global product, but at the
is enforced by government administration. Polydentr  same time respect local markets.

Culture, ItS ValueS and Standal’ds Of behaViOI‘, and Multinational Company manages human resources

regulations of the host country. business and product strategy. Internal mobilitiay

Its advantages are: easier integration of the positions is carried out within these regions.
subsidiary to the foreign market, increase in lts advantage is that relations between regional
motivation for local workers, affirmative action the headquarters and subsidiaries in the region become

public eye of the host country, local managers know stronger, and it takes local conditions into ac¢olin
the culture, customs and legislation better.
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reflects the geographical orientation and structfre
multinational companies. As with geocentric
approach, a wider range of managers is used hate, b
it's limited to the region. Regional managers are
usually not delegated to the head office and thayeh

a relatively big freedom of decision-making.

Regional centric strategy combines attributes of
ethnocentric, polycentric and geocentric strategy;
therefore, of attributes of global integration, iadal
responsibility. Branches are grouped within a
geographically and culturally close regions. On the

Conclusion

In today's globalized world it is necessary to have
regard to all aspects, which human resources manage
must take into account in his work. We mean noy onl
managing the quality of human resources
management, but also understanding and acceptance
of cultural differences of individual employees.{n
human resource managers who are having this
capability can be effective and successful in marpg
multi-cultural management team in a multinational

one hand, headquarters and regional headquartersompany.

communicate and coordinate objectives together, on
the other hand the regional headquarters and the

branch. Many multinationals typically form the
Central European region, the region of Russia and
former Soviet republics, regions of Latin America,
South East Asia region (+ Australia and New
Zealand), Middle East region etc. Specific stragsgi
in different regions may be similar, but may beoals
quite different. This means that for each region a
multinational company may use different marketing,
brands and products.

Literature

Armstrong. M. (2009)Odméiovani pracovnikuPraha:
Grada Publishing, 448 s.

Baaij, M. G., Mom, T. J. M., Van den Bosch, F. Aef
al. (2015). Why Do Multinational Corporations

There is no unified guidance on how to manage
human resources, but it is neccessary to follow not
only the global trends, but also local conditiofkey
reflect the local culture with which people aresgly
related. Work of personnel managers in multinafiona
companies requires sufficient knowledge and
understanding of the cultural characteristics of
different countries. Understanding of each cultural
dimension creates conditions for effective human
resource management in an international environment
which ultimately contributes to reaching of the
strategic objectives of multinational companies.

Ivanova, E. (2013). Kvalita podnikdiského prostredia v
regionoch SRIn: MMK 2013. Mezinarodni Masarykova
konference pro doktorandy a mladédecké pracovniky
. Sbornik gispevkii z mezinarodni conferenceHradec
Kralové : Magnanimitas, s.934-943.

Kleibl, J., Dvdékova, Z., Subrt, B. (2001)Rizeni
lidskych zdraj. Praha: C. H. Beck.

Relocate Core Parts of Their Corporate Headquarters Kralova, K. (2014). Business environment in Slovak

Abroad? Long Range PlanningVolume: 48 Issue: 1
Pages: 46-58

Bajzikova, L., Bdciov4, Z. (2012). Medzinarodny

manazmentfudskych zdrojavBratislava: Ofprint s.r.o.,

186 s.

Bajzikova, L., PiSkanin, A., LaSakova, A. (2010).
ManaZzment v globalnom prostredBratislava: Ofprint

S.r.o., 238 s.

Baldz, P. akol. (2001)Medzinarodné podnikanie
Bratislava: Jamex, 572 s.

Cantwell, J., Pescitello, L. (2015)New Competence
Creation in Multinational Company Subunits: The &ol

of International Knowledge. WORLD
ECONOMY Volume: 38 Issue: 2 Pages: 231-254
Giuliani, E., Gorgoni, S., Guenther, Ch. (2014).

Emerging versus advanced country MNEs investing in

Europe: A typology of subsidiary global-local

connections.International Business RevielWolume: 23
Issue: 4 Pages: 680-691

Hofstede. G. (1993). Cultural constraints in mamagya
theories.Academy of Management Executii®93, 7,
81-94. ISSN 1079-5545

conditions.Socialno-ekonomicka revues. 12,¢. 4, str.
6-13

Marcincdkova, D. (2012).Medzinidrodné podnikanie
z makroekonomického példu Bratislava: lura Edition,
spol. s.r.0., 142 s.

Marcincdkova, D . (2012)international Business from a
macroeconomic perspectiviBratislava: Economics
Pichang, M. (2004). International Management and
Globalization Prague: C.H.Beck.

Sakova, B. (2004).Transnacionalne korporacie vo
svetovej ekonomikBratislava: Ekoném, 2004, 174s.

Contact:

Jana Sochiékova, Ing. Ph.D.

Katedra ekondmie a ekonomiky

Fakulta socialno-ekonomickych tehov
Trertianska univerzita Alexandra Dégka v Tredine
Studentska 2, 911 50 Trén

e-mail: jana.sochulakova@tnuni.sk

25




SOCIALNO -EKONOMICKA REVUE / 02-2015

NOVE TRENDY V RIADENI LUDSKYCH ZDROJOV

New trends in human resource management

Adriana GRENCIKOVA

Abstrakt

V predkladanej Stadii poukazujeme na vplyv vondagsia vnatorného prostredia organizacie na tvortmndepcie
riadenial/udskych zdrojov. Prostredie v ktorom Zijeme je znyeaovplykované novymi technolégiami a technikami, ako
aj zavadzanim novych aplikacii. V dosledku tohonsaia poZiadavky na pracovnu silu, na jejcposti a schopnosti

a aj na jej flexibilitu. Zarové, so vstupom novej generacie na trh prace, sa mepgoziadavky pracovnej sily na
zamestnavatev. Do popredia sa dostava trend nepraacbpee jedného zamestnavidecely Zivot a trend nezavislosti.
To znamena, Ze potencionalne talenty sa sami sté&xajnestnivatmi a vytvaraju nové konkurémé prostredie

s novymi flexibilnymi metédami riadenia oproti zaanému spdsobu myslenia manazérov niektorych padniento
trend ovplyxuje situaciu na trhu prace. Kvalithd pracovna sBa stane vyhodou najméa pre toho, kto ponukne
zaujimavejSie podmienky prace,domn sa nebude jedriéen o fina@né ohodnotenie, ale najma a'ak zamestnavate

k svojim zamestnancom.

KPucéové slova

Pracovna sila, riadeni&Z, nové pristupy k riadenilZ, Human resourses , vplyvy na zamestnavanie réitep

Abstract

In the study, external and internal factors thétuance an organization and its employment polietese looked at. We
live and work in an era of unparalleled technolaiprogress. In response to technological advaneaskforce skill
and flexibility requirements are changing. At tlaene time, the young generation entrance into thefence is making
employers change their human resource policieseBponse to their demandbe new trend is not to work for one
employer throughout life and trend independencés Titeans that the potential talent has become grapdhemselves
and create new competitive environment with newibfle management methods compared to outdated irnigink
managers of some companies. This trend affectdatter market situation. Quality workforce becometantage
especially for those who offer interesting workawgnditions, while it is not only about a salary lespecially about the
relationship of employer to its employees.

Key words
Workforce, HR management, new approaches to HR geament, Human resourses, employment policy, lalaoken

JEL Classification: J31, M53, M54

Uvod kapitalu najméd mladycliudi a pracujucich sa stava
zakladnym faktorom ekonomického rozvoja.
Zijeme v dobe, kde neustale zmeny zasahuji do Vv dosledku zmien, ktoré neustale prebiehajd

vdetkych oblasti nasho Zivota. Zmeny prostredia, & ktoré vtl&ili ekonomickému a socialnemu okoliu
v ktorom sa pohybujii podniky, menia naroky na firiem nové znaky, sa ukazalo, Ze kvalitadskych
kvalitu riadenia temer vkazdej oblasti, v ktorej 2zdrojov a moZnosti ich vyuZitia pri stanovovani
podnik pdsobi. Jednym z najvyznamnejéich faktorov, Stratégie rozvoja podniku a jej realizacie sa atav

ovplyviiujicich Uspesnds & nelspesnas podniku rozhodujicim Uspechom podniku (Sikyr,2014). Ide
v konkurertnom prostredi, jeudsky faktor a kvalita ~ Predovsetkym o dosiahnutie  vysokého  &fup

jeho fungovania. Pdd Beckera (1995)udsky kapital ~ flexibility, reakcie na zmeny a prispdsobovanie sa
nemozno degradova pretoze hra IKicovli Ulohu novym poziadavkam a podmienkam vo firemnych

v ekonomickom raste. A prave kvalittudského  Stratégiach.
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Prostredie v ktorom Zijeme je vyrazne
ovplyviiované novymi technolégiami a technikami,
ako aj zavadzanim novych aplikacii. V désledku toho
sa menia poziadavky na pracovnu silu, na jejreosti
a schopnosti aaj na jej flexibilitu (Vojtavi S.,
Krajndkova E., 2013). Zarowe SO vstupom novej
generacie na trh prdce, sa menia aj poziadavky
pracovnej sily na zamestnavidg. Nova generéacia
vyrastala v prostredi, ktoré je vyrazne ovplyvnené
zavedenim novych komuni&aych technolégii
apreto sa meni aj spdsob Zivota ahodnotova
orientacia mladycliudi. Do popredia sa dostava trend
nepracové pre jedného zamestnavédecely Zivot
atrend nezavislosti. To znamena, Ze potencionalne
talenty sa sami stavaju zamestnédkaiea vytvaraju
nové konkuretné prostredie s novymi flexibilnymi
metédami riadenia oproti zastaranému sp6sobu
myslenia manazérov niektorych podnikov. Tento
trend ovplywiuje, ale do bududcnosti omnoho
vyraznejSie ovplyvni, situaciu na trhu prace. Mégem
konstatovéd, Ze kvalitnd pracovnd sila sa naozaj stane
vyhodou avyhodou najma pre toho, kto ponukne
zaujimavejSie podmienky prace, gmn sa nebude
jedn& len o finagné ohodnotenie, ale najma Cah
zamestnavata k svojim zamestnancom. Blaskova
M.(2009) poukazuje na suvislds zvySovania
motivacie a zvySovania kvality zamestnancov.

Skusenosti medzinarodného manazmentu
ukazuju, Ze faktory rozhodujuce otom, ktord firma
dosiahne Sgkovu Urovén alebo Standardnu Urave
vykonnosti, pripadne, ktor4 firma v ekonomickej
sirazi neuspeje, su vysledkom schopnosti
manazmentu organizacie practvaefektivne
sludskymi zdrojmi. Rozhodujuca je schoptios
sformova’ I'udské zdroje do podoby, ktora zabeidpe
vyuzitie intelektualneho potencialu a kreativibudi
v prospech splnenia diev podniku (Hitka,2009).
Tento proces zahuje formovanie personalu, jeho
schopnosti a z&nosti a stiasne tiez pouZzitie takych
nastrojov riadenia, ktoré zabezfge vysoku Urova
a kvalitu vykonu v3etkych pracovnikov podniku,
prostrednictvom d&nnej motivacie a kvalitného
riadenia vSetkych procesov. Ukazuje sa, Ze dredi
pristupy k manazmentu v globaléreom
a multikultrnom prostredi sa stavaju tiedymi
aoblas, ktord prechadza najgsimi zmenami je
oblag’ Tudskych zdrojov a pristupov Kk riadeniu
Pudskych zdrojov.

1. Metddy zberu informacii

Na ziskanie relevantnych Udajov sme pouZili
riadeny Struktarovany rozhovor, pomocou ktorého
sme zbierali informéacie v jednotlivych podnikov v
mesiacoch oktéber - november 2014. Dotaznik mal 28
otazok a bol zamerany na skumanie vonkajSich a

vnatornych podmienok, ktoré ovplywja
zamestnavanieludi. Ide o techniku zberu dat v
socialnom vyskume. Anketar postupuje otédzku za
otazkou potia dotaznika a respondent odpoveda.
Anketar zaznamenava odpovede do dotaznika Aby
boli ziskané odpovede reprezentativne, mali by
respondenti b vybrani ako né&hodna vzorka.
Vyplnené dotazniky sme Statisticky spracovali
pomocou programu Excel. Pri realizacii rozhovoru
platia i nasledujuce zasady:

Je jasné, kto zodpoveda

Percento dokafenych rozhovorov je vysSie ako
navratnos dotaznika

Jet'azké vynech@otazku

Anketar poskytuje respondentovi vySSi komfort
nez samotny dotaznik

Problémom mbéZze Wy pocit
citlivych otazok

Ide o nakladnu techniku

Casova namnog’ vedie k men3ej \&osti
skimanej vzorky

Su potrebni Skoleni anketéri
Anketar méze ovplyvitirespondentov

Celkovo ide o vBmi preciznu techniku
socialneho vyskumu, ktord prindSalmé kvalitné
vysledky a z tohto dévodu sme sa prerozhodli. Pri
spracovani Udajov sme vychadzali z c¢aajejSie
pouzivanych a publikovanych kritérii  pre
klasifikaciu podnikov a to charakter kameho
vysledku podnikovefinnosti (vyrobky alebo sluzby)
a vad’kos’ podniku.

neanonymity

2. Vysledky prieskumu

Z vysledkov nami realizovaného prieskumu
vyplyva, Ze vplyvy vonkajSiecho a vnuatorného
prostredia vyrazne ovplywmju tvorbu politiky
zamestnavania v podniku. Kritériumlkesti podniku
a nami zvolené kritérium kotierého vysledku ukazuju
na rozdielno8 nami skumanych  vysledkowo
poukazuje na to, Ze je potrebné tbido Uvahy aj
zameranietinnosti podnikov a ich v&os’. SEasna
tedria nepoukazuje na tieto vplyvy a vysledky
globalizuje, len vEmi mélo autorov vidi rozdiely v
riadeniludskych zdrojov a savislostiach prostredia, v
ktorom sa podniky pohybujd. JednoZna nam
vyplyva, Ze je potrebné uptaiva’ pristup ,Best Fit"

— najlepSie prispdsobovanie a treba pri tvorbetiggli
zamestnavania bfado Uvahy a analyzovavelké
mnozstvo faktorov. Jednozfree vyplyva, Ze je
potrebné vzdelava liniovych manazérov v oblasti
personalnej prace, lebo oni sa najviac ptajie na
tvorbe pravidiel zamestnavania podniku. Medzi nové
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trendy v tvorbe podnikovej politiky zamestnavania
mozeme zaradinasledovné:

Pracovna sila, ktora je k dispozicii na trhu prace
starne a preto novym trendom bude veriova
pozornog otazkam udrzat@osti pracovného
vykonu najma v suvislosti so zdravotnym stavom
zamestnancov a vo §&ej miere sa tak venova
ich fyzickej kondicii a prevencii ochoreni.

V suvislosti s uvedenym trendom starnutia
pracovnej sily bude potrebné vendvaeustéle
pozornog vzdelavaniu tejto pracovnej sily a
rozvijaniu jej schopnosti, tak ako nami osloveni
zamestnavatelia aj my sa domnievame, Ze vek
nema vplyv na vykonnds zamestnanca, ide
najma o schopnosti a zZmosti.

Vyrazny dbraz bude potrebné Kiasna

informovanog zamestnancov o diech v

podniku a o konkrétnych diech, ktoré maju

jednotlivi zamestnanci v tejto suvislosti pini
Tato informovanad ma slvis najméa s riadenim
pracovného vykonu.

Systém hodnotenia bude potrebné prispdsobi
riadeniu pracovného vykonu a odbtizbytaine
ne®innd administrativu, to znamena zaties
vasSiu flexibilitu riadenia najmad v strednych a
vel’kych podnikoch.

Trendom pri ziskavani zamestnancov bude stale
viac dominovéd pouZivanie socialnych sieti, ako
najrychlejSej moznosti rozSirenia informacie o
vo'nom pracovnom mieste.

Pri.  vybere zamestnancov a  napriek
propagovanym novym metdédam vyberu budi
stdle dominové& staré metddy ako pohovor a
skimanie Zivotopisu, ¥8ia pozornasvsak bude

Narastie vyznam HR analytikov, ktori sa budu
sustre’'ova’ na vyladavanie talentovanych
zamestnancov prostrednictvom tzv. Big dat, pre
organizacie ktoré chapu vyznam tychto dat. Tito
analytici budu skantatrendy v spravani daudi a
nastavové stratégie v oblasti HR.

Zlozité  vyzvy  vytvarané  ekonomickym
globalnym prostredim budu vyZaddwestup HR
manazérov do urovne C-SuitéjZze zapojenie
manaZzérov 'udskych zdrojov do Udrovne top
manazmentu alebo pripravu top manazérov v
oblastiTudskych zdrojov. Bude potrebné neustale
prehodnocové stratégie v oblasti pracel'sd'mi

a sustredi sa na timovu pracu.

Mobilné aplikacie budi hfakra¢ovu alohu pri
organizacii prace a pri znizovani nékladov na
pracovnu silu, v snahe bojavaroti rozSirujicej

sa priepasti medzi dostupnymi nog’ami
zamestnancov a poZziadavkami na cpasti
zamestnancov od zamestnavate

Bude pokrgova’ trend v zavadzani novych
technolégii a nahradzovaniludskej préce
technikou.

Bude pokréova’ trend vedenia Borderless
talentov, to znamend talentov bez hranic, ide o
schopno8 organizacie re3pektotza kultarne
rozdiely a vyuZivéatalenty v lokalnom prostredi.

PouZivanie socialnych sieti  budecoraz
vyraznejSie  pri  ziskavani  zamesthancov.
Pouzivanie Linkedln, Facebook, Twitteru a
d’alSich socialnych sieti sa vyrazne zosilni, najma
pri vyhradavani pracovnej sily, ktorej je na trhu
prace nedostatok

Bridget Loudon, spoluzakladdte a generalny

venovana ziskavaniu informacii o samotnom riaditel’ spola@nosti Expert360, definoval trendy v  HR

zamestnancovi,¢i uz oficialnych v podobe
referencii alebo neoficialnych z okruhu jeho
byvalych spolupracovnikov.

KedZze flexibilita v uzatvarani pracovnych
pomerov nebude v Slovenskych podnikoch v
najblizSom obdobi trendom, lebo nie je v
podvedomi zamestnhancov ani zamestndeate
bude potrebné sa viac vendvarganiz&nej
flexibilite a flexibilite schopnosti zamestnancov.

Samostatnas a kreativita zamestnancov su
najpozadovanejSie schopnosti zamestnancov, aby
sa tieto schopnosti mohli rozvitibbude potrebné
zment’ rozhodovanie na viacerych drovniach
podnikov a zvy3l o snahu delegovania ale aj
nesenia zodpovednosti za prijaté rozhodnutia.

Karen Cariss, zakladd¥a spol@énosti PageUp

people, zadefinovala &sajdblezitejSich trendov HR
na rok 2014 (Cameron, 2015). Uvadzame ich pre
porovnanie s nasimi zisteniami:

(Tylor, 2015) na rok 2015:

Zamestnanci budtoraz menej lojalni k svojim
zamestnavatem, neustale sa budu obzégo
novych vyhodnejsich pracovnych
prileZitostiach. Trend prace pre jedného
zamestnavata na viac rokov alebo cely Zivot
sa bude stavaminulog’ou. Bude potrebné viac
pozornosti venowamotivovanie zamestnancov.

Generacia, ktora vstupuje na trh prace nazyvana
generacia Y alebo Millenialg’ydia narodeni v
rokoch 1981 — 1997) su inSpirovani Start — up
projektami, to je rychly rast firmy a chcu
pracova& pre také firmy alebo chcu malastné
firmy a by nezavisli, nedavna Studia
uskut@nena v Austrdlii ukazala, ze az 72%
rudi z tejto populacie by sa chcelotstaojim
Séfom. Trendom bude preto nethgniknit a
rozvija ich schopnosti. V principe talentovani

28




SOCIALNO -EKONOMICKA REVUE / 02-2015

potencialni zamestnanci sa chcu tsta -  Zamestnavatelia sa musia smadi vytvorenie
zamestnavateni. dynamického a otvoreného prostredia najma pre
Nosenie neformalneho olskenia sa rozsiruje na generaciu Millenials a mladychudi, ktori ched
cely pracovny tyzde &m  zamestnanci zmenu, akludia mozu merti svoje ulohy a
vyjadruja svoju individualitu pri praci. Tym sa pracovd na roznych projektoch podporuju aj
podporuje  vytvaranie pozitivneho tahu ciele podniku. Najvyraznejsie talenty nebudd
zamestnanca k svojmu pracovnému prostrediu a chcie’ cely zivot pracova v jednej pozicii a
podporuje sa tak vykonnasTento trend je brant’ im v odchode mdZze odradod prichodu
indpirovany gigantom Google, ktory je znamy iné talenty od vstupu do spétwsti.

svojou podporou neformalnosti pri beznych -  Trend bude v zostupe freelanceru, to znamena
pracovnych odevoch, vytvaranim zen zény, vaesi paet flexibilnych zamestnani pre viac
bezplatnych potravin pre zamestnancov. Tieto zamestnavatev. Technoldgie budu rkicové
opatrenia viedli k zvy3eniu produktivity a pre rozvoj tohto trendu a organizéacie tak mozu
inovacii v spolonosti. zdie’at’ vyuZivanie talentov.

Internschip stédZze budtoraz doleZitejSie pre Na zaklade naSich zisteni a zadefinovanych
mladl generaciu, kde mézu zisk&vauinosti novych trendov expertami pre roky 2014 a 2015 sa
a stretnf sa s redlnym prostredim. domnievame, Ze najdéleZitejSie nové trendy v oblast
Zamestnavatelia si  Zmaju  uvedomov& HR v podmienkach slovenskych podnikov v
vlastnosti Specifické pre tato generaciu ako najblizSom obdobi budu:

podnikanie, riskovanie, flexibilita. Staze su  _  yengvanie pozomosti analyzam vonkajsieho a
navrhovaneé tak, aby boli vzajomne vyhodné pre vnatorného prostredia podniku

obe strany. Predpoklada sa, Zze v roku 2020 ) ) ) . ;
bude aZ 40% pracovne;j sily tvbgeneracia Y. Sustredenie pozornosti na rozvoj amasti
. y e sitasnych zamestnancov a venHyazornog
Teleworking  bude coraz va&sim  trendom. starostlivosti o tychto zamestnancov
Technologicky pokrok pripravil podu pre
zvySenie  véSieho potu  flexibilnych
pracovnych uvazkov. V dneSnom mobilne
prepojenom svete uz fyzické pracovisko nie je
nevyhnutnogou.
Uspesné firmy budu pre viadavanie talentov
pouziva mobilné aplikacie a socialne siete,
urychli ziskavanie.

Zamestnanci storaz viac budd chcieudrza
rovhovahu medzi osobnym a pracovnym
Zivotom, zamestnanci budéoraz viac chcié
vedig’ informacie o hodnote svojej prace v
podniku. -  Sustredi pozornog na riadenie vykonu a
vytvaranie timov

Vytvaranie dynamického pracovného
prostredia, upustenie od niektorych prvkov
podnikovej kultary a vytvaranie osobného
vztahu zamestnanca k svojmu pracovnému
prostrediu

- Zwysit moznosti  flexibilného  zapojenia
zamestnancov v ramci pracovného Gvazku
Sustredi pozornos pri vyhadavani talentov
prostrednictvom Start-Up projektov a tym
profilovat  zrwenosti  svojich  buddcich
zamestnancov

Podnikova kultira bude prezentovana v inej

forme a zamestnavatelia budi viac zvafova -  ZvySit informovanog o cid'och podniku a
zrwenosti a schopnosti kandidata ako schopnos vytvaranie osobného vahu zamestnancov k
prispdsoli sa podnikovej kultire. Do Gvahy sa podnikovym ciéom

bude potom bra¢i je zamestnanec ochotny  _  zayadza nové technolégie a nové mobilné
pr_isp()som sa podnikovej kultire a do akej aplikacie pre zvyZenie vykonnosti
miery. zamestnancov a zvysenie kreativity

Tym, Ze zamestnavatelia budl deea’ pracu - Vo v&$ej miere vyuZivéa socidlne siete pre
sitasnych zamestnancov ukazu im, Ze si ich vyhPadavanie zamestnancov

vazia.

Rozvojové programy uZz nebudu vyhradené len Zaver

pre Kuc¢ovych zamestnancov ale pre v3etkych,

pbjde najméa o rozvoj ztmosti vylfadavanie a

rozvoj talentov. UdrZanie si lojalnych Kritéria skamania, ktoré sme zvolili pri skamani
zamestnancov a lojality ako firemnej hodnoty uvedenej problematiky v podnikoch nie su Standardne
sa stava minula’su. kombinované a najma kritérium kaimeho vysledku,

kde sme delili podniky na podniky v sektore vyraby
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v sektore sluZieb, poukéazali na
Pudskym zdrojom v podniku. Kritérium ptal
velkosti poda smernice EU sme zvolili z dévodu, Ze
toto kritérium sa pouZiv&oraz ¢astejSie a tak isto
poukazalo na rozdielne zistenia. Zvolené kritéamn
potvrdili, Ze nie je moZné prijinfa univerzalne
postupy a treba bfado Gvahy mnoZstvo faktorov,
ktoré ovplywviuju pésobenig€innosti podniku. My sme
v nadej praci tieto faktory analyzovali z fadu
vnutorného a vonkajSieho prostredia organizéacie.

Vplyvy vnuatorného a vonkajSieho prostredia
vyrazne vplyvaju na riadeniéudskych zdrojov v
podniku. Ziadny problém vyskytujlci sa v podniku
nemozno zjednoduSene interpretdlen ako dosledok
jednej préiny ¢i podmienky. Podmienok a g je
vela, prtom vytvaraju Sirokd a komplikovana gie
vzajomne prepojenych vazieb a tahov medzi
uvedenymi  obladami skimania, pojednévaju
(Struncz,H.,2007). Podniky funguju v réznych
formach a to isté plati aj o personalnom riadeafisZ
¢o vnutorné podmienky podniku ovplwja priamo

rozdielne pristupy

personalnu pracu, vonkajSie podmienky su objektivne vyuZivanie a spracovanie

a podnik na rozdiel od vnuatornych podmienok, ktoré
sa mbze pokusado ukitej miery ovplyvnt’ , ich
ovplyvnit neméze a musi ich pri tvorbe politiky
zamestnavania btalo avahy. Efektivnasorganizacie

je do vekej miery zavisla na kvalitéudi v podniku.
Prave kvalita pracovnej sily a poZiadavky na
ovplywiiuju tvorbu konceptu politiky zamestnavania v
podniku.

Z nasho Setrenia vyplynulo, Ze vonkajSie
podmienky vplyvaju na tvorbu politiky zamestnavania
a to najma v kategorii mikro, malych podnikov a
strednych podnikov, ktoré predstavuju v Slovenskej
republike 72% podnikov. M&é podniky menej
pocituju vplyvy vonkajSieho prostredia. Naopak pri
skimani vnutornych podmienkach sme zistili, Ze malé
a stredné podniky su flexibilnejSie a skér sa
prispésobuju novym trendom, ide skér o intuintivne
prispdsobovanie. Vo Vkych podnikoch pbsobia
manaZzéri v oblasti HR a prispdsobovanie sa novym
trendom mbéze Wy zloZité z dvoch dbévodov.
Prestavovanie zavedeného systému, mozZe’ by
komplikované alebo znalosti manazérov v oblasti HR
su zastaralé.

Napriek  vysokej miere nezamestnanosti
slovenskych zamestnavéibe najviac trapi kvalita
pracovnej sily a to nielen zfmosti a schopnosti ale aj
absencia socialnych kompetencii. Jedndmaa
pocituju absenciu samostatnosti a kreativity. Na
druhej strane su niektoré spodsoby riadenia

na flexibilitu a flexibilné formy pracovného zapoja,
slovenski zamestnavatelia preferuju téadi formy
zamestnavania, ktoré im neumai rozvija Ziadané
schopnosti zamestnancov. NajcennejSi pracovnici,
ktori s pre podnik doleziti mdZzu preto z tychto
dévodov prechadzaku konkurednym zahraninym
firmam. Poda Vojtovica S.(2013) vplyv emigréacie
pracovnej sily mdZe vyrazne ovply¥ni stav
zamestnanosti na Slovensku.

Pri tvorbe politiky zamestnavanie je Ziadluce
skama aj trendy v hodnotovej orientacii mladej
generacie, ktora bude predstavovariliv novej
pracovnej sily do podniku. Nepochopenie spbsobu
Zivota a vyznavania hodnét novej generéacie, ktaré s
vyrazne |iSi  od predchadzajucich  generacii.
Neprisp6sobenie sa ich preferenciAm modZe znafmena
vyrazné problémy s pracovnou silou v podniku. lde t
¢asto o geneeay problém skupiny manazérov, ktori
si neuvedomuju, ako vyrazne zavadzanie novych
technoldgii a pouzivanie réznych aplikacii ovplyje
Zivot mladej generacie. Maju dostuptigsformacii a
tychto informécii je
vyraznoucdrtou novej pracovnej sily, ktora prichadza
na trh prace. Okrem toho nechcu v zamestnani’travi
tolko ¢asu ako ich rodia a chcu mééas rovnomerne
rozloZzeny na pracu a sukromny Zivot. Podniky, ktoré
sa prispbésobia tymto trendom, budiUtrkankurernu
vyhodu.

Dalsim vyraznym prvkom, ktory ovplyvni tvorbu
koncepcie HR bude prestarnuta pracovna sila.
Starnutie obyvafistva je demografickym trendom v
celej Eurépe a nevyhne sa ani Slovensku. Tak ako
sme uz hovorili, technol6gie a pouZzivanie aplikaci
znane ovplyvni pozZiadavky na pracovnu silu. Z toho
dbévodu pdjde najmd o rozvoj znpsti sdasnych
zamestnancov a prispdsobovanie ich ¢mosti a
znalosti potrebdm zamestnavate

Vaznym prvkom v tejto kategorii zamestnancov
bude ich zdravotny stav, preto bude potrebné
investovd do preventivnych opatreni a zdravotnej
starostlivosti 0 svojich zamestnancov.

SlEasnd doba prindSa turbulentné prostredie,
ktoré prindSa neustale zmeny naviazané najma na
zmeny vonkajSieho prostredia. NajvyraznejSie zmeny,
ktoré nas ovplykuju a budu vyrazne prinaSaj nové
trendy v riadeniludskych zdrojov, a to su najma
teroristické hrozby, lokalne ozbrojené konflikty,
prirodné katastrofy, Sirenie réznych epidémii a
samozrejme na druhej strane technicky pokrok a
nedostatok kvalitnej pracovnej sily, z dbvodu
neflexibilnosti systému vzdeldvania a nepochopenia

zamestnancov zastaralé a nevytvarajl priestor napgyych trendov na trhu prace. Je nevyhnutné neustal

rozvijanie pozadovanych kompetencii zamestnancov.

Slovensko je  konzervativna krajina a
konzervativna je aj v spésobe zamestnavania, thkaprie
tomu, Ze svetové trendy v zamestnavani sa siligtre

analyzovanie prostredia v ktorom sa podniky
pohybuju (lvanova E.,2007).

V zavere naSej prace by sme chceli upozonai
to, Ze aj vzdelavanie v oblasti Human resourse® bud

30




SOCIALNO -EKONOMICKA REVUE / 02-2015

musig¢’ v najblizSom obdobi zmethivoju Struktdru a
prispésoli sa novym trendom, ktoré sdvisia hajma s
rozvojom novych technolégii a globalizaciou trhu
prace.
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SUMMARY
New trends in human resource management

Adriana GREN'IKOVA

We live in a time of constant and complex chang@égre are ongoing changes permeating the enviranimen
which businesses operate and changing the requitemadated to management in almost every busiress One
of the most important factors affecting the sucamskilure of an enterprise in a competitive eaomiment is the
quality of human capital.

In the study, external and internal factors thdiuence an organization and its employment policiese
looked at. We live and work in an era of unparatietechnological progress. In response to techiubg
advances, workforce skill and flexibility requiremg are changing. At the same time, the young gé¢ioer
entrance into the workforce is making employersngeatheir human resource policies in response éur th
demands. the new trend is not to work for one eygslthroughout life and trend independence. Thiamaehat
the potential talent has become employers themselnd create new competitive environment with niexilfle
management methods compared to outdated thinkintagess of some companies. This trend affects ther la
market situation. Quality workforce becomes advamtaspecially for those who offer interesting wogki
conditions, while it is not only about a salaryt bapecially about the relationship of employeitd@mployees.

The 21st century is witnessing advanced innovatiand new technologies. At the same time, a new
generation of young people entering the labour stakmaking employers change their human resquotieies
in response to their demands. The new generatigowig people has been raised and educated irghal @ra,
therefore, the lifestyle and value system of yopagple are very different from their parents’ gatien. Young
people do not want to have a fixed, single carestead, they are going to work for multiple em@isyand be
independent. It means that gifted young individuale becoming employers themselves, thus creativth a
maintaining a new competitive environment with nemd flexible approaches in management compared to
outdated management thinking. Apparently, thisaredil significantly affect the labour market inghong run. It
can be concluded that highly qualified and skillemtkforce will really become a competitive advartaggpecially
for those providing working conditions which are nadavourable to employees, whereas not only mopeta
incentives will play the major role.

The serious element in this category of workergh&r health, it will be necessary to invest invanation
measures and health care for their employees.eAertial of our work, we would like to point out titia training in
Human resourses will have to be changed their tstre in the near future and adapt to new trenaldicplarly

relating to the development of new technologiesglotalization of the labor market.

JEL Classification: J 31, M53, M54
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INVESTICIE DO ROZVOJA LUDSKEHO KAPITALU V KONTEXTE EKONOMICKEHO
MYSLENIA

Investment In Human Capital Development In The Context Of Economic Thinking

Anna STEFANCIKOVA

Abstrakt

Prispevok sa zaobera podstatou nakladov a vynas@siicie ddudského kapitalu, ukdZzapdsob porovnania vynosov
a nakladov do tejto investicie, vratane motivov ipkestovanie. Vysledky mézu investorovi pahpdicrozhodovanici
investiciu uskutir alebo nie.Zudsky kapital je utvarany pomocou vrodeného talentoadania. Je ovplyovany
mnohymi aspektmi, ako napriklad bohatstvom, kttogek vlastni¢i prostredim, v ktorom Zije. Zarovesa /udsky
kapital zv@Suje Waka roznymludskym vlastnostiam, medzi ktoré mbdZzeme zammapriklad aj komunikativngs
ciefavedomos vytrvalog a iné.Na rozdiel od hmotného kapitalu, nidgdsky kapital svoju Specificki vlastriaBudsky
kapital, ¢cize vzdelanie, schopnosti, ale aj dobry zdravotay,ge pevne spéaty so svojim na&%ta a nie je mozné ho od
konkrétnej osoby oddéli

KPuc¢ové slova:

ludsky kapitél, investicie déudského kapitalu, naklady na investiciu, vynosynesdticie, motivy k investovaniu,
rozhodovanie

Abstract

This paper aims to explain the nature of the castd benefits of investment in human capital, shomethod of
comparison of revenues and expenses in this ineastrimcluding motives for investment. The resuitsy help the
investor in deciding whether or not to undertakeiavestment or notduman capital is structured in using innate
talents and capabilities. It is influenced by maspects, such as wealth, that one's own, or theeemaent in which he
lives. At the same time, human capital increases tduvarious human qualities, among which we carhuae for
example, communication skills, self-discipline,se@erance, and more. Unlike physical capital, huroapital has its
specific property. Human capital, ie education]iskas well as good health is strongly linkedt®hearer and it cannot
be separated from a particular person.

Keywords:
Human Capital, Investments in Human Capital, Co$tsivestment, Investment Revenues, Incentiveséstl

JEL Classification: A13, D03, J24

Uvod ekonoma z 18. stoé@m Adama Smitha. V skutoosti
sa vSak z&la formovaé ako dolezity ekonomicky
Ludsky kapital sa tak z¢gjne zoSiroka definuje ngegzofgigsik t?lgozze iokrécnoé”r:]g&g aa\lioa')r'hreook(;)c?rr:e
ako suhrn vlastného vrodeného nadania a schopnostls(:'hul,[Z zéali Jouiiva’ metaforu kapitalu®
jednotlivca, ako aj zmnosti, ktoré nadobudne . pouziv. . »Kap .
vychovou a vzdelavanim. (Niekedy sa @&h aj gdvekeho gkonpmlckeho pomu - na yysvetlen_|e
zdravie.) MoZno stoji za povSimnutie, Ze svet lsani Ulohy vzdgla\{anla a odborno_s_u v quo_vanl pr_c?sy)erlt
ktory dychtivo prijal pojemludského kapitalu, ho a e!<o'no,m|ckeho rastu. Tv_rd|I|, Md.'a mves_t_u;u,do
zvy¢ajne definuje uzSie. Vnima ho najma ako SVolel vychovy a vzdglanla,_ 9by S! \{ytvqrvlh za_sqbu
zrnosti a danosti pracovnej sily, ktoré priamo zrun:nost|, a sphopnostl (}<ap|tgl), ktpr_e mozu prinies
ovplyviiuju Uspech spotmosti alebo konkrétneho dlhodobu navrgtno’s ,Tato |nyest|0|a moze by
odvetvia. prinosom pre narod,ne hospodarstvo, ako aj pomocou
pri podpore hospodarskeho rastu. Jacob Mincer v rok

_ Myslienka Tudskeho kapitdlu sa datuje 1958 vytvorii model znazaujdci nerovnosti v
prinaggmensom az do obdobia diela Skotskeho
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zarobkoch. Bol presveédny, Ze tieto nerovnosti s
ovplyvnené pripravami a skdsedasi, teda’'udskym
kapitalom.

Po vzniku teéridludského kapitalu, teda od 60-
tych rokov 20. stor&a, doSlo k zmene vnimania
vzdelania. To pévodne bolo vnimané len ako
spolatenska spotreba. Nasledne vznikla nova ablas
ekonomika vzdelania. Od 70-tych rokov 20. stgao
bola piatimi vedcom zaoberajdcim sa obtas tedrie
Pudského kapitadlu udelend Nobelova cena. V roku
1971 bol oceneny Simon Kuznets, roku 1976 Milton
Friedman, ktory  so Simonom Kuznetsem
spolupracoval naclanku, v ktorom bola najdena
spojitos medzi prijmami v zdravotnictve a
investiciami do vzdelania. V poradi tretim ocenenym
ekonémom bol Theodor W. Schultz (1979). Roku
1987 Nobelovu cenu za ekonomiu ziskal Robert M.
Solow, ktory poméhal dokagasuvislos medzi
vzdelanim a produkiou funkciou. Poslednym
ekonédmom, ktory bol oceneny a ktory sa zatove
zaoberal teodriouludského kapitalu, bol Gary S.
Becker (1992). Spolu s Theodorom W. Schulzom je
Gary S. Becker ozwavany za najvyraznejSiu
osobnog tedrie T'udského kapitdlu (Pressman, S.,
2005).

Arnost Vesely (2006) tvrdi, ZBudsky kapital je
poznanie (vedomosti) vtelené ud'och. MoZzno ho
rozdelt’ na znalosti (t. j. poznatky a informécie, ktoré

jedinec ma a ktoré je schopny nejakym spésobom

vyjadrit a komunikové) a poznavacie i vykonove
zrienosti, ktoré su  aktualnymi  schopriami
konkrétneho ¢loveka, a ako také bezprostredne
neprenositné.

Ludsky kapital je utvarany pomocou vrodeného
talentu a nadania. Je ovphowvany mnohymi
aspektmi, ako napriklad bohatstvom, ktafi@vek
vlastni, ¢i prostredim, v ktorom Zije (Kragkova,
2015). Zarové sa ludsky kapital zvé8uje Waka
r6znym ludskym vlastnostiam, medzi ktoré mbézeme
zaradi’ napriklad aj komunikativngscieavedomos,
vytrvalog’ a iné.

Na rozdiel od hmotného kapitalu, ni&udsky
kapitadl svoju Specifickl vlastntis Cudsky kapitél,
Cize vzdelanie, schopnosti, ale aj dobry zdravotny
stav, je pevne spaty so svojim noRit@ a nie je
mozné ho od konkrétnej osoby oddglBrozova, D.,
2006).

Robert Holman definujeludsky kapital ako:
»Vzdelanie, ktoré zvySuje produktivitu prace a reje
ziskanie, je nevyhnutna investicigfHolman, R.,
2002).

Theodor Schultz zostavil palavnych kategorii
Pudskych aktivit i investicii, ktoré veda k zvy3eniu
ludskych schopnosti (Sweetland, S. R., 1996).

1. Vydavky (ndklady) na zdravotné zariadenia a

sluzby - zahiuje vSetky naklady ovplyiujlice
zivot, konkrétne silu a vitalitdloveka.
2. Stadium na zakladnej, strednej a vysokej Skole
3. Pracovna priprava - zatuje Stadium
organizované firmou

4. Studijné programy, ktoré nie st organizované
firmou

5. Migrécia za delom Hadania novej pracovnej
prileZitosti.

Zdravotny stav obyvalstva saciasta@ne dedi a
¢iastaine ziskava, jeho hodnota sa v3ak postupom
¢asu znehodnocuje. Za vyznamny pokriik,sa tyka
kvality populacie, povazuje Schultz pigenie
Tudského Zivota. Dosledky vy33ej priemernéjksl
Zivota su pozitivne ¢élovek je z dlhSieho Zivota viac
spokojny, ziskava dodateé stimuly k rastu
kvalifikacie, zvySil sa peet ekonomicky aktivneho
obyvaté'stva a tym sa aj zvySila produktivita praée,
bolo zapréinené aj lepSim zdravim pracovnikov.

1 Investovanie dolPudského kapitalu

Pod investiciami ddudského kapitalu chapeme
vSetky ¢innosti, ktoré vedd k zvy3Seniu kvality
ponukanej prace. Tietdinnosti by potom mali ma
trvaly, alebo aspoopakovany, vplyv na nase prijmy,
¢i uZ maju charakter pazny a / alebo psychicky
(Vojtovié, S. — Krahakova, E., 2014). Dadlezitou
vlastnosou je, Ze nejde len o jednorazovy vplyv
investicie. Samotna investicia dadského kapitalu
v3ak mbze byjednorazova, rovnako ako mozZze’wp
forme nejakej trvajucej¢innosti. Vysledok takejto
investicie sa potom prejavuje dlhodobo. Pri
investovani do ludského kapitdlu dochadza k
zdokondovaniu  zrénosti, zlepSovaniu svojich
zdrojov, ¢o je ozn&ované akoludské zdrojecim
nasledne dochadza k zvySeniu ngenych a
psychickych prijmov.

Rozhodovanie i investovad alebo vobec nie,
zavisi na porovnavani nakladov, ktoré je nevyhnutné
na investiciu vynalo®j a vynosov, ktoré by investicia
mala prinies.

1.1 Néklady a vynosy z investicie

Pre presnejSiu ilustrdciu budeme teraz uvagZowa
investicii do Skolského vzdelania, konkrétne o
nékladoch a vynosoch vysokoSkolského Studia.
Néaklady takejto investicie méZzeme rozdelapriame

a nepriame Vynosy potom modZeme nachadzao
forme peiaznycha nepeiaznych
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Néklady na investiciu
Priame néklady predstavuju realne vynaloZzené

naklady na Stadium. Patri sem platenie Skolného,

nakup vSetkych Studijnych pombcok, knih&lonic a
iné rézne poplatky. Nepriame néklady na Stadium
maju charakter nakladov obetovanych prilezZitosti,
pretoZe tieto naklady predstavuju prijmy, o ktoré
Student vysokej Skoly pride kvoli Stadiu. Su tgmuyi,
ktoré by ziskal, keby vstapil na trh prace uz ako

Vynosy z investicie

Ak sa rozhodneme investavalo vzdelania na
vysokej Skole, &akadvame isté p@zné vynosy v
podobe vysSich buducich prijmov, ktoré absolvent
vysokej Skoly bude ziskavgo celt dobu aktivheho
Zivota. Takyto¢lovek mbze na trhu prace ponuknu
kvalifikovanejSie schopnosti, ktoré obsahuju aj3iy3
ludsky kapital. Z toho vyplyva predpoklad, Zen
vySSie je dosiahnuté vzdelanie, tym by sme mali

absolvent strednej Skoly, teda bez vysokoSkolského ziska lepSie pracovné miesto a samozrejme aj vyssi

Studia
So Studiom su spojené e&talSie naklady, ako
su vydavky spojené s ubytovanim alebo so

prijem. Nepe&azné vynosy byvaju spajané prave s
lepSim pracovnym miestom. ¢@kavame vysSie
spolatenské postavenie, lepSie pracovné prostredie,

stravovanim. SU to sice realne vynalozené naklady, Nove kontakty, alebo aj nadvéazovanie novycfatov

ale medzi priame naklady Stldia sa nezépwaju,
pretoZze by sme ich museli vynaltZzaj za situécie,
keby sme uz neStudovali a rozhodli sa uz pratova
Tieto néklady teda povaZzujeme za naklady utopené.

(BroZova, D., 2006).

Vynosy z Tudského kapitdlu mdzZzu By
vztahované aj na celu spolwg’. Hlavné naklady a
vynosy investicii ddudského kapitalu by sme mohli
zhrnt’ do nasledujlce;j taliky (Tab. 1):

Tab. 1 Hlavné néklady a vynosy investicii Hodského kapitalu

NAKLADY | PRIAME ZISKY NEPRIAME ZISKY
VEREJNE verejné vysSie zdanenie vysSich prijmov| adravsia populacia
vydavky na| nizsie socialne transfery, niz&ia kriminalita
vzdelanie o S
vysSia zamestnanogykajlca sa | |epsia socialna stdrznos
0s6b s vysSim vzdelanim ekonomicky rast
SUKROMNE | stikromné vySSie prijmy spojené s vySSim | v&cSie osobné uspokojenie,
vzdelanie i x .
lepSie Sance na zamestnanie kulttra
lepSie postavenie v zamestnani

Pod pojmomverejné vydavky na vzdelansa

vySSie mzdy. Tym bude aj vyS3i zaklad pre zdananie

chipu néklady na poskytovanie Siroko dostupného az toho vyplyva a zarowei vysSi d@ovy prijem Statu.

kvalitného vzdelania. Zahuju priame néklady na
vzdeldvacie institicie a transfery sukromnym
subjektom, ktoré su hradené z verejnych zdrojoy, t.
Statnych, regiondlnych a miestnych verejnych
rozpaitov a fondov. Transfery potom nadobudaju
formy rb6znych Stipendii, prispevkov na Studium,

Spolu s verejnymi nakladmi existuju sjkromné
vydavky na vzdelaniektoré su ovplyvnené hlavne
dvomi faktormi. Jednak je to subjektivna vyznanmhos
vzdelania pre jednotlivca a firmy dalSim faktorom
su zakonné normy, ktoré sa tegtejSie tykaju platby
Skolného.

Sukromné vynosy investicie uz boli popisané
vySSie. Pozornasteraz venujmererejnym vynosom

najprv priamym Vdaka vzdelaniu, ktoré prinieslo
zv&Senie l'udského kapitalu, bud®udia dostava

Vdaka vzdelaniu poklesne aj potreba socialnych
transferov a klesne aj nezamestnangsetozeludia

s lepSim vzdelanim najdd’ahSie zamesthanie a
socialne transfery nebudl potrebtiva Medzi
nepriame vynospatri napriklad zdravSia populécta,
nizSia kriminalita.Cudia sa spravaju racionalne, teda
porovnavaju vynosy a naklady z uvazovagianosti.
Dalo by sa predpokladaze akilovek dosiahol nejaké
vzdelanie, z ktorého ma vynosy v podobe vysSej
mzdy, budld pre neho naklady &lou v podobe
moznej straty tejto mzdy vySSie, nez vynos z ngjake
trestnejéinnosti. Z toho by sa dal odvadnapriklad
pokles kriminality. Vynos v podobe zdravsej
populacie by sa dal odvadipodobnym principom.
Clovek nechce strativynosy v podobe vys3ej mzdy,
resp. chce ich ziskawao najdihSie a preto bude o
seba a svoje zdravie viac db&lepriamemu vynosu v
podobe ekonomického rastu sa budeme vehova
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nizsie.

1.2 Metddy porovnavania ndkladov a vynosov

V tejto casti uvedieme metddy, ktoré je mozné
pouZzi’ pre rozhodovaniegi investiciu uskuténit
alebo nie. K tomu slizi metoddistej s&asnej
hodnoty alebo metéda vnuatorného vynosového
percenta.

E: E- Es
+ T+ > + 3 t..+
(L+r) @+n) @+r)

PV=E

(@+r)"
kde:

Metddacistej siwasnej hodnoty

Metoda cistej siasnej hodnoty Net Present
Value NPV) riedi problém vzniknuty casovym
posunom medzi vynaloZzenim nakladov a ziskavanim
vynosov. Aby sme mohli néklady a vynosy
porovnavd v slasnosti, musime budldce vynosy
diskontovd. Sasnd hodnota buducich vynosov z
investicie sa p#ita poda vzorca (1) (BroZzova, D.,
2006):

Er ),

E - atak&vané buduce prijmy. Su tu zahrnuté naklady tfeiesa to v podobe zapornych prijmov;

n - atakdvana doba, pas ktorej budu ziskavané prijmy;
r - irokova miera.

Slasnd hodnota zala naklady ako zéporné
prijmy. Pa&as doby péro¢ného Studia na vysokej
Skole budu tedadakavané bududce prijmy negativne,
to znamend, 2&0 aZz E4budu zaporn&isla. Takto
mbZzeme priamo vypdtat’ cistd sw&asnud hodnotu
buducich vynosov z investicie, pretoZze PV = NPV.

Kritériom pre rozhodovanie je vah PV > 0. Ak
¢istd stasna hodnota buducich vynosov z investicie
je kladnécislo, potom byélovek mal investova Ak
Cistd sitasn& hodnota j&islo zaporné, znamena to, Ze
néklady na investiciu su vy3Sie, nez buduce vyrosy
investicie a preto nie je investicia vhodna (Br@;ov
D., 2006).

Metddacistej siwasnej hodnotye z teoretického
hradiska najpresnejSou metddou, ktora pomocou
diskontovania reSpektuje fakt@asu. Sdasne berie
do uvahy vSetky akéKeek vysledné toky pmzi,
ktoré su spaté s investiciou. Metddistej sitasnej
hodnoty méZeme pouzi v pripade, Ze ide o
konvertny paiazny tok (taky pgazny tok, ktory sa
len raz zmeni z negativneho toku na pozitivnyhale

E: E> Es
+ T+ 5 + 5+t
@tpy  @+p”  @+p)

PV=E

kde:

(1+p)"

aj v pripade, Ze mazny tok je nekonvemy.
Nevyhodou metddy je, Ze byva ovplyvnend Urokovou
mierou, ktora je zvolena a bohukitieZz sa neda zisti
presna ziskovasinvesticie.

Metdda vnutorného vynosového percenta

Druhou mozno%u, ako sa rozhodova o
investicii doludského kapitalu je metdda vnutorného
vynosového percenta/ndtorné vynosové percento z
investicieje tak& miera vynosu, pri ktorej j@sta
sasna hodnota buducich miezd rovna néitee taka
miera vynosu, pri ktorej j&istd s@asna hodnota
rovnako véka ako naklady na investiciu.

Rovnica pre zistenie vnatorného vynosového
percenta je takmer rovnaka ako rovnicstej sitasnej
hodnoty. Len teraz nepracujeme s trhovou Urokovou
mierour, ale zigujeme, pri akej Urokovej mieng je
¢istd s@asna hodnota rovna nule. Rovnica ma potom
podobu vzorca (2) (Brozov4, D., 2006):

Ex ),

E - atakavané buduce prijmy (zarobky). Su tu zahrnutéadgkinvesticie a to v podobe zapornych prijmov;

n - aakavana doba, pas ktorej budu ziskavané prijmy;
p - vhutorné vynosové percento.

Kritériom pre rozhodovanige vzZahp =r, ¢ize
vnatorné vynosoveé percento je rovné trhovej arokove

miere, ktora je vtomto pripade predstavovana cenou

vypozicaného kapitalu. Ak je p > r, potom by bola
investicia ziskova (Brozov4, D., 2006).

Pri rozhodovani o uskutoeni investicie
vasSinou vedie k rovnakym vysledkom, ako metdda
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Cistej siasnej hodnoty a rovnako ako tato metdda
reSpektuje vSetky podstatné faktory (faktdasu,
penazné toky za celd dobu existencie investicie).
Vyhodoumetddy vnitorného vynosového percenta je,
Ze vysledok je mozZzné porouwhas nejakou
alternativnou investiciou. Aj tato metéda ma svoje
nevyhody Rovnako ako wistej sitasnej hodnoty nie

je mozné zisti buddci zisk, ktory nam investicia
prinesie. Na druhej strane, na rozdiel dibtej
sttasnej hodnoty, nemdZeme pomocou vnutorného
vynosového percenta §itet® s nekonvetnymi
penaznymi tokmi V takomto pripade existuje viac
vnutornych vynosovych percent a pre posudzovanie
investicie by sa teda malo postuppvyeod’a cistej
s&asnej hodnoty.

2 Celozivotné vzdelavanie - forma ziskavania

Pudského kapitalu

Kazdy ¢lovek ziskavaludsky kapital v priebehu
celozivotného vzdelavania. Celozivotné vzdelavanie
by sme mohli rozddli na vzdelanie ziskané pred
vstupom na pracovny triize paiatocné vzdelanie, a
nasledné vzdelanie ziskavané do konca zivota, ktoré
mébzeme oznat ako vzdelanielalSie.

Do pciiatocného vzdelania sa zaradzuje
predskolské vzdelavanie zabezpeané
predovSetkym materskymi Skolamid’alej potom

zakladné vzdelanie, stredné vzdelanie zabeape
strednymi Skolami, ktoré mozno uksti bud s
vyuénym listom alebo s maturitnym vysuveshim a
poslednym stugpom pciatoiného vzdelania je
vzdeldvanie terciarne, predstavované  vySSimi
odbornymi Skolami a vysokymi Skolami.

Pod pojmom dalSie vzdelanie rozumieme
vzdeldvanie dospelycHudi. Toto vzdelavanie je
uskut@nované za rbéznymi delmi, v réznych
podobach a  rbéznymi inStitdciami.  Oproti
pociatocnému vzdelavaniu j@’alSie vzdelavanie viac
diverzifikované a to z Iadiskaludi, ktori sa chcu
vzdelava, z Hadiska poskytovatev vzdelania, liSia

sa aj ciele, metdédy¢i obsah vzdelavania. Od
potiatocného vzdeldvania sa liSi aj zdrojmi
financovania. Takymito zdrojmi mbéze tystat,

zamestnavate odbory, ¢i iné profesijné organizécie
alebo v neposlednom rade aj jedinec sam.

2.1 Pracovna priprava

Majitelia  spol@nosti, pripadne vrcholovi
manazéri spokmosti, ¢asto nechcu vkladapeniaze
niekam, odki@i nevidia isté ekonomické vysledky.
Jedny z tychto investicii smeruju na rozVopského
kapitalu. Ale prave oblds l'udského kapitalu je
prilezitog’ou, ako lepSie ziskKanejaké konkuretné
vyhody. Preto pracovna priprava, ako jedna z foriem
rozvoja Tudského kapitalu, by nemala tby
zanedbavana.

Pracovnou pripravoumézeclovek ziska velku
¢ag’ svojich zr¢nosti a schopnosti. Ptadtoho, ako
sa na priprave podiaju zamestnavatelia a pracovnici,
mézeme odli§i dva typy pripravy (BroZova, D.,
2006):

VSeobecna priprava

Vo vSeobecnej priprave pracovnici ziskavaju také
zrknosti a schopnosti, ktoré su poufité v
ktorejkd'vek firme alebo akomKwek odvetvi.
Néklady takejto pripravy nesie pracovnik a to v
podobe nizSej mzdywf), ktord je mu priznana pre
obdobie pracovnej pripravy. Po skeni pripravy by
mal byt’ pracovnik produktivnejsi, a preto by mu firma
na zéklade prave vy3Sej produktivity mala prizna
mzdu vySSiu \Wp). PretoZze pokia by nedoSlo ku
zvySeniu mzdy, pracovnik by si mohol rnajsové
zamestnanie, kde by ziskané schopnosti &npsii
mohol uplatnf a to za vy3Siu mzdu. VySSia mzda by
teda pracovnikovi mala kompenzd@vadklady, ktoré
mu vznikli v suavislosti s jeho pracovnou pripravou.
Tuto situaciu znazdaoje Obr.1.

Obr.1 Naklady a vynosy vSeobecnej pracovnej prigrav
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Okrem uZ uvedenycivt awp je zndzornend este
mzdova sadzbawvu, ktora predstavuje situéciu, pri
ktorej sa zamestnanec néagtnil vSeobecnej
pripravy.MRP znamena prijmy z medzného produktu
prace, poth indexov taktieZ rozliSenych na medzné
produkty v priebehu pripravy, bez pripravy a po
skorteni pripravy.

Specificka priprava

V tomto pripade pracovnici ziskavaju I'va
Specialne schopnosti a #nosti, ktoré pracovnik
moéze pouzi len v konkrétnej firme - tej, ktora
pripravu  organizovala. = Pracovnik je teda
produktivnejsi len pre tato konkrétnu firmu. Na
rozdiel od pripravy vSeobecnej, tu nesie naklady
firma. Pracovnik v tomto pripade nenesie Ziadne
naklady. V priebehu pripravy je pracovnik oceneny
mzdou (u), ktor4 v tej danej chvili je vySSia, nez
podiel pracovnika na produkte a prijme firnhyRP?9.
Po skoweni pripravy firma nemusi zvySi
pracovnikovu mzdu na Uroke jeho vy3Sej
produktivity (MRPp. Ak vSak ale firme na
pracovnikovi zalezZi, aby neodiSiel, méze mu ztysi
mzdu (vp), ktord bude ale stale nizSia, nez
produktivita zvySena touto pracovnou pripravou. Tym
dochadza k rozdeleniu vynosu z investicie medzi
firmu a pracovnika.

2.2 DalSie aktivity zvy3ujuce hodnotu’udského
kapitalu

Pracovna priprava, a samozrejme ani 3kolska
vyucéba, nie su jedinymiinnog’ami, ktoré by hodnotu
Pudského kapitalu zvySovali.

Vyznamné investicie sU ajvydavky nha
informacie Aj tymto spbsobom sa mobze zwysi
vyuzitie  Fudského  kapitdlu. Rovnako ako

porovnavame informécie o cenach, aby sme nakupili
tovar ¢o najlacnejSie, mézeme porovnévaformacie
tykajluce sa miezd v r6znych firméch. Midia, ktori
maju tieto informé&cie, pochopitee budu pracova
prave pre tie firmy, ktoré ponukaju najvyssie fitiaé
ohodnotenie. Aj vydavky na informacie
prilezitostiach na zamestnanie, majl’kyje vyznam.
Pokid’ vynaloZime nakladycasto v podobe vmého
¢asu, na prédtanie rbznych inzeratov a trebars aj na
pohovory v rbznych firmach, mbézu nam tieto
informacie pomot k lepSiemu pracovnému miestu
(Kamengek, J., 2003).

DalSou ¢innog’ou vedicou k zvySeniu vyuZitia
rudskych zdrojov je agtarostlivog o zdraviea to tak
dusSevné, ako aj fyzické. Je stalastym javom, Ze
vySka prijmu ovplyiiuje i telesna silaovnako ako je
¢astou podmienkou aj psychickd vyrovnahos
(Hantovska, E. 2014). V dneSnej dobe mbdzZeme

(0]

zdravie zlepSowa mnohymi spbésobmi. S rasticim
zdravim sa predlZuje aj priemerniZih Zivota, daka
¢omu mdZe zamestnanec polerg/nosy zo svojej
investicie podas dlhSieho obdobia (Masarova, T.,
2013). Pre zlepSenie zdravia je dolezity Sport a
celkovy Zivotny Styl. Toto uvddzame preto, aby sine
uvedomili: Naco je nam ziskanyudsky kapital, ke’
nam ho zdravotné problémy neumoZnia upt&tni
Predstavte si, Ze ste zamestndaktory ma prija
nového zamestnanca. Vyberiete si radSej pracovnika,
ktory ma sice UZzasné znalosti a skdsenosti, almeja
zanedbava svoje zdravie alebo radSej zamestnate
rovnako vzdelaného a skusenétmveka, ktory dbé o
svoj vziad aj svoje zdravie? Pravdepodobne zvolite
druhy variant. Pre uplatnenitudského kapitalu na
trhu prace nie je dblezité len ziskané vzdelanie, a
taktiez je dolezité vedieho tzv. predé Ak uz teda
ziskame moznasludsky kapital uplatti mali by
sme sa statao to, aby sme vynosy z neho ziskavali
po ¢o najdlhSiu dobugiZze stard sa o svoje zdravie a
to tak fyzické, ako aj duSevné.

3 Motivy veduace k investovaniu doPudského
kapitalu

Rozhodovanie o investovani doludského
kapitalu ovplywiuju mnohé okolnosti, vyplyvajlice zo
samotného Zivota jedinca i spotmsti. Dosledna
analyza a vyhodnotenie kladov a zdporov by mali
pomda investorovi rozhodnil sa a zvoli spravnu
vorbu.

Ako dlho bude mac investor kumulov& vynosy
z investicie (?)

Jeden z motivov k investiciam dadského kapitalu
sivisi s vy33ou priemernou izdou Zivota,
predov3etkym s prediZzovanim aktivnej fazy Zivota.
Pokid sa zniZuje Umrtnds a chorobnag miera
vynosov z investicii déudského kapitalu sa zvySuje,
¢o podnecujedaldie investicie tohto typu. Ziiky
kumuléacie vynosov z investicii tiez vyplyva, Ze
silnej§i motiv k investiciam maju mlad3udia,
pretoZze mdzu vynosy z investicie ziskavaoias
dih3ej doby (Becker, G. S., 1980).

Nakladnos investicie

Medzi vyznamné podnety pre investovanie do
ludského kapitalu mdzu patraj néklady potrebné k
investicii. PretoZ&im nizSie su néklady, o to vysSie
vynosy z investicie mézemeakava v buducnosti,
¢ize mame tym Wi motiv investiciu uskutoit. Aj

tu mbézeme najs odévodnenie, p® maju silnejsi
motiv investova do 'udského kapitdlu mlad¥udia.
Zéarobky totiz s vekom rastu, teda u star§iati, ktori
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sa rozhoduju,¢i investova alebo nie, narastaju
nepriame naklady v podobe nakladov obetovanej
prilezitosti. Tieto naklady maju mladfudia len
minimalne (BroZova, D., 2006).

Vplyv okolia na investora

Ku kladnym motivom mb6zeme tieZz zahtn(gj
pbésobenie okolia. Ak v naSom okoli &&na Tudi
investuje, potom to vnimame ako motiv kone isté.
Pokid’” by sme neinvestovali, mohli by sme ¢vo
nadmu okoliu zaostavaUrover nasho Zivota by sa
dostalad’aleko za priemer ostatnych tak PaHiska
penaznych vynosov, ako aj Z'édiska nepgaznych,
¢ize z Wadiska nasho spalenského postavenia
(Kamenéek, J., 2003).

Mzdova diferenciacia

Za motiv investova do 'udského kapitalu mézeme
povaZova aj rozdiely medzi prijmami
vysokoSkolakov a prijmami, ktoré ziskavaju
absolventi strednych skol. Motiv investévea skryva
v tom, Ze¢im v&Si bude tento rozdiel, alebo olko
v&sSie prijmy ma vysokoskolak oproti
stredoskolékovi, tym viac sa bude investovdo
vzdelania na vysokej Skole. Ak sa v3ak ale zvygepo
Studentov na vysokych 3Skolach, nasledne dbéjde aj k
zvySeniu ponuky prace absolventov vysokych S@l,
moéze mé& za nasledok znizovanie ich miezd
(BroZova, D., 2006).

Pdsobenie rodiny

Nesmieme zabudit vplyv, ktory ma rodina na
znalosti, zrdnosti a navyky svojich deti. PoKiasu

deti svojou rodinou lepSie ovply@vané, ziskavaju
potom viac znalosti a ztnosti, neZ rovnako staré
deti, ktoré nie su takto vedené. Vplyv rodiny byessn
mohli popisé na typickom priklade. Ak maju ratia
vySSie prijmy, pravdepodobne maju aj vysSie
vzdelanie. To, ako je vzdelanie doblezité pre
buddcnos, potom svojim déom neustéle ukazuju.
Rodiia tymto sp6sobom moézZu ovply¥hina akej
arovni a ako Siroko budu ich deti vzdelané. Dalashy
povedd&, Ze to, ako sa spravaju rodi, aky maju
vplyv na svoje deti, pomaha tiam utvard akési
Standardy spravania, ktoré budlu ujdet’ vo
vSetkych oblastiach svojho Zivota (Kameek, J.,
2003).

Neistota a riziko

Nie vSetky motivy musia ntiana investicie pozitivny
vplyv. Pochopiténe existuju aj skutmosti, ktoré od
investicii odradzaju. Medzi takéto skémosti patri
napriklad, Zeludsky kapital je najmenej likvidné
aktivum, teda ho nie je mozné ani prédani nakupi.
Musime taktiez vzid do avahy, Ze k& uz
investujeme, vynosy, ktoré z investicie sku®
ziskame, v&inou sa liSia od vynosov, ktoré sme
ocakavali. Tato skuinog’ je zapréinena istymi
faktormi neistoty. Medzi tie patri predovSetkym
neistota tykajica sdiky Zivota -Tudia nemaju istotu,
aké dlhé bude obdobie, s ktorého budu ziskatra
vynosy zo svojej investicidaldou neistotou je, Ze si
nie su isti svojimi vedom@ami a zrédnog’ami. Tato
neddvera vo svoje schopnosti sa prejavuje hlavne u
mladychludi. Existuju ale aj mnohé&alSie neistoty,
ktoré vychadzaju z rbznych udalosti a nembzeme ich
predvidd (Becker, G. S., 1980).

Obr.2 Naklady a vynosy Specialnej pracovnej priprav
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MERP
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doba pripravy

Pod'a: Brozova, D., 2006, s. 38
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S financovanim investicii déudského kapitalu st Naviscas, V., 2014).

spojené aj viké rizika. Banky sice poskytuju = pudsky kapital je vnimany ako vyznamnaasi
Studentom rozne zvyhodnene Studentské konta ajcelkového narodného bohatstva a vyznamny podnet
vyhodné Gvery, ale zarokepockuju vysoke riziko,  pre hospodarsky rastCudsky kapital byvacasto
tykajace sa tychto investicii aj potencialnych ity oznaovany dokonca za [lkgovy  faktor
stasne, v podobe neistoty navratnosti investicieo Tat ekonomického rastu. Je vyrobnym  faktorom
navratnog je totiz dlhodobou zalezitésu, s ¢im vstupujicim do produinej funkcie, rovnako ako je
sUvisi neista kvalita nadobudnuteého vzdelania styiei  yyznamny pre moZndskreativne tvoti, aplikova’ a
vyvoj pracovneho trhu. dalej &iri vedomosti, zrénosti, nové poznatky a
vytvara’ pridané hodnotyl’udsky kapitél je stag’ou
Zaver trhu prace, konkrétne stoji na ponukovej strane. Je

preukazané, z&m maclovek vysSie vzdelanie a viac
e _ . i L skusenosti, tedéim v&si je jeholudsky kapital, tym
Prevazujlcou investiciou dodského kapitalu je g4 znizuje pravdepodobnios’e bude nezamestnany,
celozivoiné vzdelavanie. daka vzdelaniu by sa ¢ preukazuju roézne kazdamé Statistiky. Na trhu
clovek mal sté produktivnejSim, z&o v budicnosti  prace sa stretavame aj so mzdovou diferenciaciou,
ocakava vynosy v podobe vysSich prijmov. V  yorej hlavnou pifinou je pravefudsky kapital, teda
prispevku bol pontknuty sposob, ako poroviiava gosjahnuté vzdelanie. Kazdérg Statistiky, tykajlce
naklady a vynosy vyplyvajlce z investicie, konkeetn ¢4 priemernych miezd st preukaZagen dokazom,
bola predstavena metodsstej siéasnej hodnoty a 3o gk méslovek vy&die vzdelanie, teddm v&si je
metdda vnutorného vynosového percenta, POMOCOU jehg Pudsky kapital, tym vysSie je aj jeho mzdové

ktorych sa investor moze rozhodiiti investiciu  ghodnotenie. Ziskava teda vynosy zo svojej inviestic
uskut@ni alebo nie. Na rozhodovanie o investiciach

maju vplyv aj rézne motivy, medzi ktoré patri doba,
pocas ktorej je mozno ziskatrarynosy z investicie,
ako na investora pésobi jeho okolie, v neposlednom
rade aj motiv vyplyvajuci zo mzdovej diferenciacie.
Motivom, ktory mdze na rozhodovanie pdsobi
negativnym spdsobom je existencidityth neistét a
rizik, ktoré su s investiciami spojené (Gtikova, A.,

Tato praca vznikla v ramci realizicie projektu
»rrencianska univerzita Alexandra Duéka chce
ponuknu kvalitné a moderné vzdelavanie“, ITMS kaod
26110230099, podporovaného z Op@eho
programu Vzdelavanie a financovaného zo zdrojov
Eurdpskeho socialneho fondu.
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SUMMARY

Investment into the development of human capital ithe context of economic thinking

Anna STEFANIKOVA

The paper deals with the investment in human dapitaconomic thinking. The authors in the introtioic offer
different views of economists on human capital,définition and division as it was compiled by ©der W.
Schultz. Furthermore, they describe the incomeseapenses from investments and explain the esdenweo
compare revenues and costs when deciding whetheotoio undertake an investment. A man acquiresamum
capital within lifelong learning that is the prelfag investment in the human capital developmemthis context
the authors incorporate into their work preparatisnan important form of human capital acquisitibhanks to
education one should become more productive, hexpects revenues in the form of higher income infthure.
The paper offers the way to compare the costs andflis associated with the investments. More fipatty, it
presents the net present value method and theahtesturn rate method by which the investor caridiewhether
the investment takes place or not. The authorkérend of the article present the motives whickehawpact on
investment. They are motives, which call for inmesihts and motives which can discourage from thamedtment
decisions are also influenced by different motigegsh as the period during which it is possible biam
investment revenues, the way surroundings influgheeinvestors, and last but not least, the masieanming
from wage differentiation. The motive which may baa negative impact on the decision is the existesfc
specific risks and uncertainties that are assatmaith the investment. Human capital is seen agrifEeant part
of the total national wealth. It is often perceiaian important stimulus for economic growthslaikey factor of
economic growth. It is a production factor entenntp the production function. Since there are gnmademands
for human capital in this field, it is a signifidafactor for the opportunity for applying and fugttspreading of new
technologies. The human capital is a part of tiherdanarket, in particular it stands on the suppiie sThere is
evidence which shows that the higher educationnaoie experience a person has, in other words, réregteg his
human capital is, the smaller is the likelihoodhiE unemployment as shown by annual statistics.|aiver market
has also encountered a wage differentiation whigineat main cause is exactly the human capital,obtained
education. Annual statistics on the average wageemonstrable proof that a person has a higheraddno.

Therefore, the greater his human capital is, tghdriis his payroll. Thus he gains benefits outsihvestment.

JEL Classification: A13, D03, J24
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IMPORTANCE OF TALENT MANAGEMENT IN BUSINESS

Katarina KRALOVA

Abstract

The main factor in the success of the enterprisetsonly an asset or technology, but increasinglynan resources.
Human resources and particular group of employeks are designated as talent becomes the most iamgaasset of
any business. We can say that now represent agitaaisset of the company. The development of alé&dge-based
society and the creation of the concept of humaitalahas given the need to raising the talent ngement. Human
resources are creative elements in any organizatitmlent management is a key element in managingogee

performance, given the talent management undersésothe sum of activities, tools and processes It¢ad to the

identification, motivation, stabilization and theewetlopment of talent businesses and ensuring theiential to

effectively perform business tasks in accordaritie future needs and trends.

Key words
Human resources, human capital, talent, taleabhagement

JEL Classification: M12, 121, M53

Introduction most valuable and usually also the most expensive
resources that decides the prosperity and
competitiveness of the enterprise, we can conclude
that at present are crucial to building the stresgind
competitive advantages of enterprise. Talent
management is a key element in managing employee
performance, given the talent management understood
as the sum of activities, tools and processes|daat

to the identification, motivation, stabilization cathe
development of talent businesses and ensuring their
potential to effectively perform business tasks in
accordance with future needs and trends. It is a
process, which is bound to almost all the actigité
human potential development. Its aim is a systemati
effort to ensure, developing and maintaining a lyigh
productive people, which by able to succeed thietrig
places in the company. In the enterprise is a tengr
investment.

The strategic goal of human resource
management in the enterprise is increasingly
becoming the need to ensure a sufficient number of
qualified, dedicated and well-motivated employees
who are the source to the achievement of sustanabl
competitive advantage. Employees and costs on
them are an important component in the cost of the
enterprise and because in the present economic
downturn there is immense pressure on companies to
reduce costs, businesses face a dilemma of how to
determine the right balance between reducing costs
and effort to retain key - talented employees. The
solution to this problem is the main issue of human
resource management in the enterprise. Enterprises
realize that a change in the understanding of the
importance of human resources is paramount to
ensure the existence of any enterprise in the dutur
Company employees are not only inputs to achieve Talent and talent management
outputs, but also the only possible source of
innovation,  improvement in the company and
increasing quality and productivity. The developine
of a knowledge-based society and the creation @f th
concept of human capital has given the need tangpis

The term "talent” from the Latin word "talentum”
originally termed the weighing unit and also mongta
unit. The concept of talent in corporate terminglog

Gbegan regular use at the turn of the millennium

:girﬁ?l?:;nrgagfngeenr??gt'aTPja:f\l,l;mSn;nV?n?gsge?t 22 subsequent to having been in 2001 published a book
9 y bt of three major executives of one of the most

part of human resource management appeared at the

turn of the millennium. Buildings, equipment and prest_igious consulting  companies  in the_world i
) ) ' McKinsey & Company, war for talent. McKinsey &
machinery are necessary for the company, but

. Company worked in 1997 a study for the first time
employees - human resources - are particularly

. . ? _pointed out the importance of the war for talentaas
important. Human resources are creative elements in

o . strategic challenge for all companies and driviogé
any organization. They represent for the firm the of their future success. In the publications, hosvev
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the term "talent" clearly is not defined. Withineth
preface the authors Ed Michaels, Helen Handfield-
Jones and Beth Axelrod describe the talent in the
broad sense as the sum of the capacity of the @eopl
their natural skills, knowledge, experience,
intelligence, self-judgment, attitudes, characted a
determination and ferocity or ambition. Accordirg t
the authors, however, define the talent of corgorat
view more difficult. Hronik defines talent as foNs:

"... talent is not limited by age, but performarcel a
respect are the criterion of talent. Talent isoals
characterized with prospects. It has at the moment
only high performance but also the prospect that th
performance will increase. " (Hronik, 2007)
Talented individuals have certain  specific
characteristics and therefore work with them nexgu

a slightly different approach. Extremely talented
individuals usually have a different file of valuasd

a different motivation.

Kazdova in the definition about talent says: " the
talent is usually called a worker whose share ef th
company's performance is higher than required and

high- performing incumbents to fill these rolesdan
the development of a differentiated human resource
architecture to facilitate filling these positiomgth
competent incumbents and to ensure their continued
commitment to the organization” (Collings &
Mellahi, 2009). Creating conditions for the
development and self-fulfilment of these employees
may affect the growth results of the entire
organization. Talented employees are long-term
benefits to the organization. In many organizations
the implementation of talent management is rather
complicated because the organization the ldek o
clear vision of how should look like talent
management. The very concept of talent management
is highly fragmented. In order for an organization
managed meet its business strategies, able tbifalfi
objectives, prosperous and efficient work has a big
impact good management of human resources. A way
that this can be accomplished in today's envirommen
is for the organizations of talent managemenst &
process of attracting, bringing up and maintanin
quality employee’s especially talented employetes. |

the value it creates for customers and shareholders@ Way to distinguish today and build visible adwanc

exceeds the standard. For growth and self-
actualization talents needing always new iceab

challenging tasks. The talent making work with grea
intensity. Talent enjoying the work. "The talent or
otherwise prospective employee also says:" It's als
the one who comes up with something new, with

before any other undertakingst should be noted that
one of the problems now is that in the general
population is limited number of talented individsial
and therefore should be available to all businesses
seek ways to obtain and maintain.

The whole process of talent management can be

something that increases performance or change thesummarized in the following steps:

way they know how. " (Kazdova, 2007, ) Talents ar
those employees who are high performing and
continuously improving  within  their  current
position... are mobile and have the potential and the
willingness for further growth in other key posii® (
Makela a kol., 2010)

Talent management is one way of improving
employee performance and because is future-oriented
helping organizations use the existing potential of
talented employees for the to increase work
performance in the future. Central questions lienta
management include the identification of “key
positions which differentially contribute to the
organization’s sustainable competitive advantalge, t
development of a talent pool of high potential and

1.) Identification of talent

This is the identification of those with high

potential, specification talent needed for the
organization and methods of search and
discovery. Many companies focus on talent
acquisition from the external environment in

order to obtaining the best people in the labor
market, and thereby ensure and maintain
competitiveness and create conditions for further
development. From an economic perspective,
however, this method significantly more

demanding than developing talented employees
from internal sources.
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2.)

3.)

Fgure 1. Determinants of the identification and aluation of employee talent.

Pedformance

Appraizal
Stage 1:
Experience-based
On-line gearch and choice

Performance
Appraisal
Pating/

Ewvaluation

Cultural and
institutional distance

H""n
A
] rad Stage 2:
- 7/ Cogniion-based
Hetwork position LA Oftline search and ehoice
|

Talent Poal
Inclusion

Source: Makela,K., Bjorkman, I, Ehrnrooth, M (2p:1Bow do MNCs establish their talent pools? Influence

on individuals’ likelihood of being labeled as tale

Obtaining talent

The process of recruitment and selection of

talented employees is one of the most important

processes in talent management, despite the large

number of unemployed workers; there is an acute

shortage of talent.

The possibility of obtaining new talent:

- identification between of the existing staff,

- search the employees from competing firms,

- the ask former employees

- the use of advertisements in newspapers, 4)
specialized magazines,

- search the Internet,

- Search talented of students and graduates.

Developing talent

This means in particular the creation of
opportunities for professional growth and
development.  Within  talent development
organization should offer developing their
strengths, to support performance improvement
and individual competence, motivation and create

space for the development of their careers. It is
necessary to invest in training their staff to be
prepared to better serve the company and support
its competitiveness in today's rapidly changing
environment. The need to train and develop their
staff is also required to maintain their own. The
organization should offer talented employees
opportunities to develop their strengths, to
improve individual performance, through training
programs, which ensures that talented employees
will improve skills, skills that they need.

Retaining talent

Of preventing staff leave, to which the
organization has invested in development
programs. Turns out a number of techniques.
Management and career planning is one of the
reasons for which the employee remains in the
company. The possibility of growth and progress
is one of the biggest motivational factors.
Enterprises should pay more attention to
management and career planning, as this will
prevent fluctuations in growing workforce and
departure of skilled workers abroad, mainly for
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5.)

better earnings and better living conditions. The best method is to join the most different atigig,
Career Management allows the worker to but in some companies to choose only one or two
develop his potential. It is a process in which the activities which is in violation with basic focusia
organization to choose, evaluates, directs and systematic approach to talent management.

develops staff as to ensure a certain amount of Enterprises would be had the beginning of the
qualified staff to meet future requirements. The process to define under what formula talents wall b
entire management career lies in the idea that to chosen who will be responsible for them and whad wil
workers in  organizations has provided take care of them. Assuming proper build of system
opportunities to advance in the functions and the talent management in the enterprise becomes this
development of their careers. This ensures that system important for the enterprise in severalaarea

the organization has enough of talent they need. ( a. Talent management is a great asset for
Hartovska, 2014) businesses. Talent management is one way of
Use of talent improving employee performance and because is
future-oriented, helping organizations use the
existing potential of talented employees for the
purpose of the improvement of future job

performance. Creating conditions for the

Use of talent is a work with the tools to enable it
to have the right people with the right skills et
right place at the right time.

Approaches and models of talent management development and support of such employees can

have a positive impact on the growth of the profit

Approaches and models, talent management is a more.  of the whole organization.
From a wide range selected four examples: b. So properly motivated talented employees in a

a)

b)

c)

d)

Process of the traditional talent management
consists in acquiring, deploying, developing and
retaining talent.

Relatively unknown is the model created by the
consulting firm Deloitte, called DDC model,
which is the abbreviation of three words: develop
(develop) deploy (deploy) and associate q
(connect) .

The Human Capital Institute (HCI) has
developed a Strategic Human Capital Alignment
Model, which includes the so-called. life cycle
talent (talent life cycle), which consists of a
sequence of steps: plan - get - engage - develop - e

company can improve all other activities, and
therein lays the synergistic effectof talent
management.

Talent management is becoming a driving force
of efficiency in business processes, which have
an impact on overall business performance.
Talent management belongs to HR services in
organization and procedurally is intertwined with
other personnel actions. Its purpose is to prepare
the reserve special capable workers to cast the
key jobs that determine the long-term
performance of the company.

Talent management is becoming one of the

deploy - Iead. / _ gglde - Mmaintain - ( personal subsystems and the formalized includes
http://www.americanincite.com/talent-life- . . S
procedures for identify talented individuals, are
cyclel). . . o .
applied in acquiring talent and their work

Certainly worth mentioning the so-called.
Integrated talent management, which is an
integrated approach to the recruitment,
development, performance management,
compensation, development planning and
learning. Its aim is to create an "integrated
system" for managing people, which enables
organizations to quickly and effectively respond
to business ( Bersin & Associates, 2010 ).

motivation and stabilization.

Decreases the cost of movement and recruitment
of new staff. High movement worker is negative
phenomenon mainly due to the loss of trained
staff, often is with a the associated loss of
customers. Are related to the high costs of
recruitment, on time required for a new employee
when starts to be productive.

Conclusion

The contribution of talent management for the
enterprise Human capital, which possesses the knowledge,

method as they the implement talent management.

_ e skills and abilities in the context of developing a
Businesses are differing from each other the \nqjedge-based society, has become a key factor in
the economic success of businesses and the economy.
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In connection with human resources is frequently with such talented individuals. Therefore, the basi
mentioned and emphasize concepts of creativity and task of talent management becomes the identificatio

talent. For talents are considered people who lalee a
to influence the overall performance and resultthef
organization.
combination of skills, personal qualities and
qualifications and skills of staff enriched by thei
potential for further development. These peopleehav

great potential and are able to achieve excellent

results. In a highly competitive and dynamically
changing environment, companies face
challenges than to attract, develop and retaimtale
is therefore necessary to pay sufficient attention

talent management, which is part of human resource

of these people, their selection and acquisitiod an
subsequent development, maintenance and use.

Generally, the talent is seen as a Enterprises increasingly now realize that managing

talent is not a luxury but a necessity of survivathe
future.
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DYSFUNCTIONAL MANAGERS

Ludmila MLADKOVA, Jindfich NOVY, Jarmila ZOUHAROVA

Abstrakt

Researches of the Gallup Organisation on motivaéiod management lasting over 25 years show thatntiger factor
that influences productivity and the loyalty of éoypes is the employee’s direct manager. Oppasitei$ result, latest
managerial literature points out that many managdosnot know how to manage and many even mismahage
subordinates. Some author stress that field ofass attracts so called toxic leaders; people wérsonality disorders,
even people psychically ill. The impact of suchppe@n organisations is extremely damaging, espigcia the long
term perspective. The topic of so called toxic é&gaddysfunctional managers) is very interestingvipusly it has been
addressed mostly by psychologists. The objectitleiopaper is to collect interesting works thditthe gap in research
on toxic leaders(dysfunctional managers)on the sfdeanagement.

Key words

Management, leadership, dysfunctional behaviousfuhctional managers, organisation, system of oiggional
management.

JEL Classification: M12, M54, J41

Introduction establish meaningful personal relationships, extrem
egocentricity, failure to learn from experienceg. et
Researches of the Gallup Organisation on (Psychopath, 2015).

motivation and management lasting over 25 years  gociopathy is not a formal psychiatric condition.
show that the major factor influencing productivity |t refers to patterns of attitudes and behavioas are
and the loyalty of employees is the employee’satiire  ¢considered antisocial and criminal by society egda
manager (Buckingham, Coffman, 2005). Based on pyt are seen as normal or necessary by the suteultu
these researches, managers are advised to focus najy social environment in which they developed
only on physiological needs of their subordinabés, (Babiak, Hare, 2006). Sociopath is a person with a
wages, corporate benefits, etc. but also on neéds o0 psychopathic personality whose behaviour s
security and safety and higher levels needs of the antisocial, often criminal, and who lacks a sente o
Maslow pyramid of needs (Maslow, 1943, p. 370-96). moral responsibility or social conscience (Socibpat
The reality is different. Our own researches on 2015). Sociopaths may have a well-developed
management of knowledge workers and managementconscience and a normal capacity for empathy, ,guilt
show that majority of employees (85% of respondents and |oyalty, but their sense of right and wrong is

of the research on management and motivation) hased on the norms and expectations of their
experienced impropriate behaviour of manager to sypculture or group.

subordinate at least once, 50% of respondents more
than once. Psychologists work with the terms toxic

leadership, abusive management, dysfunctional
management. Toxic, abusive and dysfunctional

behaviour is by them often linked with so calledkda

Antisocial personality disorder (APD) is a broad
diagnostic category found in the American Psycluatr
Association’s Diagnostic and Statistical Manual of
Mental Disorders, 4th edition (DSM-IV). Antisocial
. : and criminal behaviours play a major role in its
.S'de of personallty of a manager caused by mental definition and, in this sense, APD is similar to
liness or per.son(.ahty defects. _ ~ sociopathy. Some of those with APD are psychopaths,

We distinguish three basic terms concerning pyt many are not. The difference between
human dysfunctional behaviour (apart from mental psychopathy and antisocial personality disordéhas
iliness). It is psychopathy, sociopathy and ant&loc  the former includes personality traits such as latk
personal disorder. Psychopathy is a personality empathy, grandiosity, and shallow emotion that are
disorder; psychopaths are without conscience and not necessary for a diagnosis of APD. APD is tluee

incapable of empathy, guilt, or loyalty to anyoné b foyr times more common than psychopathy in the
themselves (Babiak, Hare, 2006). A person with a general population (Babiak, Hare, 2006).

psychopathic personality, which manifests as amoral

and antisocial behaviour, lack of ability to love o From the point of view of management, dark side

of personality represents just one side of the lprob

48




SOCIALNO -EKONOMICKA REVUE / 02-2015

The other side is organization, its managerialesyst
and relation of this managerial system to dark side
personality; e.g. why organizations allow
dysfunctional behaviour of managers when we all
know that it limits productivity and makes working
for the organization unpleasant.

In our paper, we do not do difference between

role of dysfunctional managers in organisationB sti
needs to be explored.

In the wake of public scandals during this century,
there has been increasing attention within the
organizational sciences toward negative aspects of
organizational life. These areas are often demedicat
by the evocative adjectives applied to them—deyiant

leadership and management. Terms toxic leadership,aberrant, and toxic (Spain, Harms, LeBreton, 2@14,
abusive leadership (management) and dysfunctional 41-60). Dysfunctional management can be classified
management are understood as synonyms, toxicto three basic groups: dysfunctional management of

leaders and dysfunctional managers are synonyms,subordinates,

too. We also do not do the difference between
dysfunctional (toxic, abusive) behaviour and
dysfunctional management. The reason is simple.
Psychologists whose works we work with do not
make the difference either.

The paper is a theoretical paper. The objective of
the paper is to identify some of important links
between results of psychological
dysfunctional behaviour of managers and the fi¢ld o
theory of organization and management. The
methodology used was as usual for this type of

theoretical research. We collected described and (Hogan,

evaluated different approaches and different ideas

dysfunctional management  of
organisation and dysfunctional behaviour towards
bosses (we do not cover the fourth type of
dysfunctional behaviour — to self, here). Very pfte
all of them are related. Dysfunctional management t
subordinates includes such behaviour like arrogance
favourism, injustice, unfairness, unpredictability
(Veber, 2009, p. 118-119), dysfunctional management

researches on Of organisation involves frauds, side negotiations,

unethical behaviour that jeopardises interestshef t

organisation, its followers, including internal and
external stakeholders, and to social institutions
Kaiser, 2005; Kaiser, Hogan, 2007).
Dysfunctional behaviour towards bosses is usually

chosen topics. The data used are secondary dataP@sed on manipulation, politicising and transfer of

collected from traditional and electronic media.eTh
review pays attention to both historical approaches
and the latest approaches in the field. Methodsl use
for the review of the literature include typical timeds
of theoretical work, e.g., methods that allow
interlinking separated pieces of knowledge like
analysis and synthesis, comparison, induction,
deduction, abstraction, generalisation and critical
thinking.

The paper develops theoretical framework for our
future researches in the field.

1. Dysfunctional Management and Managers

The topic of dysfunctional management is quite
new in the literature. Looking back to the history,

failures on someone who was not responsible (Babiak
Hare, 2006).

Dysfunctional behaviour of managers is usually
explained by problems in their personality (dardesi
of personality). Two important approaches can be
found in the literature. Hogan and Hogan (2004Qs.
51) focus on the dark side as negative charadtarist
that emerge when individuals let down their guard,
Paulhus and Williams (2002, p. 556-568) define so
called dark triad of personality anchored in mative
elevate the self and harm others.

Hogan and Hogan (2001, p. 40-51) perceive that
dark side tendencies are not forms of mental i#ines
they are flawed interpersonal strategies that mteve
managers from building a team, forming alliances,
and gaining support for their vision and plans. &wog

theorist of management focused their attention more and Hogan developed an inventory of the 11 key
on how to manage subordinates and what motivatesdimensions of the dark side; subsequent research
them than on the opposite. Experience from the 2008 shows that the inventory is a valid predictor of

economic crisis highlighted the topic of dysfunotb
(toxic, abusive) managers and their role
organisations.

In the literature, many studies on dysfunctional
behaviour of managers can be found but they are don
from the point of view of psychology. Dysfunctional

in

management, its influence on the organisation, the

derailment (Kaiser, Hogan, 2007, p. 173-195).
Derailment means the problems in performance and
well being of organisation. Hogan and Hogan (2001,
p. 40-51) also define short term strengths and long
term weaknesses concerning individual types of
behaviour (Table 1).
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Tab. 1 Taxonomy of the Dark Side of Leader Persatal

Dimension Definition Short-term Strengths Long-term Weakneasse

Factor 1 — Intimidationgaining security by threatening people and sgaitiem away.

Excitable Inappropriate anger and outbursts; Energy and enthusiasm Others begin to avoid

unstable and intense him/her
relationships alternating between
idealization and devaluation.

Cautious Hypersensitivity to criticism or Makes few mistakes Indecisiveness and risk

rejection. aversion

Sceptical Mistrustful and suspicious; others| Insightful about Mistrustful; vindictive

motives are interpreted as organizational politics | and litigious
malevolent.

Reserved Cold, detached, tough, and Tough and resolute Uncommunicative and

uncommunicative. under pressure insensitive to morale
issues

Leisurely Stubborn, procrastinating, and Charming and Passive aggressive

passively resistant to requests for | apparently cooperative| meanness
improved performance.

Factor 2 — Flirtation and seductionvinning recognition with self-promotion and charm

Bold Arrogant sense of entitlement; Courage, confidence, | Inability to admit

grandiose sense of competence andand charisma mistakes or learn from
self-importance. experience

Mischievous | Manipulative, dissembling, Willing to take risks; Lying; ignoring rules;

impulsive, and limit testing. charming exploiting others

Colorful Attention seeking; self-dramatizing, Entertaining, flirtatious,| Attention-seeking,

and theatrical. and engaging overly dramatic, and
distracting

Imaginative | Interesting and sometimes eccentrjcVisionary out-of-the- | Bad judgment leading

flights of ideas. box thinking. to loss of credibility.

Factor 3 — Ingratiation ensuring approval by being loyal and becomingsipeinsable.

Diligent Perfectionistic and hard to please. | Hard working, high Over controlling, rigid,
standards; self- micromanaging,
sacrificing

Dutiful Difficulty making independent Team player; Indecisive; overly

decisions and unwillingness to considerate; concerned about
disagree with superiors. keeps boss informed | pleasing superiors

Source Hogan,

Hogan (2001, p. 40-51)

The dark triad of personality (Paulhus, Williams,

2002, p.
machiavellianism

556-

568) covers three

Narcissism is attempts to develop a subclinical
dimensions; version of narcissistic personality disorder. NegEm
, narcissism and psychopathy. leads to grandiosity, entittement, dominance, and

Machiavellianism is a manipulative personality.
Individuals  high in  Machiavellianism are pleasant in the short term. In the long term, hawev
characterized by a lack of empathy, low affect, narcissists have difficulty maintaining successful
possessing an unconventional view of morality and a interpersonal relationships, lacking trust and dare
willingness to manipulate, lie to, and exploit athe others, and sometimes feeling disdain for them {Mor
They focus exclusively on their own goals (Chrigie Rhodewalt, 2001; Spain, Harms, LeBreton, 2014, p.
Geis, 1970; Wu & LeBreton, 2011). They may take a 42).
certain pleasure in successfully deceiving others Psychopathy has been described as impulsivity
(Jones, Paulhus, 2009; Spain, Harms, LeBreton,,2014 g thrill seeking combined with low empathy and
p. 42) anxiety (Babiak, Hare, 2006; Hare, 1985; Skeem,
Polaschek, Patrick, Lilienfeld, 2011). Psychopaties

superiority. Narcissists can appear charming or
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characterized as antagonistic and have a belitiein
own superiority and a tendency toward self-prommotio
(LeBreton, Binning, Adorno, 2006; Lynam, Widiger,

2007). Psychopaths are also impulsive and seekhighlights

immediate gratification of their needs (Cleckley,
1976; Hare, 1999; Spain, Harms, LeBreton, 2014, p.
43).

Up to this two approaches, Padilla, Hogan and
Kaiser (2007) write about destructive leadershigy. F
them, destructive leadership may not be entirely
destructive as many managerial activities result in
both good and bad results. They think that destreict
leadership involves control and coercion rathentha
persuasion and commitment (Howell, Avolio, 1992;
Sankowsky, 1995) and that it shows the selfish
orientation of the manager. It focuses on a leader'

Constructive leadership can sometimes vyield bad
results, but their outcomes are largely locatethat
spectrum's constructive end. Emphasizing outcomes
the distinction between destructive
leadership as a process and its consequences.

Organisations are complex social systems and
results of managerial activities may differ in ghemd
long term perspective.

Although the relationship between dark
personality traits and workplace affect still lack
detailed documentation (Spain, Harms, LeBreton,
2014, p. 48) it is generally perceived that
dysfunctional managers, and dysfunctional
management are extremely dangerous in our
globalised knowledge environment. Majority of
employees working in organisations in developed

objectives and goals, as opposed to the needs ofcountries are knowledge workers. They are often

constituents and the larger social organization
(Howell, Avolio, 1992; Rosenthal & Pittinskya, 2006
McClelland,

highly regarded by employers for their innovatiow a
creativity, as these are both considered important

1985), the effects of destructive glements in an organisation’s ability to survivedan

leadership are seen in organizational outcomes thatprosper in an increasingly competitive and fast-

compromise the quality of life for constituents
(whether internal or external to the organizatianyi

detract from their main purposes (Hogan, Kaiser,
2005). Finally, destructive organizational outcomes

changing environment. In private industry, innowati
and creativity are needed to bring new or improved
products and services to the market, while thera is
greater need for public sector employees to be

also depend on susceptible followers and conducive jnnovative and creative as the government seeks

environments (Padilla, Hogan, Kaiser, 2007).

By Padilla, Hogan and Kaiser (2007) critical
leader factors concerning destructive leadershg ar

charisma, personalized use of power, narcissism,

negative life themes, and an ideology of hate.

2. Threads of Dysfunctional Management

The impact of dysfunctional management on
subordinates and organisation is not easy to measur

significant improvements and change in the delivery
of public services’ (Brinkley, Fauth, Mahdon,

Theodoropoulou, 2009). Dysfunctional manager
mismanages his subordinates through abusive
supervision (Wu, Hu, 2009; Tepper, Carr, Breaux,
Geider, Hu, Hua, 2009), insensitive, manipulative,
demanding, authoritarian, self-isolating, aloof, or
critical (Lombardo & McCauley, 1994), or arrogance,
melodrama, volatility, excessive caution, habitual
distrust, aloofness, mischievousness, eccentricity,

Consider, for example, the classic narcissist whose passive resistance, perfectionism, and eagerness to

motives can essentially be characterized as self-

elevation via other-dominance (Horowitz et al., @00
That is, the narcissist has a potentially destvacti
intention; to make others feel small, but it wilbtn
necessarily result in a negative outcome. Consaler,
the other hand, an individual with histrionic

please (Dotlitch, Cairo, 2003). Meta-analysis shbwe
that narcissism, Machiavellianism, and trait anger
were all negatively related to job satisfactionUBr
Lee, Khoury, Nixon, Goh, Spector, 2009). In additio
understanding the motivational underpinnings okdar
traits may inform our understanding of emotionail an

tendencies. This person may have no intention to behavioural reactions to goal blockage. For example
cause harm to others, but the obsessive need forhighly dependent individuals, who may be driven by

attention they display may be extremely disruptive
and lead to negative outcomes (Spain, Harms,
LeBreton, 2014, p. 51). Padilla, Hogan and Kaiser
(2007) write that leadership is seldom absolutely o
entirely destructive: most managerial results ithbo
desirable and undesirable outcomes. Leaders,

concert with followers and environmental contexts,
contribute to outcomes distributed across a
destructive—constructive  continuum. Outcomes
associated with destructive leadership are found
primarily at the negative end of that spectrum.

Need for Affiliation, would be expected to react to
interpersonal rejection with despair, whereas
narcissists, who are typically driven by Need for
Power, may react with anger (McClelland, 1985;
Spain, Harms, LeBreton, 2014, p. 50). Van Velsa an

in Leslie (1995) write that there are some consistent

reasons why executives derail, some of which operla
strongly with dark personality. E.g. dysfunctional
manager makes conflicts, decrease the quality of
working environment, frustrate subordinates and
decreases their performance.
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3. Prerequisites of Dysfunctional Management (System, 2014). Systemic approach to organisation

explains, why some organisations are suffer with

Managers, whether functional or dysfunctional are dysfunctional managers and some are not. Simply, it

members of some organisation. Organisation can beis the system of the organisation that makes the

defined as a group of people with underlying sense organisation immune against dysfunctional managers
and mission (Veber, 2009) or a social unit of peopl or opposite.

that is structured and managed to meet a need or to  pg(illa, Hogan and Kaiser (2007) write about so
pursue collective goals (Organisation, 2014). cajled toxic triangle. Dysfunctional management may
Organisations are social systems and are created byhe successful only when dysfunctional manager meets
groups of related parts that move or work togetber,  sysceptible followers and conductive environmeifits.

a regularly interacting or interdependent group of gne of those is missing, dysfunctional behaviour of

items forming a unified whole, or a form of social, manager will be recognised and punished.
economic, or political organization or practice

Pic. 1 Toxic triangle

Destructive
Leaders

= Charisma

* Personalized power
= Narcissism

* Negative life themes

- Ideology of hate

Conducive
Environments

Susceptible
Followers

Conformers Colluders - Instability

= Unmet needs « Ambition - Perceived threat

* Low core self- = Similar world- = Cultural values
evaluations view * Lack of checks & balances

* Low maturity * Bad values and ineffective institutions

Source Padilla, Hogan and Kaiser (2007

The first part of the triangle, destructive leaders destructive leader's agenda. Both types are metivat
(dysfunctional managers) have already been analysedby self-interest, but their concerns are different
in Chapter 1. Let us analyse followers and (Higgins, 1997): conformers try to minimize the
environment and their role in dysfunctional consequences of not going along while colluderk see
management. personal gain through association with a destractiv

Follower have been studied less then leaders leader (Higgins, 1997). Conformers are motivated to
(Padilla, Hogan, Kaiser, 2007) but there are some follow dysfunctional managers due to unmet needs,
works dedicated to why followers follow low self-evaluation and low maturity. Colluders are
dysfunctional managers. Kellerman (2004) and Motivated by ambition, similar world-view and
Lipman-Blumen (2005) suggest that they need safety, values.

security, group membership, and predictability m a Conductive environment is the third prerequisite
uncertain world. Some followers actually benefinfr of dysfunctional management. Factors that influence
destructive activities and thus contribute to theid predispositions of organisation to dysfunctional

vision of the leader. At the group level are nefis management are instability, perceived threat, calltu
social order, cohesion, identity, and the coordamat values, absence of checks and balances and
of collective activity. There is also a naturaldency institutionalization (Padilla, Hogan, Kaiser, 2007)
for people to obey authority figures (Milgram, 1974  Instability calls for strong leaders and they can
imitate  higher-status  individuals  (Baharody, enhance their power by advocating radical change to
Stoneman, 1985), and conform to group norms (Asch, restore order (Bass,1985; Conger, Kanungo, 1987).
1951). Padilla, Hogan and Kaiser (2007) find two The structural stability of the social system (Cell
groups of followers: conformers and colluders. 1974; Conger & Kanungo, 1998), the way how it is
Conformers comply with destructive leaders out of governed is also important. Perceived thread
fear whereas colluders actively participate in a influences the basic needs of the human (Maslow,
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1943). When under the thread, people tend identify
common enemy to search for strong managers who
solve the situation (Higgins, 1997; Solomon,

Greenberg, Pyszczynski, 1991, Bedrnova, Novy,
2001). Cultural values are the foundation of the
corporate culture. They represent basic shared
subconscious guidelines for behaviour and influence
which type of behaviour is and is not acceptable in
organization (LukaSova, Novy, 2004; Novy, 1996). So
the role of personal values is also important.

Lack of institutionalization in organisations leads
to freedom in decision making. Too much of freedom
allows dysfunctional managers to abuse their power
(Kaiser & Hogan, 2007). This is the problem of flat
organisational structures that limit direct auttyoaind
control in favour of delegation and independentkvor
(Nonaka, Takeuchi, 1995; Veber, 2009; Padilla,
Hogan, Kaiser, 2007; Babiak, Hare, 2006). They
create much better environments for toxic leadsas t
traditional hierarchical organisations.
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WOMEN IN LOCAL GOVERNMENT OF TREN CIN REGION

Dagmar PETRUSOVA

Abstract

Local government is spatially defined functionaltuwhich has the right to control their own affairAn example of
local government in Slovakia are municipalities, the basic territorial self-governing units. Thaiight to self-

government is entrenched in the Constitution of $fevak Republic and more particularly defined lire taw on

municipalities. Government units generate their obwdies through which the exercise of self-goveninie

implemented. Title no. 4 of the Constitution alstes that municipality and higher territorial unit Slovakia forms the
local self-government. The aim of the following grajs to present the differences in the repres@madf women and
men in elected positions of selected municipaltieatin Trewin region. It focuses on women's representatiothén

provincial and municipal councils, in the post @ivgrnor, mayors and deputy mayors, and compares thigh data in

the previous term. Despite undeniable progressanfield of equality between men and women in lineas Republic,
inequalities persist in almost all areas of privated public life. Gender inequality in the labowrde, as well as in
other areas in Slovakia cause a number of mutuaflyencing factors. These include for example itradal division of

gender roles, poor knowledge of rights and gendgraéty agenda, and last but not least the lacksefvices for
reconciling work and family life.

Key words

autonomy, gender equality, elective office, depufyor, mayor, municipal council, city council, peipation in
management

JEL Classification: H79, J21, J16

Introduction all areas of private and public life. Gender indiya
in the labor force, as well as other areas in Heves
o , caused by a number of mutually influencing factors.
Gender equality is a fundamental attribdtegal  These include for example the traditional divisiain
and socially just and democratic society, and its gender roles, poor knowledge of rights and gender

democratic principles. Gender equality is by its for work and family life reconciliation.
structural and institutional character associateih w

the challenges of sustainable development and
growth, social cohesion and full use of human
potential of women and men (European Commission,
2011).

Equality of men and women is one of the
fundamental rights and common values of the
European Union. It is a necessary condition for the
EU to meet its targets for growth, employment and
social cohesion. Although inequality persists, Hi¢
achieved significant progress last decade in ttés.a
This is mainly due to the adoption of legislation o
equal treatment, application of gender equality
principles and specific measures to support worten.
is necessary to remove cultural barriers in order t
facilitate access for women and men to non-trauoktio
jobs, including jobs in the decision-making progess
and to fully support individual choices.

Despite the mentioned undisputable progimess
the field of equality between men and women, gender

inequalities in the Slovak Republic persist in asimo ~ Representation of women and men in the council of
Trenéin self-governing region.

The following paper analyzes and compares th
results obtained from data on towns and villages in
Trertin and focuses on the representation of women
in elected positions in the current and previousnise

The territory of Tratfin self-governing region
comprises of nine districts. The Prievidza distigt
the largest in population and the smallest distigct
Myjava. The largest district in area size is also
Prievidza and the smallest in size is PartizansSkanm
the 276 administrative settlements 18of them are
proclaimed with a status of town. In addition t@ th
county town of Tre#in, there are the district towns
Banovce nad Bebravou, Twdn, Myjava, Nove
Mesto nad Vahom, PartizAnske, Banska Bystrica,
Prievidza Puchov. Other cities in the region are:
Bojnice, Brezova pod Bradlom, Tr&éin, Handlov4,
Novaky, Nova Dubnica, NemSova, Stard Tura and
Trentianske Teplice.
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Eight regions were established by the law SR
221/1996 Z.z. about territorial and administrative
division of the Slovak Republic. One of the emeggin
was also the Tre&n Region. By NR SR 302/2001

Republic, which are identical to the previous
territorial administrative divisions. The Trén self-
governing region (hereinafter TSK) was established
on the 1. january 2002 from the former Tdien
Region. TSK’s governing bodies - the president and

Z.z. about Self-governing regions there were e|ght members are elected by the citizens in direct ielest

self-governing regions established in the Slovak

Tab. 1: Composition of council in Trencin autonomsuegion

Election in year together M F M (%) F (%)
2001 45 36 9 80 20
2006 45 31 14 68,9 31,1
2009 45 34 11 75,6 24.4
2013 45 32 13 71,1 28,9

Source: SU SR, www.tsk.sk
Legend: M — males, F - females

TSK council is composed of 45 members of the taken nor was it run for by any woman. Council

TSK, elected in direct elections for a four-yeariqd
In this election year for the period 2013 - 201& th
President of TSK is a male. This post so far wats n

consists of 32 males and 13 females; women
represent more than a quarter, precisely 28.9%.

Chart 1: Distribution of men and women in the TSKoancil after the election in years 2001-2013
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From Table 1 and Chart 1 we can see that thepolitics. This model is well established in the tees

highest proportion of female deputies in the region

council was after the elections in 2006. In therfou
studied electoral periods women occupied, on
average, every fourth position in the council of
Trertin Region.

Distribution of males and females in Mayor’'s and

Deputy Mayor’s office in cities and municipalities
of Trené¢in region.

At the local level usually begin those polans

world, for us it is still neglected. To achieveimitar
effect, the state must ensure appropriate furtbgall
conditions and political parties and local authesit
must even allow them, not to mention supporting and
encouraging of these poloticians. In this resped i
important that this would allow women to participat
in public affairs, which also affect them and their
absence, or rather, their ignorance in this caseldvo
not put them in a disadvantageous position.

The following Tables 2 and 3 present an uesr
of the gender composition of elected mayors and

who were later transferred to the central, national deputy mayors in cities and municipalities of Tdien
establishments where they pursue a career in highregion in municipal elections in 2006, 2010 and4201
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Tab. 2: Mayor of towns in Trencin autonomous region

Election in 2006 2010 2014
year.
district Towns M F M F M F
TN 3 3 0 3 0 3 0
NM 2 2 0 1 1 1 1
BN 1 1 0 1 0 1 0
MY 2 1 1 1 1 1 1
IL 3 3 0 3 0 3 0
PD 4 4 0 4 0 3 1
PB 1 1 0 1 0 1 0
PE 1 1 0 1 0 1 0
PU 1 1 0 1 0 1 0
TN-region 18 17 1 16 2 15 3
% 100 94,44 5,56 88,89 11,11 83,33 16,47

Source: SU SR, www.obce.sk

Legend: M — males, F — females, districts: Tian(TN), Nové Mesto nad Vahom (NM), Banovce nadé®eln (BN), Myjava
(MY), llava (IL), Prievidza (PD), Povazsk& Bystri2B), Partizanske (PE), Puchov (PU), Teémself-governing region (TN-
region)

In the Tre&in Region in 18 of their towns in each that position. The three female mayors in this cipa
observed local elections, the number of womeneat th work in the towns of Stara Turd (Nové Mesto n. V.)
post of mayor has been increasing by one. In this and Brezova pod Bradlom (Myjava) and Prievidza.
election year, 15 men and 3 women were appointed atThere is a female leader in the town Brezova pod
the mayor position, representing a percentage of Bradlom for the third term in a row and in Staradu
83.33% share of men and 16.67% share of women in second term in a row.

Tab. 3: The deputy mayors of municipalities in Trein autonomous region

Election in year: 2006 2010 2014
district Municipatilities M F M F M F
TN 34 25 9 28 6 25 9
NM 32 28 4 24 8 25 7
BN 42 32 10 31 11 28 14
MY 15 11 4 12 3 10 5
IL 18 15 3 14 4 15 3
PD 48 39 9 40 8 39 9
PB 27 23 4 21 6 23 4
PE 22 18 4 17 5 14 8
PU 20 20 0 18 2 18 2
TN-region 258 211 47 205 53 197 61
% 100 81,78 18,22 79,46 20,54 76,36 23,64

Source: SU SR, www.obce.sk

Legend: M — males, F — females, districts: Tien(TN), Nové Mesto nad Vahom (NM), Banovce nada¥eli (BN), Myjava
(MY), llava (IL), Prievidza (PD), PovaZska Bystri@B), Partizanske (PE), Pachov (PU), Teénself-governing region (TN-
region)

After the municipal elections in 2006, 21Em The largest proportion of women in the
and 47 women were in the position of mayor in 258 management of municipalities was recorded in the
villages, representing a percentage of 81.78% stfare districts of Myjava (26.7%), Bratislava (26.47%)dan
men and 18.22% share of women in the referenced Banovce nad Bebravou (23.8%). The Ilowest
function. proportion of women mayors were in districts Puchov
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(0%) - no woman is in the Mayor's office in this
district, next is Nové Mesto nad Vahom (12.5%) and

Povazska Bystrica (14.8%).

Chart 2: Distribution of men and women in Mayor’sffice in villages of Trencin region after the eldoins in

years 2006-2014
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After the elections in 2010, the proportioh
women in local politics in Trefin changed slightly in
favor of women. During this period, the number of
women in office mayors increased by six women - an
increase of 2.32% from the previous period.

In this election period upward trend in the
proportion of women in local politics continues.€fé
is 197 men and 61 women in the mayor’s office,
representing a percentage of 76.36% share of nmen an
23.64% share of women in that capacity.

The largest proportion of women in the
management of municipalities was recorded in the
districts Prievidza (36.4%), Banovce nad Bebravou
(33.3%) and Myjava (33.3%). The lowest proportion
of female mayors were in districts Puchov (10%),
Banska Bystrica (14.8%) and llava (16.7%).

Women and men in the town councils of cities of
Trenéin Regional Government

City Council (MSZ) is the representative council
of the city composed of deputies elected in direct
elections by city dwellers for 4 years. Number of
deputies is every city different, set for example
according to size and meet as necessary, but st lea
once every two months. Deputies receive generally
binding regulations - "urban laws" and thus de@de
fundamental issues of city life.

As it can be seen from Table 4, the propaortf
women in municipal councils seats of Trencin region
is in both compared election terms almost identical
and similar to previous observed positions. MsZ is
made up by women by more than a quarter of
deputies, namely 27.3%. Changes were made to
proportional representation in the each councitepk
the places as Partizanske, Bratislava, Nova Dubnica
Nem3ova and Treérmnske Teplice, where the share of
women and men was kept in the same amount as in
the previous term. The city council in Tigemnske
Teplice is interesting in terms of gender equaility
that the reporting period the proportion of womed a
men has nearly approached the relation 1: 1. It is
similar in this period with Nové Mesto nad Vahom.
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Tab. 4: Distribution of men and women in the towencils of towns of Tredin region in absolute and

percentage values, after the elections in 2010 amel 2014.

elections r. 2010 elections r.2014

town MLl m | F Mo | Fo) M F M%) | F (%)
Trendin 25 24 | 1 26 4 23 2 92 8
Banovce nad 19 11 | 8 57.9 42.1 13 6 68,4 31,6
Bebravou
llava 13 8 5 61,5 38,5 5 8 38,5 61,5
Myjava 19 11 | 8 57,9 42,1 16 3 84,2 15,8
Nove Mesto nad) g 16| 9 64 36 13 12 52 48
VVahom
Partizanske 25 18 | 7 72 28 18 7 72 28
Povazska 25 20| 5 80 20 18 7 72 28
Bystrica
Prievidza 31 24 7 77,4 22,6 24 7 77,4 22,6
Plchov 19 14 | 5 73,7 26,3 16 3 84,2 15,8
Bojnice 11 8 3 72,7 27.3 10 1 90,9 9.1
Brezova pod 13 11 | 2 84,6 15,4 7 5 61,5 38,5
Bradlom
Dubnica nad 19 15| 4 78.9 211 16 3 84.2 15,89
VVahom
Handlova 19 16 | 3 84,2 15,8 15 4 78.9 21,1
Novaky 10/11 8 2 80 20 9 2 81,8 18,2
Nova Dubnica 15 12 | 3 80 20 12 3 80 20
Nemsova 13 10 | 3 76.9 23.1 10 3 76.9 231
Stara Tura 10/12 6 4 60 40 7 5 58,3 41,7
Trentianske 11 6 5 54,6 454 6 5 54,6 454
Teplice
Spolu ; - ; 72.9 27.1 - ; 72.7 27.3

Source: official webdites of each mentioned town

Legend: M — males, F — females, MsZ — town council

It is the first time we saw also a councihere
women have a majority stake (61.5%) in town of
llava.

The least number of female deputies decide about

cities of Trencin (8%) and Bojnice (9.1%). In ahgel
terms, in the first of these sites there are twaoneo
and in the second there is one woman. This sitmatio
is long-term in the provincial capital, becausethe
previous period in the council there was only one
woman who, however, waived its mandate in the
middle of a parliamentary term and thus tienMsZ
remained purely male.

Conclusion

Barriers to entry of women into politicalfioké
can be seen in a number of factors in the socio-
cultural setting of the company, as well as in the
practices of political parties and political cubur

sophisticated, based on the mechanisms and prmactice
of political culture created by prolonged social
dominance of men in this field.

Family responsibilities repeatedly appesurtte
most intense and most universal barrier of entry of
women into politics. Entry of women requires the
approval and support of the spouse and family
members. Burdening women by paid and unpaid work
disproportionately increases, especially on wee&end
For them, politics is an additional activity anadniby
members assume only part of the responsibilitigs. A
the local level, this is somehow manageable, birtgyo
to the national functions makes the conflict farmity
public activity even more sharp.

Balancing the role of women in politics aaldo
in the labor market gradually starts to increasth wi
education of women. Nowadays women achieve more
education than ever before. But despite that the
number of them in managerial positions, but

Some barriers are obvious, others more hidden andespecially in top positions is still insufficiertvhat
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contributes substantially to the situation is stadie  their career paths, but also about informationoafed
attitude, which is still based on the preferenceaof and economic character and a new approach to their
man for the leading managerial post. Researches andown career; woman can not wait until her career is
various analyzes of attitudes of women suggest that organized by someone else. She must have her own
women contribute to this attitude in a large extent plan, goals and active control of her career ard th
themselves. Women do not seek visibility. Women ability to effectively share their work results it
who seek to advance in employment and also in lsocia others, goals and ideas and understanding of dkagir
status, must become "visible". This is particularly development, growth potential during their careers.
about the acquisition of a thorough knowledge about
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ODMENOVANIE A MOTIVACIA ZAMESTNANCOV V DOPRAVNYCH PODNIK OCH
Remuneration and motivation of employment in transport companies

Jana SPANKOVA, Monika GULLEROVA

Abstrakt

Zaciatkom roku 2008 bol vlenskych krajinach Eurépskej unie jednym z obrastskyroblémov cestnych dopravcov
nedostatok vodov. ZvySovanim vykonov dopravcov sa postupne alypaiet vozidiel,¢cim sa nedostatok vaiiv
prehlboval. S nastupom hospodarskej recesie, ®ktdoslo k poklesu dopytu po sluzbach cestnej dgpsa problém
nedostatku vodov dafasne vyrieSil. AvSak dodrziavanim socialnej legigla bolo nevyhnutné uvazaovav
medzinarodnej cestnej nakladnej doprave &gu vodiov vySSim vo vahu k vozidlam o priblizne 30%. VVakdom na
to, Ze v SR neexistuje systematické vzdelavaniefesp vodé, ndklady na ziskanie vagkého opravneniajalSich
nevyhnutnych nélezitosti (kurzy zakladnej kvalifikdkvalifika'hd karta vodfa, psychologické vySetrenia ai.) je mozné
ocakava opatovne problémy s nedostatkom wodi Spoldnosti, ktoré chcu ziskKaa udrza si zodpovednych a
kvalifikovanych vodbv sa musia permanentne zaoliepaocesom planovania, motivaciou a spésobom adramnia.
Cielom prispevku je overenie teoretickych podkladoentiflkovanie spbsobov odrmvania a motivacie tejto
Specifickej skupiny a to tak z galdu zamestnancov ako i zamestn&imteV prieskume vyuZzivame metodu interview a
dotaznika. Dotaznik bol dostupny v klasickefdteej verzii ale i v elektronickej verzii na strdnkaprofesionalnych
vodicov. Prieskumu sa celkovocastnilo 156 respondentov. Niektoré odpovede poresmd, nakiko povaZzujeme za
zaujimaveé identifikovarozdiely v chdpani motivacie, benefitov zo straagnestnancov a zamestnavate Zaujimali
nas aj malusy, ktoré zamestnavatelia uplft va’i vodicom, spdsoby rieSenia Skodovych udalosti a poddinirrosom
prispevku je objasnenie &@sného systému mzdovej politiky v dopravnych podhjkdentifikovanie systémov, ktoré su
uplatiované v praxi.

KPucové slova

Motivacia, odmgovanie, dopravné podniky, mzda, minimalna mzda

Abstract

Early 2008, road transport undertakings of the Epgan Union member countries faced a huge shortdghrivers.
Increasing demand for freight services and growimgnber of vehicles led to critical shortage of drx Due to
economic recession, road freight traffic experiehdeamatic decline, and the shortfall of driversawvasolved only on a
temporary basis. However, compliance with socigidation necessitated to increase the number dfeds of road
freight traffic compared to number of vehicles bpat 30%. Since there is no systematic approadtato professional
drivers in the Slovak Republic, encompassing fstaimce the cost of driver's license, initial quiabftion courses, driver
qualification cards, psychological examinationsc.etdriver shortage can again be expected in thar feture.
Therefore, companies dealing in the transport afdgare invariably to focus on the processes afiileg, motivating
and rewarding if they want to attract and retaimgoeetent, qualified and experienced drivers. Theppse of the paper
is to verify theory and identify methods of rematien and motivation as viewed by both freight rakd/ers and
transport undertakings. The main methods of sunene an interview and a questionnaire. The questde could be
completed on-line using the professional freighitvelr website, but a print version of the questidrmavas also
available. A total of 156 respondents participatedhe survey. Several responses obtained frongtiestionnaire by
professional freight drivers and transport undeitegs were compared and evaluated to highlight analyse different
motivating factors for both the employers and elypds. In addition, applied maluses by employers tbe discovery
of deficient performance were looked at. The valuthe paper lies in clarifying the current applida wage system in
road transport undertakings.

Key words
remuneration, motivation, transport undertakingages, wage types

JEL Classification: J31, M51, M54
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Uvod

~-Odmeiovanie zamestnancov je jednou z
najstarSich  persondlnychéinnosti, ktorad je v
pozornosti tak zamestnavbée ako i zamestnancov.
Odmeiovanie v modernej personalistike neznamend
iba plat, mzdu, zaha aj povySenie, formélne uznanie,
zamestnanecké vyhody* (Vojtayi2008, s. 145). Pri
odmaiovani rozliSujeme vonkajSie a vnutorné
odmeny. Pod obsahom vonkajSich odmien byva
pridelenie stroja¢i zariadenia, vzdelavanie dat
Naopak, vnutorné odmeny nemaju hmotnd povahu.
Vnutorné odmeny spravidla suvisia so spokofoas
zamestnancov a s radosi, ktord im vykonana praca
prindSa, z pocitu uzZitmosti a dbélezitosti
vyplyvajlcich zo z@astiovania sa na pracovnych
Ulohéch af’.

Dopravny podnik, ktorého diem je udrzanie si
kvalitnych ~ zamestnancov, sa musi zaobera
podmienkami, ktoré znizuju fluktuaciu zamestnancov.
Ide o tieto podmienky:

a) nastavenie motivujucej mzdy. Mzda a jej vySka je
zakladny faktor, ktory motivuje zamestnanca k
praci. Ak je odmena za vykonanu pracu pod
priemernou Urokou miezd v regione alebo v
segmente na trhu, podnik sam motivuje
zamestnancov k odchodu ku konkurencii.

zabezpét zodpovednas  zamestnavata.
Zamestnanci (nielen dopravného) podnikurnogé
férovy a zodpovedny pristup zamestnakate

zabezp&t starostlivo§ o zamestnanca aj mimo
pracoviska. Filozofiou je, Ze zamestnhanci maja
pravo na oddychio v praxi znamend, Ze dopravca
by mal uprawW kalendar vyaZovania
zamestnancov tak, aby mohli tbyso svojimi
rodinami aj vziiadom na potreby (napr. rodinné
oslavy, dovolenky, dt.)

zabezpeét firemné vyhody (benefity).
Poskytovanie vyhod méze volkej miere prispié

k spokojnosti zamestnanca a Skala firemnych
benefitov je Siroka a pestra.

investicie do vzdelavania. Vd&$nosti su rozne
systémy vzdelavania, ktoré zamestnanec vnima
ako investiciu zamestnavéte ¢im Si
zamestnavate ziskava  pozitivny  pdiad
zamestnanca.

optimalne pracovné razenie. Pri pridévani
pracovnych povinnosti a ¥gZovani zamestnancov
je nevyhnutné postupotaakym spésobom, aby
zamestnanci neboli nateni practvaa hranici
fyzickych moZznosti. V pripade korektného pristupu
zamestnavatea moéZze dopravca ziskapoves
dobrého a férového zamestnévate

b)

d)

f)

Od 1.1.2015 vstupil do platnosti zékon
o0 minimalnej mzde tykajlci sa nielen dopravy, ale
vSetkych sektorov. Zavedenim minimélnej mzdy v
Nemecku sa situacia dopravcov komplikuje, avSak
motivacia vodtov k vykonu tejto profesie narasta.
Otazkou vSak zostava najma kvalita persondlu, jeho
schopnosti, skusenosti, flexibilita. A nasledne aj
schopnog podniku udrzé si prave tych najlepSich.
Krajnakova (2014) konstatuje ,Z nasho [jatu v
podmienkach vytvarania ekonomiky vedomosti
Pudsky kapital je najcennejSim a najvyznamnejSim
ekonomickym prostriedkom spdloosti, dblezitym
zdrojom konkuretnej vyhody pre organizaciu
hocakého druhucinnosti. Jedinym prostriedkom,
ovladajucim vékym tvorivym impulzom vystupuju
prave ludia, ich duSevny, vzdelavaci, kvaliftkay
potencial, a efektivndsozvoja ekonomiky sfasnych
Stdtov vo vékej miere zaleZzi od toho, Rko
prostriedkov vkladaju do svojickudi. Bez toho nie je
mozné zabezg@ ich progresivny rozvoj. Teda,
ludské zdroje — to su cenné zdroje, prindSajucayeal
zisk."

1. Mzdové formy v cestnej doprave

Na to, aby odmevaci systém v ktoromKeek
podniku mohol plni svoj (Eel, je potrebné dodrZiava
niektoré vSeobecné zasady. Medzi vyznamné patri
napr. stanovenie a dodrZiavanie minimalnej a
maximalnej drovne p®@Znej odmeny, vytvaranie
prostriedkov na odni®vanie v suvislosti s nakladmi
firmy, porovnaténo®” odmien na rovnakych a
podobnych  pracovnych  poziciach,  zaistenie
motivatnych prostriedkov, planovanie rozdelenia
finanénych prostriedkov na odmeny, planovanie
odmien na dalSie obdobie, stanovenie miery
vyjednavania s pracovnikmi od stanovenych tarif,
reSpektovanidudskych prav a pravidiel sluSnosti a
informovanog zamestnancov 0 postupoch a
pravidlach pri poskytovani odmien, zamestnaneckych
vyhod a pod.

Existuje  viacero druhov  zakladnych a
dodatkovych mzdovych foriem, ktoré sliZia na
ocenenie vysledkov prace zamestnanca a jeho vykonu
(napr. ¢casova mzda, vykonova mzda,d’gt Pri
dopravnych  podnikoch upravuje odiioeanie
vodi¢ov cestnej dopravy Nariadenie (ES)561/2006.
Pod’a tohto nariadenia dopravca nesmie vodi
poskytova Ziadnu platbu (ani vo forme prémie), ktora
by suavisela s prejdenou vzdialefiog alebo
mnozZstvom prepraveného tovaru. Mbdinbze by
odmeiovany vykonovou mzdou (zavislou od
ubehnutej vzdialenosti) iba v pripade, ak prepravu
vykondva potla vopred stanoveného cestovného
poriadku. DalSim zakonom, ktory upravuje
odmeiovanie zamestnancov v dopravnych podnikoch
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je Zakon¢. 462/2007 Z. z. o organizécii pracovného kilometre a region. Pdd portalu platy.sk (31. 3.
¢asu v doprave. Pdd tohto zédkona, ak cestny 2014) je priemerny megay plat vodta kamionu (bez
dopravca poskytne vaghivi motivatnd prémiu, diét) 772 eur.
priplatok k mzde alebo int paznu alebo nepeznu Pokia vodi¢ nakladnej dopravy vycestuje do
vwhodu za prejazdent vzdialemiosalebo za  zanhrangia alebo na dihodobl pracovnt cestu, ma
prepravené mnozstvo tovaru alebo o0sob, ak sa tympodra zakona narok na cestovné nahrady, tzv. diéty
ohrozila bezpénog’ cestnej premavky alebo piatiace aj na izemi Slovenskej republiky. Tietétyli
motivovalo poruSenie pravidiel pracovnét@su,casu stanovuje prostrednictvom opatreni Ministerstvo
jazdy, casu pracovnej pohotovosti a prestavok v praci prace, socialnych veci a rodiny SR. Sadzby stravnéh
alebo dob denného alebo tyZzdenneho om@ z0 7y, diéty su uované zvias pre tuzemské sluzobné
strany vodéa, dopravca sa dopusti spravneho deliktu, cesty a zvl&s pre zahrariné sluzobné cesty, pam
za ktory je inSpektorat prace povinny utb&ankciu. kazda krajina ma vysku diét stanovent osobitne a v
Pri stanoveni mzdy vo¢h cestnej dopravy je  prislusnej mene pre dany 3tat (napr. pre Nemecko,
potrebné reSpektova Zakon ¢. 311/2001 Z. z. Rakusko, Taliansko, Francuzsko je to 45 eur/de
(z&konnik prace), ktory vo vahu k odmgovaniu Mad’arsko 39 eur/de Pd’'sko 37 eur/de — konkrétne
vodicov stanovuje nasledujuce minimalne sumy pre jednotlivé krajiny uvadzame v téke: 2).

poZiadavky: za pracu neals, za pracu vo sviatok a za Od 1.1.2015 vstdpil v Nemecku do platnosti

nocnu pracu. zakon o minimalnej mzde, ktory sa tyka vSetkych
V cestnej doprave sa v SR &agtejSie pouzivaja  sektorov. Nemeckd minimalnu mzdu budd mtisid

pre vodEov nasledovné formy miezd: 1. janudra 2015 vyplatasvojim zamestnancom aj

- tasova, kedy je zamestnanec odmany na slovenské firmy,, ak ich vysla na vyko_n, préf:e_ do
zaklade mnozstva odpracovanéasu, Nemecka. Napriklad, ak slovenska kamionova firma

bude vykonava prepravu tak, Ze nakladka alebo
vyklddka tovaru sa uskuini na Uzemi Nemecka,
takyto pracovnik musi poberanemeckd minimalnu

- vykonov4, ktora sa pouziva v pripade, ak
vysledok prace je mozné kvalifikot/@bjektivne

ho normovdé, ale s podmienkou, ze & vykon mzdu — teda 8,50 na hodinu Bude to plaj pre

nebude ohrozovebezpénos' a hygienu prace, slovenskych zamestnavéoe, ktori pridelia svojich
- kombinovana sa pouZiva ako kombinat@aovej zamestnancov nemeckej firme, resp. akbjk& firme

a vykonovej mzdy. vykonavajucejc¢innog’ na Uzemi Nemecka. Kazdy

V pripade ¢asovej mzdy je mozné vaddivi dopravca musi pred vyslanim v&aido Nemecka

stanovi’ sadzby v zavislosti od vykondvanej prace Vytvorit plan, ktory sa moze dodatwe menf. Na
nasledovne: vedenie vozidla, mzda za manipulaciu colny urad v Koline nad Rynom musi nahfasiena,
(napr. nakladka a vykladka tovaru, upevanie priezviska a ddtumy narodenia v uvedenom formulére
tovaru at’.), mzda za pripravu vozidla na jazdu, mzda vV nemeckom jazyku pre kazdého wli Do

za cakanie (napr. pricakani na vykladku, na formulara sa uvedie aj predpokladanyiatok prace a
hraniénych priechodoch a pod.), mzda za pracovni O¢akavanu dobu trvania prace v Nemecku.
pohotovos.

K mzde vodéa je mozné vyplddaz pozicie 2. Cid’ prace, metodika a metddy skimania
dopravcu priplatky, napr. priplatok zac¢na préacu,
priplatok za sobotu, netle a sviatok, priplatok za
zaSkdovanie nového voda, zacistenie vozidla, za
opravy vozidla.

Cielom nasho prieskumu je preveraplikaciu
teoretickych podkladov do praxe odfogania a
motivacie vo vymedzenej skupine zamestnancov.

~ Okrem priplatkov je mozné vyplata/odicovi Objektmi skiimania st zamestnanci pdésobiaci v
premie napr. zo mzdy v percentualnej vyske, za pozemnej doprave, t. j. vadi autobusov, vodi
Usporu pohonnych latokdt nakladnej dopravy do 3,5 tony a nad 3,5 tony, giodi

Mzdové ohodnotenie voithv autobusov sa  taxi sluzby, vodii Specialnych vozidiel, podmienkou
pohybuje predovSetkym v zavislosti od miesta vykonu je, aby boli zamestnanci nie samostatne zarobkovo
prace (od regionu) a od ich skisenosti (profive#tic.  ¢inné osoby.

prie[ne_rny mesay plat vodéa autobusu 852 eur.  g5opnych rozhovorov a akdali spdsob opytovania
Pod’a internetovy portalu profivodic.sk (31. 3. 2014) p() zvoleny anonymny dotaznik  obsahujdci

vyska priemerného mesaeho platu vodia v oblasti  yompinaciu ~ zatvorenych a otvorenych  otazok.
nakladnej dopravy zavisi od viacerych faktorov, potaznik bol dostupny v klasickej dienej verzii, ako
napriklad od typu vozidia (kamion/dodavkdplej s aj vo verzii elektronickej, t. j. prostrednictvom

rozhodujuce ziskané pracovné sklsenosti, najazdené
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aplikacie online formulér sluzby Disk spéfwsti
Google, ktora je poskytovana bezplatne.

3. Interpretacia vysledkov prieskumu

Prieskum sme rozdelili na dvasti, prtom v
prvej casti sa nachadza vyhodnotenie vysledkov
dotaznikov vyplnenych zamestnancami a v druhej
zamestnavatei. VSetky vysledky su uvedené v
absolutnych hodnotach. Prieskumu sacaathilo
celkovo 139 respondentov — zamesthancov a 17
zamestnavatev.

Na zaklade udajov poskytnutych zamestnancami
vySka priemerného meS®ho platu bez diét
nedosahuje ani 450 eur meésa u 40%
zamestnancov, rozmedzie 450 — 550 eur uviedlo 21%,
23% respondentov dosahuje plat priblizne 551 — 800

Graf 1 Mzda respondentov

eur mesé&ne. VysSie mesmé prijmy bez diét uz
dosahuje znme menSie mnoZstvo opytanych, 5%
respondentov dosahuje 801 — 1 000 eur a 5% zarobi 1
001 — 1 500 eur mesae. Priemerny megay zarobok

vo vySke 1 801 — 2 000 eur a nad 2 000 dosahuju
zhodne len 3% respondentov.

Pri priemernom megaom plate vratane diét je
uz situacia odliSnd, pretoze v tomto pripade j®iaqj
zastupena skupina v@dv, ktori dosahuju priemerné
mes&né prijmy v rozpati od 1 001 do 1 500 eur
(34%), druhou skupinou v poradi respondenti, k$ori
diétami zarobia 801 — 1 000 eur m&sa (18%) a
tretimi v poradi sU respondenti zarabajuci 551 6 80
eur meséne (18%). Dalej v poradi je 12%
respondentov s priemernym mé&sam platom s
diétami 1 501 — 1 800 eur. Menej ako 450 eur
mes&ne zarobi 9% respondentov, 450 — 550 eur 9%
respondentov.
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Mzda v zavislosti od odjazdenych kilometrov je
vyplacana 19% respondentom, za ¢0to 3%

pottu respondentov dostava 90% wai mzdu
riadne k terminu a u 10% sa objavila odpbyviée im

respondentom a inym spésobom 7% respondentom. 2je najskdr vyplatena zaloha a aZz potom im je

respondenti uviedli, Ze su sice plateniljzoldodin, ale

ich zamestnavaleim priznava menej hodin, ako v
skutainosti odpracuju. VySka platu je u25%
respondentov zavisla od odpracovanych hodin, 17%
respondentov uviedlo, Ze dostavaju mzdu na de

u 26% respondentov zavisi plat od tarify na kilagnet

Moznog’ inych foriem, od ktorych sa odvija
vysSka platu zvolili 3% respondentov (uvadzali, Ze
vySka platu sa odvijala od &U paitu turnusov,
preprdv a odjazdenych kilometrov). Z celkového

vyplaten&dalSiacag’ mzdy.

V pripade, Ze zamestnanca zamestndvagslal
na dlhodobu pracovnu cestu, ma narok na cestovné
nahrady — takzvané diéty. Tieto diéty platia aj pri
tuzemskych sluzobnych cestach na uzemi Slovenskej
republiky. Zamestnancovi patri stravné za kazdy
kalendarny d& pracovnej cesty za podmienok
ustanovenych zakonom o cestovnych nahradéach.
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Tab 1: Vyska stravného pri sluzobnych cestach wslwskej republike

5-12 hodin 4,20 €
12 - 18 hodin 6,30 €
nad 18 hodin 9,80 €

Zdroj: Ministerstvo prace, socialnych veci a rodiBlpvenskej republiky, (2014)

Pri zahraninej pracovnej ceste zamestnancovi
patri za kazdy kalendarny itlgahraninej pracovnej vo vyske 25 % zo zakladnej sadzby stravného,

cesty za podmienok ustanovenych tymto zakonom b) nad 6 hodin aZ 12 hodin, patri zamestnancovi

stravné v cudzej Tene- Stravne v CUdZﬁJ Mene )€ stravné vo vyske 50 % zo zakladnej sadzby strayného
ustanovené v zavislosti odasu trvania zahratnej . . . .
J ¢) nad 12 hodin, patri zamesthancovi stravné v

pracovnej cesty mimo Uzemia Slovenskej republiky v sume zakladnej sadzby stravného
kalendarnom dni, ptom c¢as trvania zahratme] '
pracovnej cesty mimo Uzemia Slovenskej republiky je
rozdeleny ngasove pasma:

do 6 hodin vratane, patri zamestnancovi stravné

Tab 2: Vyska stravného pri zahraétych sluzobnych cestach vo vybranych krajinach

Krajina Mena strsaat/dnzébhyo
Bulharsko euro 36
Pd’sko, Ukrajina euro 37
Slovinsko euro 38
Mad’arsko euro 39
Chorvatsko, LotySsko, Litva euro 40
Estonsko, Grécko euro 42
Portugalsko, Rumunsko, Spanielsko, Srbsko euro 43
Turecko euro 44
Belgicko, Francuzsko, Holandsko, Taliansko, Maltamecko, Rakulsko euro 45
Luxembursko, Finsko euro 50
irsko euro 53
Cesko ¢eska koruna 600
Dansko danska koruna 380
Norsko nérska koruna 420
Spoj. Krdovstvo angl. libra 37
Svagiarsko 3v. frank 80
Svédsko 3v. koruna 455

Zdroj: Ministerstvo prace, socialnych veci a rodBlpvenskej republiky, (2014)

K zékladnému platu dostava 52% respondentov pri vikendoch v zahradi im nie su pridéované
stravné riadne, v sulade s pravnymi predpismi, 5% Ziadne diéty, resp. maju iba symbolické diéty.
respondentov uviedlo, Ze majiiastane diety, 8% Zamestnavafe poskytuje zamestnancovi pri
respondentov dostava diéty pedfakturacie a35%  zahraninej pracovnej ceste vreckové v cudzej mene
respondentov uviedlo, ze nedostavaju Ziadne diéty. \,q vyéke od 5 % do 40 % stravného. Od 1. januara
Z uvedeneho pidu az 21% respondentov uviedlo, Ze 2011 sa zmenil zakonokh 548/2010 Z. z. charakter

vreckového z narokovej nahrady na nenarokovu
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nahradu, ktord zamestnavatedze poskytouq ale aj tomu, Ze to nemaju povinné zo zdkona. Z odpovedi
nemusi. Vzladom na to, Ze vreckové je predmetom zamestnancov vyplynulo, Ze wtagtejSie su v plngj
dane z prijmu a $ag’'ou vymeriavacieho zakladu pre vySke hradené preSkolenia ato 46%.  Samotni
sociélne poistenie a pre zdravotné poistenie, aiekt zamestnavatelia uvadzajl, Ze daajejSie prispievaju
zamestnavatelia od poskytovania vreckoveého upustili na zdravotné prehliadky — 35%.

Z celkového pétu iba 18% respondentov dostava Pravidelné preskolenie hradi 100% zamestnancov
vreckové vo vyske 5 % a 8% respondentov uviedlo, Zze (aj z polfadu  zamestnancov aj z fdallu
dostava vreckové, ktoré je vySSie ako 5%. zamestnavatev). Tato povinnos vyplyva zo

Z poltadu respondentov zamestnavate boli zakonov. Dalsim preskolenim su opakované Skolenia
tvrdenia zhodné vtom, Ze mzdu vyplacaji v stlade Profesionalnych vodov, ktoreé musi absolvova
s predpismi a zadkonmi SR. Iba jeden respondent kazdy vodé raz za 5 rokov a pohybuje sa v rozmedzi
uviedol, Ze vyplaca vreckové vo vyske 5%. od 130 po 900 EUR (v zavislosti na type kke

V nasledovnom grafe sme uviedli odpovede Sl:;(lir\]/'iika)ako I cenovych  relacii  Skoliaceho
respondentov, s ktorymi poloZzkami a v akej vyske im P '
zamestnavatelia fingne vypomahaja, aj napriek

Graf 2 Prispevky zamestnavé@® zamestnancom
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v plnej vyike CiastoCne vdbec v plnej vyske ¢iastocne ciastocne

‘ vdbec
zamestnanci zamestnavatelia
B preskolenia M zdravotné prehliadky psychotesty M kartavodita Miné
Uvedené polozky priamo suavisia s vykonom Zamestnavatelia su nazoru, Ze casjejSie sa

povolania vodia. Za pravidelnu lekarsku prehliadku zamestnanci rozhoduju pa mzdy a povesti
vodi¢a z povolania si zamestnanec zaplati priblizne 25 zamestnavata (zhodne po 66%), zaujimavé su aj
EUR, psychotesty raZia vodéa sumou 60-80 EUR  pridelenie nového vozidla (35%) a druh pracovného
kazdych 5 rokov a tachografova karta wedstoji 63 pomeru (25%).

EUR aje platna 5 rokov. Prispevky zo strany Respondenti mali moznos Specifikova aj
zamestnavatev st teda zrme motivujucim benefity a iné polozky, ktoré neboli spomenuté v
cinitefom, ktory si zamestnavdtenoze uplatni do pondknutych mozZnostiach. Ako benefity a iné
daiiovo uznanych nakladov. polozky uvadzali priplatky za naasy, sviatky,
Zaujimali nas preferencie pri Moe zamestnania.  vikendy, vreckové, kolektiv, socialne podmienky,
Respondenti mohli ozde’ viacero odpovedi. osobné ohodnotenie, GPS vo vozidle, parkovanie
NajdélezitejSou preferenciou pri vybere nového vlastného vozidla a tiez¢i maju zo strany
zamestnania je p&d 92% respondentov jednozna zamestnavata zabezp&nl dopravu na pracovisko —
ponukana mzdaDalSimi si poves zamestnavata ku kamioénu, ¢i uZz prostrednictvom firemného
(70%), druh pracovného pomeru (43%) a pridelenie mikrobusu, alebo hromadnej dopravy. Odpovede
ho vozidla (20%). respondentov dladne prispevkov ku mzde su

prezentované v nasledovnom grafe.
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Graf 3 Priplatky ku mzde
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Zaujimavy je rozdiel v odpovediach tykajlcich sa Zamestnavatelia upkatju aj zrdzky zo mzdy.
priplatkov za nathsy a pracu p@s vikendov. Pdé NajcastejSie su uplabvané za spotrebu a nadhyné
Zakonnika prace ma zamestnavapovinnos tieto kilometre. Odpovede su prezentované v nasledovnom

priplatky zamestnancom vyplagapricom iba 37% grafe. NafastejSou odpowv#ou pri zrazkach bola zo

zamestnancov uviedlo, Ze sU im vyplacané a 65% strany zamestnancov spotreba (65%), zo strany

zamestnavatev uviedlo, Ze ich vyplaca. Ostatné zamestnavatev poskodenie vozidla (75%). Zardve

priplatky s chapané ako motéves. vSak zamestnavatelia uviedli, Ze uvedenu zradZzku sa
snazia riedi cez poistku a nefaZzova vodica.

Graf 4 Zrazky zo mzdy

80% 75%
J0% - 65% M 7a spotrebu
M 7za nadbytocné km
60% % e
W znedisteny interiér
50% 1 M za rozloZenie tovaru
40% - m poskodenie tovaru
30% - Z626% m poskodenie vozidla
20% - % m strata dokumentov
W nedostatofné zaznam
10% - v
iné
0% 1
zamestnanci zamestnavatelia
Iba jeden zamestnavditeuviedol, Ze negha Ze 5% vodiov je za pouzivanie tychto prostriedkov
Ziadnu z poloZiek. odmeiovanych. Zamestnavatelia teda (hoci pod

Pod moZno®u iné boli uvedené zrazky za hrozbou sankcii) odnieji vodicov za porusovanie

pouzivanie deaktivamych prostriedkov na tachograf a  legislativnych predpisov a nariadeni. Jeden &odi
myto (napr. magnety, rusy a pod.). Zaujimavée bolo,
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uviedol, Ze vo firme sU odmevani aj za vyuzivanie
ciest II. a lll. triedy, jazdu mimo dfaic.

Zaver

Pri odmeéovani zamestnancov v doprave ma
zamestnavatemoznos uplatiova’ rdzne prispevky a
priplatky rovnako ako pri inych povolaniach. Tento
segment je vSak Specificky fingmym zaaZzenim
zamestnancov, od ziskania wského opravnenia,
cez pravidelné Skolenia az po naklady za vybavenie
tachografovej karty, bez ktorej nie je mozné twies
v&sSinu modernych motorovych vozidiel. Veédi
pracuju nezavisle adaleko od svojich stalych
z&kladni. To znamena, Ze nie je vzdy jednoduché
komunikova® a konzultovd s nimi, a preto je
potrebné, aby sa na rieSeniach priamo dadii@j oni.
Zamestnavate ma moznos motivove’
prostrednictvom mzdy a dobrej povesti. PovaZzujeme
za zavaznu skutmog’, Ze niektori respondenti sa
vyjadrili, Ze by privitali odm&ovanie v sulade so
zadkonmi a predpismi. Zarazajluca bola informécia,
ktort poskytol vodi jazdiaci pre slovensku dopravnu
spola@nog’, Ze meséne najazdi viac ako 20 tisic km a
vySka jeho mzdy s diétami je okolo 1001 - 1500 EUR.
Otazkou je,¢i pri dodrziavani legislativy je mozné
uvedené kilometre realne a v sulade so zakonmi
skuta@ne odjazdi. Systém benefitov a zrazok je
motivujuci, vyZaduje vSak jasne stanovené pravidla.
Napr. pri zrdZkach za spotrebu je nevyhnutné signov
normu s prihliadnutim na mnoZstvo prepravovaného
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SUMMARY
Remuneration and motivation of employment in transprt companies

Jana SPANKOVA, Monika GULLEROVA

In order to have an effective compensation systermoimpanies, general principles are to be folloviidoe
most significant deal with establishing and maimtag minimum and maximum pay levels and creating
a compensation fund depending on the company peafoce. In addition, the most important ones address
establishing and offering bonuses comparable wilbket rates, offering incentives, planning the tsoallotment
and the future application of the bonus programnidlying the wage bargaining models, respectingduu rights,
complying with the general rules and standards exfedcy, communicating the bonus allocation prasteved
employee benefit programs, etc.

There are several kinds of base pay and contirggnadded to pay and related to performance, canpet
etc. Compensation of drivers is regulated by thguReion (EC) No. 561/2006 on the harmonizatiorceftain
social legislation relating to road transport. Tagulation says that a transport undertaking stwlgive drivers it
employs any payment, even in the form of a bonusage supplement, related to distances travelleldoarthe
amount of goods carried. Performance-based remiime @ drivers (related to distances driven) i$/quossible if
the transport is performed in line with a predefeed timetable. In addition, the issue is reguldigdhe Act No.
462/2007 Coll. on the organization of working timdransport. The regulation says that if a tramspondertaking
pays drivers it employs a bonus or wage supplemedated to distances travelled and/or the amouhtgpods
carried and that payment is of such kind as to egelathe road safety and/or encourages infringewienwbrking
and driving times, daily and weekly break and pesiods, the transport undertaking commits an aistnative
offense and penalty shall be imposed by the Labwrectorate.

When paying drivers, the Act No. 311/2001 Coll. §bar Code) shall be followed, in particular wage fo
overtime work, wage and wage compensation for putalidays and wage surcharge for night work.

The purpose of the survey is to examine the agpicaf theory related to rewarding and motivatiogd
transport drivers to practice. Survey participamese workers in land transport, i.e. bus driveesuy truck drivers
(maximum authorized mass up to 3.5 tonnes and abawd special vehicle drivers. All the survey mipants

were not self-employed persons.

JEL Classification: J31, M51, M54
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VZDELAVANIE PRACOVNIKOV V ORGANIZACIi A JEHO VPLYV NA PACOVNY VYKON

Training of Staff in the Organization and its Impact on Job Performance

Erika HANCOVSKA

Abstrakt

Prispevok sa zaobera skimanim vplyvu vzdelavaniwvaldu a kvantitu pracovného vykonu. Prostredrdot vyskumu
zistir’ preferenciu jednotlivych met6éd vzdelavania pougfeh v sledovanom podniku. Vplyv vzdelavania zaaesbv
na celkovu vykonngspola’nosti, ¢i je vzdelavanie délezité] ma vplyv na ziskovésa pomaha ziskazamestnancom
poznatky vyuZiteé v praxi. Vzdelavanie a odborna priprava su nig#ifejSie investicie ddudského kapitalu.
Ekondmovia povazuju vydavky na vzdelavanie a odipgoripravy ako investicie ddudského kapitalu. Sasné
poZiadavky vo vzdelavani vedu vzdelavacie in&itkgiriprave flexibilnych foriem vzdelavania. Nel&t vedomosti a
zruénosti maju podstatne #&ie moZnosti zapojenia sa do pracovného procesdoxanie produktivity pdd s@asnych
poznatkov neznamena stopanie intenzity prace, ale znamend pracoxtzodnejSim a efektivnejsim spdésobom.

KPucéové slova

Vzdelavanie zamestnancov. Systém vzdeldvania. Wkkonnos zamestnancov. Metddy vzdelavania na pracovisku.
Metddy vzdelavania mimo pracoviska.

Abstract

The article deals with the impact study analysisedlucation on quality and quantity of work performoe. Using
research is to find out the preference of varioaiing methods used in company. The impact ofrtieing staff to the
overall performance of the company, whether itdacation important impacts on prof- itability ane@lps employees
gain useful knowledge in practice. Education angining are the most important investments in huroapital.
Economists regard expenditures on education anithitrg as investments in human capital. The curdgrnands in
education lead the educational institutions to @uegtion of the flexible forms of education. Bearef«knowledge and
skills have significantly greater opportunities farticipation in the labor process. Increasing gutivity by current
knowledge does not mean the escalation of labensity, but working more appropriate and by effitimanner.

Key words
Staff training. Education system. Performance. Exyge performance. On the job training. Off thetjalining.

JEL Classification: 121, 123, 125

Uvod jednotlivcom moznosti a orientaciu a jéukom k
zamestnaniu. Nositelia vedomosti a ¢rosti maju
podstatne w&ie moznosti zapojenia sa do pracovného
procesu. ZvySovanie produktivity pkad s@asnych
poznatkov neznamena stigvanie intenzity prace, ale
znamend pracova vhodnejSim a efektivnejSim

LCudsky kapitél v podniku je zloZitym a stale mélo
analyzovanym hospodarskym a socialnym javom.
Délezitou zloZkou pre tvorbu inovécii je vzdelanie.
Kvalithe nastaveny proces firemného vzdeldvania

poskytuje  zamestnancom $ta sa  profesijne spos'obom. ) _ . o

sposobilejdimi  odbornikmi vo svojej profesii. V Cie/lom prispevkuje urit vplyv vzdelavania
sasnosti neustale prebiehajlce procesy gIobalizéciepraCC{Vn'kOV na ich pracovny vykon.’ Zardve
a integracie prinasaju nie len vyzvy a moznost, &l poukaza na nutnogé vzdelavania pracovnikov, ako

zodpovednas a profesionalitu. Prebieha zmena v rozvoja ludskeho kapitalu. Pri naplneni tae
chapani vzdelavania, v minulosti vzdelanie Prispevku vychadzame z teoretickych poznatkov rady
posta&ovalo pre celoZivotni kariéru jednotlivca, v autorov, odbornikov z domacich a zahtaych
sttasnosti, sa vzdelanie povaZuje za celozivotny Zdrojov — suvisiacich s otazkami  vzdelavania
proces (Soosovd, 2013). Vzdelanie pontka Zamestnancov, vzdelavacich programov
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a vzdelavacich metdd v organizacii. Nadvazujuc na jedinym zdrojom konkurefmej vyhody. Spolénosti

teoretické poznatky, prispevok prezentuje aj vysled
vlastného vyskumu, v ktorom sme sa zamerali vplyv
vzdelavania pracovnikov na pracovny vykon
a preferenciu vzdelavacich metéd. Pre naplneni@acie
sme si  wili vyskumny problém, ktory je
vychodiskom pre formulovanie hypotézy.

Vyskumny problém 1le vyuZitie on the job a off
the job metéd rovnako vyuZivané v sledovanom
podniku?

Hypotéza 1: Predpokladajme, Ze podnik rovnako
frekvertne vyuzZiva on the job aoff the job
vzdelavacie metddy pre svojich pracovnikov.

Vyskumny problém2:Existuje suvislos medzi
vzdelavanim pracovnikov a ich zvySenym pracovnym
vykonnom podniku v ktorom pracuja?

Hypotéza 2: Predpokladdme, Ze vzdelavanie
zamestnancov v podniku zvySuje ich osobny vykon
a vykon podniku v ktorom pracuja.

Metodoldgia -pre vyskum sme si vybrali zber
Udajov prostrednictvom dotaznikovej metddy, na
zaklade ktorej zistime preferenciu jednotlivych daet
vzdelavania ,the job a off the job metédy, a vplyv
vzdeldvania na pracovny vykon v podniku.
Vyhodnotenie dotaznika je realizované v priemernych

hodnotach jednotlivych Skélovych odpovedi na
p&’bodovej Likertovej stupnici. Matematicko -
Statistické metédy sme pouzili pri  finalnom

spracovani dotaznika, vyhodnoteni a interpretécii
ziskanych dat pomocou grafov a tébu

1. Ludsky kapital a vzdeldvanie pracovnikov

Obdobie , kedy bol hmotny majetok
najdélezitejSim aktivom organizacie je uZz nendwatn
pres. Niektoré podniky v stasnosti nevlastnia Ziadne
nehnuténosti ani vyrobné linky a zdrojom ich sily,
vykonnosti a konkuremej vyhody sa stali znalosti a
schopnosti ich zamestnancov a podniku ako celku.
Uspedni manazéri si uvedomuju, aki maji pre nich
hodnotu vzdelani zamestnanci, ktori dokazielne
spolupracovd, rozvij@ znalosti k efektivnemu
fungovaniu podniku v dneSnom globalnom trhovom
prostredi. Vzdelavanie sa stavaidovym, ba dokonca

si uvedomuju, Ze pokifachcu dosahova dobrych
vysledkov, musia manielen dobré technoldgie, ale
potrebuju  aj  kvalitnych a predovSetkym
kvalifikovanych  pracovnikov. Podniky musia
podnecov& a &elovo rozvij@ ich vedomosti a
schopnosti, aby dosahovali strategické ciele, keré
vytycili. Zamestnanci sU nositmi skdsenosti,
poznatkov, novych inovativnych myslienok a prave na
tychto aspektoch zavisi Uspech podniku. Nie vzdy je
vS8ak moZzné zisltauz ,hotovych* pracovnikov s
takym mnozZstvom vedomosti, schopnosti a postojom
k praci, aké podnik prave potrebuje. Preto je fotée
efektivne rozvijé a vzdelava pracovnikov, aby sa
dostali na poZzadovanu Urayektord chce spoknog’
docieli.  Vzdelavanie a odborna  priprava
zamestnancov podniku vedie k vys3ej efektivite,
produktivite a tvorbe zisku (Vodak, Kuclkiécova,
2011).

Ako zdéranuju Krajnakova, Vojtové (2012)
investicie doludského kapitdlu za¢alom navy3enia
jeho hodnoty sa spéjaju predovsetkym s investiciami
do vzdelania a rozvojd’udskych schopnosti, do
podmienok prace a Zivotéudi. Problémy vyuZitia
ludského potencialu ako pracovnej sily st aktualne
nie len v teoretickej, ale aj v praktickej rovine.
Praktické vyuZitie koncepcidudského kapitalu si
okrem iného vyZaduje aj rozpracovanie inovatitnyc
vzdelavacich programov na drovni rodinnej vychovy,
Statnej politiky v oblasti vzdelavania na v3etkych
typoch $kél a drovni vyrobnych organizacii (Vojtdvi
Krajndkova, 2013).

PoR’ad autorov na intelektuélny kapital je r6zny.
Stewart (1997, In Pew Tan a kol., 2008) definuje
intelektualny kapital ako subdéudského, socialneho a
zékaznickeho kapitadlu. Spomedzi inych klasifikacii
intelektualneho kapitalu mézeme spome®¥eibyho
klasifikaciu, ktora rozliSuje vonkajSiu (tykajucla s
vztahov so zakaznikmi a dodavéateé) a vnatornu
Struktru (patria tu patenty, systémy, podnikova
kultara a pod.) dudsky kapital (Sveiby, 1997 a 2001,
In Pew Tan a kol., 2008). Spdloym menovatéom
v3etkych klasifikacii je zaradenigudského kapitalu
pod intelektuélny kapital organizacie. f&hy medzi
jednotlivymi zloZkami kapitalu znazije obr.1.
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Obr. 1 Vz’ah medzi zloZkami kapitalu

Trhova hodnota
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Finanényv kapital Intelektualny kapital
|
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Cudsky kapital Strukturalny kapital
|
] v
Zakaznicky kapital Organizaény kapital
I
v y
[novaény kapital Procesny kapital

Zdroj: Pew Tan, Plowman, Hancock, 2008.

Autori Wang a Chang (2005), vo svojom intelektualneho kapitdlu krelativnemu vykonu
vyskume poukazali na vah medzi prvkami podniku. Tento veah nam zobrazuje obrazok 2.

Obr. 2 Vz’ah medzi prvkami intelektualneho kapitalu k vykonu

Inovaény o
kapital N

Zakaznicky
kapital

Ludsky kapital

Procesny
kapital

Zdroj: Wang and Chang (2005, 233).

Vzdeldvanie pracovnikov je v &isnosti vémi zamestnancov. Efektivhu vykonmozamestnancov je
dblezZité a sprevadza ho po cely Zivot. Nekasa to mozné docieti prostrednictvom vzdeldvacieho
len z&kladnym vzdelanim a neskorSou Specializaciou procesu a internych vzdelavacich systémov, ktorymi
v uréitych oblastiach, ale je nevyhnutné vend\sa spola@nog’ disponuje. Spoknosti, ktoré ponukaju
vzdeldvaniu a neustdlemu prehlbovaniu svojich moZzno$ Skoleni nad ramec tych povinnych, si
vedomosti a zrtnosti, poki#i chce¢lovek zvySova uvedomuju délezitas vzdelavania a jehodinku na

svoju vykonnogs a wuplatni sa na trhu prace vykonnos. To je dévodom, pk® je hlavnym ciom
(Stefatikova, 2014). Vzdelavanie obohacuje Zivot modernych firiem mé kvalifikovanych a kvalitne
¢loveka o nové poznatky, ktoré méze v kombinécii so vzdelanych ludi (Kajanova, 2012). Na vytvaranie
svojim potencidlom vyuZivo svoj prospech, zlepSi vysokej vykonnosti je potrebné rthavo svojom
efektivitu svojej prace a gstasa tak atraktivnym pracovnom tyme len kvalitnyckudi, ktori st schopni
Pudskym zdrojom na konkuréne presytenom trhu  prichAdz& s kreativnymi napadmi, su silne

prace. Nadobudnuté vedomosti mbze prethema motivovani a odhodlani tieto kvalitné vykony
vyhodu a tak sa st&onkurencieschopnejSim. Jednym podéava.
z Kragovych predpokladov vysokej vykonnosti Kachaakova (2007) definuje  vzdelavanie

spolanosti je dlhodobo vysoka efektivita jej pracovnikov permanentny proces, v ktorom nastava
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prispbsobovanie a zmena pracovného spravania,jedna o neustaly systematicky proces, ziskavania,

arovne  vedomosti, ztmosti a  motivacie
zamestnancov podniku, Ze sdauna zaklade vyuZitia
r6znych metdd. Vysledkom je zniZenie rozdielu medzi
aktudlnymi  kompetenciami  zamestnancov  a
poziadavkami ktoré su na nich kladené. Armstrong
(2007) vo svojej praci uvadza, Ze vzdelavanie
pracovnikov je proces, v ktorom¢ith osoba ziska a
rozvija nové znalosti, schopnosti a postoje.
Vzdelavanie je civo orientované, zaloZzené na
skdsenostiach, ovplyiuje chovanie a poznavanie,
zmeny ktoré prindSa su relativne stabilné.
vzdelavaniu dochadza, &eludia mézu dokaza ze
poznaju niéo, ¢o predtym nepoznali, a &emdzu
robit’ nieco, ¢o robi’ predtym nemohli. Vzdelavanie je
proces ziskavania tak aj vysledok tykajlci sa a&tglo
zrienosti a chapania. Z oboch definicii vyplyva, Ze sa

K

Obr. 3 Model systematického vycviku

Identifikova’ potreby vycviku

uchovavania a prehlbovania si znalosti a skisenasti
nadobudnutie SirSej palety vedomosti, ktoré su
potrebné na vykonavanie prace zamestnanca.
Armstrong vytvoril model systematického vycviku,
ktory zadelil do Styroch faz. Na to, aby podnikové
vzdelavanie bolo efektivne a spinilo svéglia cié je
nevyhnutné postupovgpod’a Styroch faz nastavenia
systematického vzdeldvania pracovnikov.

identifikacia potrieb a definovanie
vzdelavania,

planovanie vzdelavania,
realizicia vzdelavacieho procesu,

hodnotenie vysledkov vzdeldvania. Tento model
je zndzorneny na obrazku 3.

Cmy

v

Planova program vycviku

zariadenie | miesto

| inStruktor |

metody \

Realizova vycvik

v

Vyhodnotenie vycviku

Zdroj: Armstrong (2007, s. 275)
Metddy vzdelavania pracovnikov

Spravna kombinacia vhodne vybranych typov
vzdeldvania prindSa najlepSie vysledky. Armstrong

znalosti, ktoré potrebuj a ktoré méEahko prenies
do praxe.

Formalne vzdelavanipod’a autora je nutngsu
a nevyhnutna®u na zéklade ktorého mbzeme zdisti

(2007) uvadza spektrum vzdelavania, ktoré prechédzaaby prebiehalo vzdelavanie, vtedy, dkepraca si

od neformalneho k formalnemu.

Neformélne vzdelavanieje wenim sa zo
skasenosti. Az 70 % dadia mézu nakit’ to ¢o vedia
0 svojej praci neformalne pomocou procesov, ktoré

nie su organizované alebo podporované organizaciou.

Vyhodou neformalneho vzdeldvania je napriklad, Ze
Usilie venované d&eniu odpoveda bezprostredne
prostrediu a je na zameranéludia, ktori sa &ia

uréuju sami, akym spdsobom ziskaju potrebné

vyZaduje znalosti, ktoré mdzu thyajlepSie ziskané
formalnym vzdelavanim; ki je potrebné siasne
vySkolit' viac pracovnikov; odovzdavanie informécii
kolektivu zamestnancov; zamesthanci potrebuju
informécie, ktoré neziskajit na zaklade svojej
iniciativy.  V nasledujicej talfke 1 uvadzame
podstatné charakteristiky formalneho a neformalneho
vzdelavania.
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Tab. 1 Charakteristika formalneho a neformalnehodelavania

Neformalne vzdelavanie

Formalne vzdelavanie

Vysoko zodpoveda individualnym potrebén||

Nie preksgeh rovnako potrebné

Zamestnanci sacia pod’a potreby

VSetci aZtastneny sadia sitasne

Lahka transformécia do praxe

praxe

M6Zu nésgroblémy prenosu poznatkov o

Méze sa jedna o maly nesulad medz
sasnymi a budicimi znaléami

MbZe sa jednao va’ky nesulad medzi gasnymi
a buddcimi znalaggami

Prebieha p&as pracovného procesu

Casto prebieha mimo pracoviska

Zamestnanci sa sami rozhoduju ako b

vzdelavanie prebielia

Zdroj: Armstrong (2007, s. 466)

Skupiny metdd vzdelavania pi@Koubeka (2007)

On the job metddy pobyt vo vyrobe, zahrama
pracovnd stdZ apod. Tieto metdédy pri vykone
prace sa pouzivaju na Skolenie pracovnikov
priamo na pracovisku - ka&img; mentoring;
konzultovanie; asistovanie; poverovanie ulohou;
rotacia prace apracovné porady. Ku kazdému
pracovnikovi sa pristupuje individualne arme
doélezitym faktorom je aj samotna osobfos
Skolite’a. Takéto Skolenie je oswazhé hlavne na
robotnikoch, administrativnych pracovnikoch a
zamestnancoch #astiujucich sa v procese
vyroby.

Off the job metdédy seminar, prednéaska, hranie
roli, pripadové Stadie, vzdelavanie pomocou
pccitatov. Metddy vzdelavania mimo pracoviska
st moderné metdédy vzdelavania — prednaska;
prednaska spojena s diskusiotamova diskusia;
panelova diskusia; demonStracia; pripadové
Studie ako workshop, brainstorming, simulacia;

manazeérske hry, developmentcentre,
outdoortraining, distamé vzdelavanie, e-
learning, PouZivaju sai uz na podanie

teoretickych vedomosti, aléoraz viac aj na
rozSirenie vlastnosti a spbsobilosttastnikov
vzdelavania. Tieto metédy sa&oraz viac
pouZivaju na vzdelavanie manazérov
a Specialistov.

Ostatné metddy- su to metddy vzdelavania,
ktoré sU kombinaciou pri vykone prace na
pracovisku i mimo pracoviska ako poverenie
Ulohou; usmeatované gitanie; multimedialne

vzdelavanie a pod.

Metoda Prototyping znamena vyskuga urobt

a potom zlepsova Clen vzdelavacej akcie navrhne
nieco nové, cela skupina to urobi a snazi sa prebada

jd&ko bude vzdelavanie prebighebzhoduje

zamestnavate

podany navrh. Ak navrhnuty navrh nie je dobry je
mozné ho zamietnu

Metéda Flow pri svojej obvyklej praci si skupina
uzZiva samo organizovanie avytvara si vlastné
pravidla. Pracuje na realnych problémoch v kurzoch.
Z prace vyplyvaja okamzite v praxi poudite
rieSenia.

2. Dosiahnuté vysledky realizovaného vyskumu

Skag’ou predkladaného prispevku su
prezentované vysledky vyskumu zameraného na
vplyv vzdelavania na pracovny vykon pracovnika.
Vyskumnou vzorkounasho vyskumu bolo 107
pracovnikov na réznych pracovnych poziciach, t¢da a
na pozicii manazér, stavebného sektorulke's’
vyskumnej vzorky bola @end tak, aby mala
dostaténu vypovednu hodnotu. Vyskumna vzorka
mala charakter dobroVnikov a dostupného vyberu.

Respondenti mali za Glohu vyjafirsvoj vliastny
postoj k k podnikovému vzdelavaniu formou on the
job a off the job metdéd (otazky 1,2,5) ak vplyvu
vzdelavania na ich pracovny vykon. Ku kazdému z
predloZzenych postojov vyjadruju mieru suhlasu s
prezentovanymi poloZkami natfibdovej Skéle.

K jednotlivym piatim stupom Likertovej Skély
sme priradili koeficienty od 1 po 5 a to:
1-ano;
2-¢iastane ano;
3-neviem posudi
4-skor nie;
5-nie.
Patet jednotlivym 3kélovych odpovedi sme
vynasobili prislusnym koeficientom a pomocoutsu
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vyslednych  hodn6ét sme vypitali priemer
jednotlivych Skalovych odpovedi na zaklade, ktorého

Tab. 4:Vplyv vzdelania na pracovny vykon

overime stanovené tvrdenie vyskumu.

. Priemerné hodnoty
S0y gkalovych odpoved
1. [Vyhovuje Vam stasny systém vzdelavania vo vasom podniku?® 2,46
Je Vam poskytnuta moznbgzdelavania sa mimo pracoviska? 4,72
Ak ste dostaténe s porozumenim zvladli vzdelavanie ma to vglyv
3. ) . . 1,86
na kvalitu Vasho pracovného vykonu?
4. |Zmenili by ste stasny spbésob vzdelavania vo vaSom podniku? 1,39
5 Poctujete osobnu potrebu vzdelavania nad ramec podéitmv 146
" | vzdeldvania mimo pracoviska? :
6 Mate dostaténi podporu zo strany lektorov pri rieSeni pracovnjyc 274
" | problémov? '
7 Méte pocit, Ze aplikacia novych, ziskanych vedoirjegprinosom 125
" |pre va$S pracovny vykon? ’
Poct'ujete po absolvovani Skoleniadéiu efektivitu svojej prace
8. |v podobe skratenigasu potrebného na realizaciu jednotlivych 1,93
Gloh?
9 Je vys3i vas pracovny vykon po absolvovani konkrértypu 178
" |vzdelavania? ’
10. | Mate moznog kariérneho postupu po zvySeni si vzdelania? 4,33

Otéazky 1 a 2 v talilke 4 su venované dhe job
a off the jobvzdelavaniu v podniku. NaSou snahou
v prvom rade bolo zigti preferenciu vzdelavacich
metdd v sledovanom podniku. Z vysledkov méZzeme
konStatovd, Ze podnik v ktorom sme realizovali
vyskum viac preferuje metédy vzdeldvania priamo na
pracovisku (on the job¥o ndm potvrdili respondenti
pri svojich odpovediach, v ktorych dosiahli priemér
hodnotu 2,46 na paAodovej Likertovej Skale¢o sa
najviac priblizuje k slovnému hodnotenidigstane
ano". Tato odpow# zarover aj vysvetuje skut@énog’,
Ze osloveni respondenti svojou odpdue,
¢iastanou spokojno®u, so vzdelavacimi metodami
na pracovisku pripustili skutoos’ aj moznej zmeny
vo vzdelavani. Priamo k tejto moZnosti sa respotden
mohli vyjadri’ v otazke 5, v ktorej sme sa pytali
pocituju potrebu vzdeldvania aj nad ramec
podnikového vzdeldvania mimo pracoviska (off the
job), kde svoj postoj vyjadrili v priemernej hodaot
1,46 ¢o zodpoveda slovnému hodnoteniu ,ano“. Teda
jednoznane pripusaju fakt, Zze by prijali aj iné
vzdeldvacie metdédy ako priamo na pracovisku.
Naopak vzdelavacie metédy mimo pracoviska (off the
job) podnik nepreferuje pravdepodobne vbbec
a respondenti sa k tejto otazke vyjadrili v prienagr
hodnote 4,72¢o sa uZ viac priblizuje k hodnote 5
a obidve hodnoty su zaporne vyjadrené slovnym

hodnotenim ,skér nie* a ,nie*. Tato situacia
v oslovenom podniku mb6ze By spbsobena aj
momentalnou zhorSenou finamou situaciou (vplyv
krizy, nedostatok pracovnych ponuk....), pri ktorej
vydavky do vzdelavania mimo pracoviska su nateraz
pozastaveneé.

Otazky 3, 7, 8 a 9 v tabbke 1 boli orientované na
prinos podnikového vzdelavania na vykomnhos
pracovnikov, teda na kvalitu pracovného vykonu vo
vztahu ku konkrétnemu absolvovanému vzdelavaniu.
Vyjadrenie, Ze po dostatbom porozumeni
novonadobudnutého vzdelavania sa kvalitativne zleps
pracovny vykon, bolo zo strany respondentov
hodnotené v priemernej hodnote 1,88 sa viac
priblizuje k hodnote 2, ktora je eSte stale pomniiv
.Ciast@&ne ano“. S vyrokom, Ze podnikové
vzdelavanie je prinosom pre vykon prace suhlasili
respondenti v priemernej hodnote 1,25, teda ,ano",
nakd’ko poctuju vé&siu efektivitu svojej prace
a skratenigasu potrebnych na realizaciu jednotlivych
dloh, ¢o im umo#uje vykonavéd viac uloh za rovnaky
¢as, ako tomu bolo pred absolvovanym Skolenim.
Druhou p@etnou skupinou su respondenti, ktori skor
suhlasia s tym, Ze ich pracovny vykon po absolvovan
konkrétneho typu vzdeldvania je prinosom pre ich
vykonnog, no nie st o tom az taki presvedi,co aj
vyjadrili na p&bodovej Likertovej Skale hodnotou
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1,78, ktora sa uz priblizuie khodnote 2, teda
»ciastane ano*“.

V otdzke mozZnej zmeny &isného spbsobu
vzdeldvania v podniku ndm respondenti odpovedali
priemernou hodnotou 1,38jm potvrdili skut@nos’
»-ano“. Zmenu by najviac privitali pri opatovnom
zaradeni off the job vzdelavania vich podniku,
s ktorym v minulosti boli spokojni. Podporu lektora
roznych vzdelavacich programov eviduju len
.cilastane ano“, no viaceri sa skor ani nevedeli
k tomu vyjadri’, prezentovali to hodnotou 2,74. Svoju

pracu uz vykonavaju tak rutinne, Ze rady lektora po

Graf 1: Vplyv vzdelania na pracovny vykon

absolvovanom vzdeldvani uz ani neeviduja, skooje t
rada na ich interpersonalnej arovni v ramci kohakti
Moznog’ kariérneho postupu po zvySeni si vzdelania
je dog zaradzajuca v sledovanom podnikig sme
nepredpokladali. Respondenti dosjednoznane,
priemernou hodnotou 4,33 natpadovej Likertovej
Skéle, ktord zodpoveda slovnému hodnoteniu ,skor
nie, potvrdili, Ze ich kariéra nenapreduje po
absolvovanom vzdelavani.

Pre preliadnejSie  zobrazenie, I'ahSiu a
nazornejSiu orientaciu, ziskané vysledky vyskumu
prezentujeme aj v grafickom zobrazeni - graf 1.

Priemerné hodnoty skalovych
odpovedi

— Priemerne hodnoty Skalowych odpowve di

4,33

10

Zaver

Zaverom modzeme konStatayaze prezentované
zistenia z nasho realizovaného vyskumu dokazuja
skuta@nog’, Ze pracovnici potvrdili Uplna absenciu off
the job metdd — vzdelavanie mimo pracoviskey sa
nam hypotéza 1, v ktorej sme predpokladali, Ze
podnik rovnako frekvetne vyuziva on the job a off
the job vzdelavacie metddy pre svojich pracovnikov
nepotvrdila. Na druhej strane v otadzkach suvislos
medzi vzdeldvanim pracovnikov a ich zvySenym
pracovnym vykonnom podniku v ktorom pracuju sa
nam predpoklad v hypotéza 2 potvrdil. Prinos
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SUMMARY

Training of Staff in the Organization and its Impact on Job Performance
Erika HANCOVSKA

Education and training are the most important itrmegsits in human capital. Tangible forms of capira not
the only type of capital. Schooling, a computeinirg course, and lectures on the virtues of pualittu and
honesty are also capital. That is because theg edsnings, or add to a person's good habits ouweh raf his
lifetime. Therefore, economists regard expenditumeseducation, training, and so on as investmantsuman
capital. They are called human capital becauselpa@mnot be separated from their knowledge, skikslth, or
values in the way they can be separated from fimgincial and physical assets (Becker, 2008). Ttiele deals
with the impact study analysis on education oniguahd quantity of work performance. Using resiascto find
out the preference of various training methods usecbmpany. The impact of the training staff te thverall
performance of the company, whether it is educatigyortant impacts on prof- itability and helps doyges gain
useful knowledge in practice. Education and trgnare the most important investments in human ahpit
Economists regard expenditures on education aimdriga as investments in human capital. The curdemhands
in education lead the educational institutions teppration of the flexible forms of education. Bear of
knowledge and skills have significantly greater apnities for participation in the labor processcreasing
productivity by current knowledge does not meandbealation of labor intensity, but working moreegpriate

and by efficient manner.

Many studies have shown that high school and celeducation greatly raise a person's income, eften a
netting out direct and indirect costs of schoolingd even after adjusting for the fact that peapihn more
education tend to have higher 1Qs and better-eddcaicher parents. Of course, formal educatiomotsthe only
way to invest in human capital. Workers also leand are trained outside schools, especially orjabeEven
college graduates are not fully prepared for theidanarket when they leave school and must belfitieo their
jobs through formal and informal training programse amount of on-the-job training ranges from aarfor so
at simple jobs to several years at complicatedstaBhie limited data available indicate that on{tiietraining is an
important source of the very large increase iniagmthat workers get as they gain greater expegiett work
(Becker, 2008).

The current demands in education lead the eduedtiostitutions to preparation of the flexible fanof
education. Increasing of the education level & fopulation is considered as the main priority ooy in

Slovakia but also in the whole European Union. Ibifig individual process serves for personal develam.

JEL Classification: 121, 123, 125
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VYUZIVANIE SOCIALNYCH MEDIi VO VZDELAVANI V 21. STO ROCI.

Use of social media in education in the 21st century

Helena KAJANOVA

Abstrakt

Rastlce vyuzivanie socialnych médii (napr. Fadeb¥ouTube) je v gésnej dobe ovplyvnené aj prudkym rastom
novych informano-komunikanych technoldgii. Na z&tku roku 2015 bolo na svete 1,39 mid. uZikatd=acebooku.
Socidlne média umgdju spaja’ Iudi, ktori zdiéaju informacie a aktivity bez é&du na politické, hospodarske
a geografické hranice. Zmeny spdsobené touto e@ndiomunikaciou sa odrazaju aj v oblasti vzdelavaniga
pedagodgov sa venujeélnej integracii socialnych médii ako nastroja Vagtania. Zalenenie interaktivnych socialnych
médii do vzdelavania mbéZe fmako dosledok va vyhod, napriklad zvySenu moZnésoperacie a koordinaciei
spokojnos Studentov. Ich pouZivanie je tiez ovplyvnendedjadkymi bariérami a problémami, ktorym je potrekiediz.

V tomtoclanku sa autorka zameriava nacsgné vyuzivanie socialnych médii so zameranim Inadyya vyzvy, ktoré
predstavuje pre Studentov a pedagoégov.

KPuc¢ové slova

Socialne média, blogy, virtualne socialne sietesabiové komunity, kolaborativne projekty, wiki,udthe socialne svety

Abstract

Increasing utilization of social media (FaceboolquYube, etc.) is currently affected by the rapidvgh of new
information and communication technologies. At ltleginning of 2015 was at the world 1.39 billion EBook users.
Social media allows connecting people who sharerinftion and activities regardless of political,oeomic and

geographic boundaries. Changes caused by thisrendbommunications are also reflected in the fidldeducation.

Many teachers apply integration of social medi@ducational process. The incorporation of interaetsocial media to
education may have as a result a lot of advantagesh as increased possibility of cooperation aadrdination and

satisfaction of students. Its use is also influenog a number of barriers and challenges to bedade this article, the
author focuses on the current use of social medtia avfocus on the benefits and challenges posetidgtudents and
teachers.

Key words
Social media, blogs, social networking sites, cointemmunities, collaborative projects, wiki, vatsocial worlds

JEL Classification: J24, M53, M55

Uvod nevyhnutné zabezpe spol@&nog’ vyuZzivajucu
socialne médi4, ktor4 je ekonomicky Uspesna, ale
ktora sa zarovesnazi nastdfi socialnu spravodliva’s

a princip participacie pre vSetkych ¢astnikov
(Masérova, 2012).

Konektivizmus je zaloZzeny na principe chapania
informatnych  Struktar v sieti  avedomosti su
konstruované na zaklade dynamicky sa meniacej siete

(Brdicka, 2008). Na vzdelanie sa pozera ako na Hlavnym ci¢om prispevku je charakterizava
vlastnog siete presahujucu ramec jednotlivca. Priklady praktického vyuzivania socialnych medii vo
Rastlice mnoZstvo existujlcich informacii afahka ~ vzdelavani.  Vychadzame  predovSetkym  zo
dostupnos vedie k nutnosti porozumenie chépeko sekundarnych literarnych zdrojov v odbornej a
vlastnos siete, v ktorej kazdylen ma len it ¢as’ vedeckej, domacej a zahranej literatire. Stas’ou

vedomosti. Potreba rig&tlany problém potom vedie ~ Prispevku st aj vyhody anevyhody vyuZivania
k dozasnému  vytvaraniu dynamicky premennych Socialnych médii vo vzdelavani a bariéry, ktorépsl
prepojeni pre konkrétnu tlohu potrebnych uZikate zavadzani socialnych medii do vzdelavania. PouZzili
siete vratane dostupnych inforéngch zdrojov. Je
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sme zakladné vedecké metdody (analyza, syntéza,ramec statického Webu 1.0 je mozné piithaté

indukcia, dedukcia, komparécia).
1. Socialne média vo vzdelavani

V rdmci evollcie vzdelavania sa meni aj pristup
k pouzivaniu technolégii vo v¢be. Harkins (s. a.)

uZivaté'ské skusenosti (O’'Reilly, 2007).

Pod’a Studie IBM (2011) The Essential CIO v
priebehu desiatich rokov vyprodukovany digitalny
obsah narastie priblizne triddaat na 35 zettabajtov.
Digitalny tlak si kladie za cie zmeni’ samotnu
povahu triedy, meni pedagdga z prednésSajuceho na
sprievodcu, Studenti s&ia svojim vlastnym tempom

uvadza, ze technol6gia je v paradigme vzdelavania 1 g zariadeniach pripojenych k internetu. K piatim

0 zobrata pri dverach aStudenti su digitalnymi
utetencami. Vzdeldvanie 2.0 je charakteristické

svetovym trendom vo vzdeldvani v r. 2013 Zaie
Englar (2013) socialne média, ktoré buditrsééle

opairne prijatym otvorenym pristupom a Studenti sU yx:gjy dlohu, on-line kurzy, ktoré bude ponéiksale

digitalnymi prigahovalcami. Vo vzdelavani 3.0 su

vassi paet univerzit, MOOC (masivny otoreny on-

technolégie v3ade pre vSadepritomnu tvorbu a Prenosiine kurz), ktory sa pouZiva v &isnosti takmer v 200

vedomosti. Studenti st digitalnymi domorodcami
v digitdlnom vesmire. Poslednou paradigmou je
vzdelavanie 4.0, charakteristické technolégiour&to

krajinach v 44 réznych jazykoch, pom existuje viac
ako 4 500 testovacich centier po celom svetenig¢
zalozené na hrach (Game Based Learning - GBL)

sa vzdy meni s priamym vstupom Studentov a pdsobi poyziva videohry a onlinhry nasenie a simulaciu

ako hlavny zdroj technologického vyvoja sluziaceho
produkcii inovacii. Tieto zmeny sU umoZnené
vyvojom na internete. Web 2.0 je platforma, ktoré
poskytuje moznaspouziva priebezne aktualizované
sluzby, ktoré budd tym lepSi&€im viac ludia
pouzivaju, spotreblvaju a remixuju data z rdéznych
zdrojov, vratane jednotlivych uzivdte/,, a zarov
poskytuje vlastné data a sluzby vo forme, ktora
umoZiuje mixovanie inymi. Vytvaraju sa sievé
efekty prostrednictvom architektarycasti, a nad

tak, aby sa vyvézZila hrdieos’ s predmetom a
poméha Studentom udrZiava aplikovd to, ¢o sa
nautili v realnom svete.

Kaplan a Haenlein (2010) definuju socialne
médid ako skupinu internetovych aplikacii, ktoré
stavaju na ideologickych a technologickych zaklddoc
Webu 2.0, a ktoré uma@ju tvorbu a vymenu
uZivatémi  generovaného obsahu. Klasifikacia
socialnych médii je v tatbke 1.

Tab 1 Klasifikdcia socialnych médii p#d socialnej pritomnosti / medidlnej bohatosti a sghbezentécie /

sebaodhaleni
Sociélna prezentacia/Medialna bohétos
Nizka Stredn& Vysoka
Seba- Vysoké | Blogy Socidlne siete (napr.Virtualne socidlne svety
prezentacia/ Facebook) (napr. Second Life)
Seba-odhalenie Nizke | Kolaborativne projekty Obsahové komunity Virtuadlne  herné  svety
(napr. Wikipédia) (napr. YouTube) (napr. World of Warcraft)

Zdroj: Kaplan, Haenlein, (2010)

Pod’a Mayfielda (2008) je najlepSie chdpa
socialne média ako skupinu novych typov on-line
médii, ktoré zdikaja va&sSinu alebo vSetky z
nasledujicich vlastnostitas’, kde sa stieraju hranice
medzi médiami a publikom; otvorenbspre spatnu
vazbu a Gag’; konverzaciu - vzZFadom k tomu, Ze

1.1 Kolaborativne projekty

Wiki a dalSie textové kolaborativhe formaty:
Wiki je webova stranka, ktora umage uzivatéom
pridat, odobra, alebo inak upravo¥aa meni obsah
kolektivne. Iné strdnky umagji pouZivatéom
prihlast sa do nich a spolupracavana editacii

socialne media su lepSie vnimané pre obojsmerny jednotlivych dokumentov (OECD, 2007).

rozhovor; komunity, ktoré socialne média urninai
rychlo vytvara a tiez efektivne v nich komunikota
spojenie: véSina druhov socidlnych médii uninie
ich prepojenas s vyuzitim odkazov na iné webové
stranky, zdroje &udi.

NajzndmejSou poméckou Studentov je Wikipédia
(2013) (http://www.wikipedia.org) je komunitne
vytvarana online encyklopédia, vznikla v r. 200D ak
naslednik  predchadzajucej podobnej varianty
Nupédie. V stiasnosti st prispevky vo Wikipédii
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tvorené v 287 jazykoch. Wikimedia Foundation Inc.
je neziskovd nadacia, ktora spravuje projekty
Wikipédia, Wikislovnik, Wikicitaty, Wikiknihy,
Wikizdroje, Wikimedia Commons, Wikizpravy a
Wikiverzita. V slovenskej verzii je k30. 3. 2015
zaevidovanych 203 33CGlankov.  Alexa (2015)
zaral'uje Wikipédiu na 6. miesto v Top 500 stranok na
webe.

1.2 Blogy
Blogy su webové stranky, ktoré obsahuju
uzivatéom vytvorené zaznamy aktualizované

v pravidelnych intervaloch a/ alebo vloZeny obsah
vyhradavany mimo tradnych médii (OECD, 2007).
Od januéra 2015 socialna gi@umblr uz prekrail
220 miliénov blog dtov (Statista, s. a. a).

1.3 Obsahové komunity

Hlavhym cidom obsahovych komunit je
zdie’anie multimedialneho obsahu medzi
internetovymi uzivatigmi (Kaplan & Haenlein, 2010).
RozliSujeme ich padth typu médii, ako su fotografie
(napr Flickr, Pinterest) a videa (napriklad YouTube
PouZivaté v obsahovej komunite nie je povinny
vytvorit' osobny profil strany; ak &no, tieto stranky
obvykle obsahuju iba zakladné informéacie, ako je
datum, kedy vstapil do komunity a & zdi¢anych
videi. Vysoka popularita obsahu komunit z nich robi
vel'mi atraktivny kontaktny kanal pre mnohé
organizacie.

1.4 Socialne siete

Weby socialnych sieti su stranky umagice
vytvaranie osobnych profilov (OECD, 2007). Ku
krajinam, ktoré suU najviac pripravené na zaklade
Indexu si€ovej pripravenosti vroku 2013 patria
Finsko (5,98), Singapur (5,96), Svédsko (5,91),
Holandsko (5,81) a Norsko (5,66). Slovensko (3,95)
sa nachadza na 61. mieste zo 144 (Bilbao-Osorio,
Dutta, Lanvin, 2013).

Patet uZivatéov socialnych sieti za zvysi z 1,79
mid. na 1,96 vr. 2015 a predpoklad na rok 2018 je
2,44 (Statista, s. a. b).

1.5 Virtualne herné svety

Virtualne svety su tvorené on-line virtualnym
prostredim. Virtualny obsah, ktory je vytvoreny v
ramci on-line virtualneho prostredia alebo integmoy
do neho. Niektoré virtualne svety uniof
vytvoreny obsah ponukfiuna predaj. M6Zu sem
patrit’ aj uzivatémi vytvorené hry (OECD, 2007).

Virtualne svety su platformy, ktoré sa replikuju
trojrozmerne. Prostredie, v ktorom sa mbZe olfjavi
uzivatelia vo forme personalizovanych avatarov a
komunikova navzgjom tak, ako by boli v realnom
Zivote. V tomto zmysle, sU virtualne svety
pravdepodobne kogimy prejav socidlnych meédii,
pretoZze poskytuju najvySSiu Urave socialnej
pritomnosti a medialne bohatosti vSetkych Aplikacia
diskutované takfaleko. Virtualne svety su v dvoch
formach. Prvé, virtualne herné svety, vyzadujua ich
uZivatelia sa spravav sulade s prisnymi pravidlami
MMORPG (Massive Multiplayer Online Role Playing
Game). Tieto aplikacie ziskali popularitu v
poslednych rokoch, ako Standardné herné konzoly,
napr. Microsoft X-Box a Sony PlayStation, ktoré
umo#iuju sitasne hry medzi mnozstvo uziviae po
celom svete (Kaplan a Haenlein, 2010).

1.6 Virtualne sociélne svety

Druha skupina virtudlnych svetov,éasto
ozn&ované ako virtualne socialne svety, uifgz
obyvat¢éom vyberd si ich sprivanie JmejSie a v
podstate #ivirtualny Zivot podobne ako je ich reélny
Zivot. Ako je to i vo virtualnej hernych svetoch,
virtualni uZivatelia socialneho sveta sa objavia vo
forme avatarov a pracuju v trojrozmernom virtualnom
Zivotnom prostredi. Ale v tejto oblasti nie si k
dispozicii Ziadne pravidlA obmedzujuce rozsah
moznych interakcii okrem z&kladnych fyzikalnych
zékonov ako je gravitacia. To uninfe neobmedzenu
Skalu vlastnej prezentacie stratégie. So zvySujszou
intenzitou vyuZivania a skisenosti uZivatelia
virtualnych socialnych svetov, nazyvanych obyvateli
ukazuju spravanie, ktor&€oraz silnejSie odraza
spravanie zaznamenané v redlnom prostredi Zivota
(Kaplan a Haenlein, 2009).

2.  Vyhody anevyhody pouzivania socialnych
médii vo vzdelavani
Na vyuzivanie socidlnych médii je nevyhnutnou
sitag’'ou pristup na internet. Ptal Gdajov

InternetWorldStats (2014) je za rok 2014 uZiiaie
internetu 42,3 % populécikudi. Najviac uZivatéov
internetu je v Severnej Amerike ato 87,7 % (t&au
1). V Eurbpe je 19,2 % zo vSetkych uZivate
internetu na svete. Vramci EU sa je uzilmate
internetu 76,5 % populaciép je 14,0 % zo vSetkych
uZivatdov internetu na svete. Najviac uZiviate
internetu je vo Svédsku (94,8 %), Dansku (94,6 %),
Holandsku (94,0 %) a Luxembursku (93,8 %). Na
Slovensku je 79,0 % populécie uZiviae internetu.
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Tab. 1 VyuZivanie internetu vo svete

Region Populacia UZivatelia UZivatelia Penetracia Nérast
(30. 6. 2014) | internetu internetu (% populacie) | 2000 — 2014
(31.12.2000) | (30. 6. 2014)
Afrika 1125 721 034 4514 400, 297 885 898 26,5 % 6 498,6 %
Azia 3996 408 007 114304 000 1 386188 112 34,7 % 1112,7%
Eurdpa 825824883 105096 093 582 441 059 70,5 % 458,2%
Stredny Vychod 231 588 580 3284800 111809510 48,3 % 3 303,8%
Severnd Amerika 353860 227 108096 800 310 322 257 87,7 % 187,1%
Latinska Amerika] 612 279 181 18068919 320 312 562 52,3 % 1672,7%
Oceénia/Australia 36 724 649 7 620 480 26 789 942 72,9 % 251,6%
Svet 7182 406 565 360 985 492 3 035 749 340 42,3 % 741,04 %
Zdroj: InternetWorldStats (2014)
Na zaklade dopytu, ponuky, in&titucionalneho Slovensko sa nachadzalo na 36. mieste (28,27). Zmen

prostredia ainovacii sa rata index digitalnej éeid
(Digital Evolution Index DEI) alebo hodnotenie
pripravenosti danej krajiny pre digitalny rast (Eler
School at Tufts University, s. a.). Krajiny nad&@a digi-
talneho rastu maju najvysSie skore, za rok 2018bdbs
najviac Singapur (56,21), Svédsko (55,23), Hongkong
(53,52), Vé&ka Britania (53,41) a Swdarsko (53,32).

skore za sledované obdobie 2008 — 2013 bola ¢&Ep/a
v Cine (8,39), Maijlajzii (7,50), Thajsku (6,59), Jugne
Afrike (6,07) a Mexiku (5,88). Slovensko bolo na. 18
mieste (2,41).

Digitalna evollcia je viami rychla. Za 60 sekind sa
v r. 2014 uskuténilo 2,66 mil. vylfadavani (obrazok 1),
pricom v roku 2013 to boli 2 mil.

Obr. 1 VyuZivanie internetu za 60 sekund v roku 201

293K. DVERS MILLION

VIDEOS
STATUSES VIEWED
ARE UPDATED -y

Zdroj: Qmee (2013)

Wiki, blogy a podcasty su relativnéahko
ovladaténé, ¢o ciasta@ne vysvefuje ich Sirenie.
Skutanog’, Ze existuje vEa bezplatnych a open
source verzii tychto nastrojov mobze tbytiez
zodpovedna za ich explozivny rast. Paradoxne
niektoré ich nevyhody sa tykaju aj ich otvorenasti
jednoduchosti  pouZitia. S  moZmos prakticky
kohokdvek menf, upravovd alebo inak prispievak
spolupraci na webovych strdnkach, moézet by
problematické odhadiit spd’ahlivog’ a presnas

o

, digitdlnom prostredi (Kamel Boulos

REGISTERED

15K

SONGS
DOWNLOADED

= 1.8K
POSTS

=

138.8
MILLION

4.7

MILLION

(INCLUDING PO
SPAM)

najsilnejSich obsahov v ramci webovej stranky,
pravdivo$ tychto zdrojov mozno zabezpé
prostrednictvom starostlivého sledovania,

moderovania, a prevadzky v uzavretom a b&zpm
— Maramba —
Wheeler,2006).

Wheeler (2000) konStatuje, Ze vek a mozno aj
dalSie individuélne rozdiely by mohli iaegativny
vplyv na vykon a kvalitu Studijnych vysledkov pre
tych, ktori zaoberaju vyibovymi aktivitami pomocou

tychto zdrojov. Kym pravdepodobne samotny proces yideokonferetinych systémov.

spoluprace vedie k darwinovskému typu preZzitie
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Tinti-Kane (2013) uvadza osem prekazok pre
fakultné vyuZitie socialnych sieti pre Wau: integrita
Studentskych zadani (70 %), obavy o sukromie,
samostatné kurzy a osobné ¢yl triedenie
a hodnotenie, neschopios mera  efektivitu,
nedostatok integracie so systémom pre riadenie
vyucby (LMS), zaberie priliS M@ ¢asu na &enie
alebo uzivanie a nedostatok podpory vo vzdelavacej
institacii.

Kleineberg, K-K. - Bogufia, M. (2014) tvrdia, Ze
existuje vazba medzi zakladnou socialnou Struktdrou
socialnych sieti, ktord sa prejavuje prostrednittvo
dvoch ®inkov. Virusovy @&inok je zodpovedny za
socialnu nakazu novych uzivéee a druhy je efekt
masmeédii, ktory vedie k nahodnému odberu novych
pouzivatéov. V konkrétnom pripade socialnej siete
Pokec je virusovy efekt 4 az 5 krat silnejSi ako
masmediélny &nok.

Pri modernizacii univerzitnych sieti a kvalitnom

vybaveni debni prezentaymi a
videokonferetinymi  systémami patri k negativam
priprava uZivaiov na inovacie. Digitalna
gramotnos...

Newbury, Humphreys, Fuess (2014) zaupl k
doévodom, pr& pouZivé socialne médid vo
vzdelavani obsiahnutie Sirokého publika, komuni&aci
okamzite alacno so zainteresovanymi stranami
a povolenie pre priamu interaktivitu medzi pedagibgm
a z(tastnenymi stranami. Na druhej strane k rizikam
pouZivania socialnych médii zdhgu kontrolu, ¢as,
peniaze a pristup kinternetu a pristup k odbornému
vzdelavaniu v tom, ako pouzitaocidlne meédia.

Kontrola, ktort uvadzaju ako jedno z ¢egtejSie
vhnimanych rizik pri pouzivani socidlnych médii
znamena problém pri zZigvani ¢ suU pripojeni
kompetentniTudia, problém kto je zodpovedny za
spravy zo sluzobnych socialnych siettiadrad i

kancelaria su zodpovedné za obsah odoslany inymi

osobami.Dalsim problémom suvisiacim s kontrolou
bola otdzka sukromidjze kto by bol schopny vidie
informacie pedag6gov poskytnuté prostrednictvom
socialnych sieti a ako by to mohlothpouzité. Na
druhej strane niektori pedagdgovia  dostali

......
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SUMMARY
Use of social media in education in the 21st centyr

Helena KAJANOVA

Konektivizmus is based on the principle of underdiag of information infrastructure in networks and
knowledge is constructed based on dynamically dngngetwork. On education it is seen as a charatiteof the
network in excess of the individual. The growingnier of existing information and its easy acceksibhakes it
necessary the understanding to be understood astweork feature, in which each member is only pdrt o
knowledge. The need to address the problem thets lBaa temporary creation of dynamic variablekedihto
specific tasks necessary network users includingjlable information sources. It is necessary tousmghe
company using social media, which is economicaligcessful, but which also seeks to establish theipte of

social justice and participation for all participgn

Increasing utilization of social media (FacebookuYube, etc.) is currently affected by the rapidvgh of
new information and communication technologies. th¢ beginning of 2015 was at the world 1.39 billion
Facebook users. Social media allows connectinglpewapo share information and activities regardhefggolitical,
economic and geographic boundaries. Changes caydbi on-line communications are also reflectethi field
of education. Many teachers apply integration ofialomedia to educational process. The incorpanatid
interactive social media to education may have assalt a lot of advantages, such as increasedbjligsof
cooperation and coordination and satisfaction oflestts. Its use is also influenced by a numberanfidrs and
challenges to be faced. In this article, the autbouses on the current use of social media witbcas on the

benefits and challenges posed by the studentseacters.

Since 2004 there has been the Edublog Awards, wdmctually awards outstanding practice in the use of
blogs and social media to facilitate learning (HdgbThe Awards). The purpose is to provide examgihes the
new technologies can be only positive, powerfule sand transformational ways. These examples mgkessible
to argue against the moral panic that threatenintimvative and creative use of technology. Didiitaracy and
social participation of students, teachers andtirigins help to prevent potential danger - anthda access to the
tools that are perceived as potentially threatefirgser). More important than technological ogignthe ability
to bring up the target group for which the trainisg Quality education in the region should not&aocial
character. Use of social media as part of the Wéb eéhables social learning do much richer and more

participatory, with more reliance on interactiorimbther students.

JEL Classification: J24, M53, M55
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VZDELAVANIE A PRIPRAVA ODBORNIKOV PRE KREATIVN Y PRIEMYSEL
Education and training of specialists for creative industry

Emilia KRAJNAKOVA, Sergej VOJTOVIC

Abstrakt

Kreativny priemysel je jednym z najdynamickejSistieich odvetvi. Je to odvetvie zaloZené na vyoifaiskej
kreativity a talentu zameranych na tvorbu produkdcsiuZieb trvale udrZzateym sp6sobom. Podporuje tvorbu prijmov
miest, novych pracovnych prileZitosti. Zaropedporuje socialnu komunikéciu, kultirnu divekéfiiu aludsky rozvoj.
Ulohou &tatu v procese kreativnej ekonomiky je &gty podmienky pre prirodzeny rozvoj kreativity, podpar’
novatorské a iniciené projekty, kreativne vzdelavanie, networking éheyu ku kvalite a slobode vyberucl@nku sme
sa pokusili okrem rozpracovania platformy kreatjvekonomiky, jej moZnosti a definovania jednotlvyaojmov
poukdzd na dalSie oblasti, ktoré budl zasiahnuté novym fena@mén kto su novi vyznamni Hré& kreativnej
ekonomike s dopadom na firemnu stratégiu, novu rmdtrativu, ale i potrebu novych kreativnych mamey, na
formovanie ktorych rozhodujuci vplyv méa kreativedetavanie.

KPuc¢ové slova

kreativita, kreativne vzdelavanie, tvorivosudsky kapital, kreativny priemysel, kreativna ekoika

Abstract

Creative industry is one of the most dynamicallgwgng sectors. It uses human creativity and talerreate goods and
services in a sustainable way. It contributes dotthe municipalities' revenues and labour mark&breover, it fosters
social communication, cultural diversification ahdiman development. When it comes to the role td stdhin the

creative economy, its primary focus should be @ating conditions suitable for natural developmehtreativity and

supporting novel innovative projects, creative edion, networking. etc. This article aims to defered elaborate on
the platform of creative economy and its possiedit In addition it points out other sectors, suamf corporate

strategies, new administration and the need for gesative managers, which might be influenced bemal new

relevant players in the creative economy.

Key words
creativity, creative education, human capital, dreaindustry, creative economy

JEL Classification: E25, E28, O35

.Kreativita sa stava riadiacou silou ekonomického ekonomiky bude ma vel’ky vplyv na budicnas

rastu” ekonomického rastu vo vyspelych Statoch sveta
anielen tam. Podmienky pre rozvoj kreativnej

Richard Elorida ekonomiky vSak nie su daleka v jednotlivych
Uvod geografickych oblastiach rovnaké. Napredovanie

a rast konkurencieschopnosti jednotlivych ekonomik
st vo vékej miere predurené vnutropodnikovymi
Iba v dnesSnej vyspelej technickej dobe dochadza faktormi ako miera vzdelania zamestnancov, zdroj

k situacii, kedy prinos kreativity bude krastale konkurergnej vyhody, ochota delegot/gpravomoci,
vyznamnejSiu rolu vo vSetkych odvetviach inovatnd kapacita podniku, schopmiosinovova
ekonomiky a Vudskych¢innostiach. Tvorivo$ bude a priebezne sxiit’ (lvanova, 2013).

nielen zakladom ekonomického rastu vo vyspelych Kragovym aktivom kazdej krajiny s@udské

(?_kono[nlkach,v ale stane sa & stale vyznamnejSouyqyoje. Kvalitaludského kapitalu je determinovana
cinnog'ou kazdeho jednotlivca. Rozvoj kreativnej yyalitou a zameranim vzdelavacieho —systému.
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Slovenskd republika mala v minulosti systém ¢innosti, motivujice  samostatné  pochopenie
vzdeldvania zaloZzeny na memorovani vedomosti a skutanosti, sebapoznanie vlastnej individuality,

tento aspekt je stéle vyrazne pritomny v ednkan premenu znalosti na potencidl myslenia a seba
procese. V rozvoji kreativnych odvetvi sul'me rozvoja. Kreativita myslenia vyZaduje sebavedomie,
doleZiti rudia s individudlnym talentom v danej aktivitu, schopnasist’ do rizika. Kreativita zalezi od
oblasti, preto je potrebné vendvael’ki pozornos takych vlastnosti ako: vynaliezawps schopnog

ich vyhaddvaniu a naslednej prace s nimi. Na to je nachddzé rieSenia na z&klade nového myslenia,
mozné vyusi napr. séaZze, mentorské programy, schopnog vidiet' problém zrozlinych aj novych
alebo 3pecializované poradenstvo a vzdeldvanie stranok, neb@ sa  experimentova schopnos

umoiujluce talentom rozvifa svoje schopnosti. o sebareflexiu a nepretrzité vzdeldvanie, schapnos
(Balog, 2014, s.62). Znova a znova vymyat’ nové idey.

Hlavnym cidom prispevku je poukafana Kreativni Tudia vzdy snaZia sa zrevidava
v ostatnom obdobi vzrastajuci vyznam kreativneho existujice procedury a stereotypy, operuju scenarmi
priemyslu astym spojend nevyhnuthogripravy do buducnosti, rozoberaju ragié vynalezy aich

ludského kapitalu pre kreativny priemysel. Pre dosledky. Hadaju vSeobecnérty v tom, ¢o sa zdalo
zlepSenie kvality'udského kapitélu je preto potrebné byt neporovnatinym, vytvaraju néakané
podporovdd a aj priamo v Skolach zavies  kombindcie, v ktorych sa skryvald k rieSeniu
systematické opatrenia zamerané na rozvoj kreativit problémov. V podstate tvoriva, kreativéianog’ rusi
a podnikatéskych zr@gnosti. existujuce stereotypy. Orientaciacagnej Skoly na

V prispevku st pouZité vedecké metody humanizaciu procesu vzdelavania a vSestranny rozvoj

komparacie, zov3eobecnenia, indukcie, dedukcie, 0SObnosti digera predpoklada nevyhnutriospojenia
Statistické Gdaje. Zdrojom informécii bola vedecka UCebnej cinnosti s¢innog’'ou tvorivou, spojenou s
aodbornad literatira domécich aj zahtasich rozvojom individualnych predpokladov Ziakov, ich
autorov, publikdcie v odbornych —avedeckych POZnavacou aklivitou, schopnes samostatne riaSi
asopisoch, ~materidly  zverejnené v médiach, nesStandardné ulohy. V spojitosti stym sa zvySuje
Statistické Udaje, ale aj vlastné spracovanie aytor tloha vo vychove aktivnych, iniciativnych, tvorivo
mysliacichludi (Hargovska, 2013).

Za kreativneho povazujemecloveka nie
jednoducho tvorivého, tvoriaceho #ie nové, ale
tvoriaceho s uwiitym cielom. Napriklad, moZno
Pojem kreativity je analogicky pojmu ,tvorivé napisd hudbu k nejakej piesni kvoli peniazom alebo

1. Kreativita a kreativne vzdelavanie

schopnosti®, je neroztne spéaty s tvorivodinnog’ou, na objednavku, ale mozno ju napisq z vnutorného
rodiacou ni€o kvalitativne nové. Kreativne pobudenia a inSpiracie.
vzdelavanie predpoklada cenie — prostrednictvom Tvorivos’ a kreativita nie si synonymné pojmy.

¢innosti a rozvoj tvorivych schopnosti Ziakov a takt schopnosti, presveédni, tradiciach, ktoré uznava.
gener,ovanie novych idei a rieSenie neStandardnych aoyzak hlavnou sfasou kreativity je pragmatizmus
problémov. (pragmatik jeclovek, ktory uprednostje prakticki
Kreativita to nie je abstrakcia, ba ani rozmar. Ale uZitotnos’ najvyssie), t.j. péiatotné poznanie — pte
v skut@nosti to su zakladné navyky a kompetencie. treba ni€¢o vytvara, pre koho treba née vytvara,
Aby bol ¢lovek kreativny, musi preto rie robi’. Je ako to treba vytvaraaco prave je treba vytvara
to proces tvorby originalnych cennych idei. Kazdy Ludia tvorivi (umelci, skladatelia, maliari,
vzdelavaci system vo svete je vystaveny reformam. spisovatelia) tvoria riadiac sa pritom vlastnymi
AvSak reformy, podobne ako premeny nie su vzdy emdciami a naladami.

vitané a nie preto, z&udia su proti kreativite, ale Kreativita — moZe by definovana ako
preto, ze nie su informovani & na to pripraverasto technoldgia organizacie tvorivého procesu na
na to pozeraju ako na problém, ale v skntsti je objednavku alebo z nevyhnutnosti.

kreativita komplex rieSeni. Uloha vzdelania sa
obohacuje interdisciplinarnou podstatou kreativity.
Kreativita sa stdva prvoradou, &kesi uvedomime

Kreativita to je aj schopnés uskut@nova’
inovacie  (zavadza novinky, zabezpaijace
: PP o . kvalitativny rast efektivnhosti procesov alebo
hodnotu vzdelania, koré moze pozitivne ovplyvni produkcie, poZzadované trhom). Teda, pojem kreativit

Zivot ziakov a Studentov. ! p , . , ' A
i _ _ _ . _ e relativne novy, ale aj z rozpravok viemeJudia aj
Kreativne vzdelanie to je vzdelanie, orientované y gajekej minulosti rozmyli a konali kreativne,

na rozvoj tvorivych schopnostiloveka a ustalenie napriklad, rozpravka o lietajicom koberci,

vjeho profesiondlnom vedomi azameranie na sedemniiovych ¢izmach a pod. Napriek tomu
hradanie inovacii, analyzu problémov avariant mysime konstatova ze dnesna Skolska prax je
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zastarala a snazi sa vychovavgkonavatéov, a nie
tvorcov a kreativne zmyajucich Tudi. Veémi
vystizne to pomenoval anglicky spisovate
a medzinarodny poradca pre vzdelanie Sir Kenneth
Robinson slovami: ,vzdelavaci systém vo svete je
kardindlne  zastarany: riadi sa  principom
Standardizacie a slizi zaujmom industrializicie i
nadhoda, Ze Skoly sU usporiadané ligogbrincipu
zavodov a fabrik — tam su tiez zvono&vSak dnesSok
vyZaduje od Ziakov a Studentov ,mozog — dizajnér,
schopnog nachadzé originalne rieSenia a generadva
idey, vedi€ pracovd, Wit sa hrou a s oduSevnenim
vedig’ vytvara’ timy, schopné realizovasvoje idey
rychlo, nachadzaa riest’ problémy, klas si ciele so
zohadnenim  pocitov  aZelani, vyhyba sa
Sablonovitym formam myslenia®“. Schoprig$oveka
pretvard Udaje na informacie a neskér na vyulite
znalosti m6Ze podstatne zmencharakter prace,
vzdelavania i kazdodenného Zivota. ,Stale narasta
ludsk& schopndsvytvara’, ziskavéd , modelovd,
reprezentovd  a aktualizové zlozitejSie a
interdisciplinarne Udaje, resp. informacie o novych
acasto vémi rozmanitych zdrojov. Tieto mozZnosti,
ktoré sa ukryvaju v transformacii informéacii, mozno
viak plne zuZitkowd iba pomocou vyskumu,
nastrojov a metdd ziskavania znalosti, ich klaadig,
organizovania, vyuZzivania adalSieho Sirenia“
(Stefartikové, 2014, s.30).

1.1  Formovanie kreativnehdudského kapitalu

prostrednictvom kreativheho vzdelavania

Spolanog’, v ktorej znalostsa stavaju kapitdlom
a hlavnym zdrojom ekonomiky, ma pravo ki&yssie
poziadavky na vzdelanie. Jednako vzdelavaci systém
v dneSnej dobe je slabo orientovany na pripravu
myslitelov a novatorov, schopnych vytvéira
konkurencieschopné intelektualne produkty,
zodpovedajuce vysokému  statusu
a zabezpaujuce stabilny socialno-ekonomicky rozvoj
krajiny Rozvoj trhovej ekonomiky, modernizacia
vyroby, vznik novych technoldgii vedie kzmene
profesionélno-kvalifikanej Struktury dopytu na trhu
prace a k zvySovaniu pozZiadaviek zamestndioate
na kvalitu personélu (Grmanov4, 2006).

V sasnosti vzdelanie musi realizéva
koncepciu ludského kapitalu, ktory zéim
profesionalizmus odbornika, rozvinuté individualne
schopnosti, intelektualny potencial, profesionalne
vyznamné osobnostné charakteristiky. Pre jeho
formovanie je nevyhnutné zodpovedajuce prostredie,
metodoldgia a organizacia vzdelavania, jej vychovny
potencidl,éo vyZzaduje pouZzitie novych intenzivnych
vzdelavacich  technoldgii, tvorivych  pristupov
k vytvoreniu vzdelavacieho procesu. Hlavhym z nich
je prechod od vzdelania predmetno-orgainédo

profesionala _

k profesionalno-pracovnému, od konStatujuceho
k perspektivnemu, od reprodiného ku kreativnemu
(Strunz, Vojtovg, 2014).

Kreativne vzdelanie je zamerané na rozvoj
tvorivych schopnosticloveka, na upevneni v jeho
profesionalnom raste zamerania na inovacie,
zahnujace analyzu problémov a ragbych variant
¢innosti. Je to vzdelanie motivujuce samostatné
uvedomenie Si skutmosti, sebapoznanie
individuality, premeny vedomosti na potencidl
myslenia a samo rozvoja. Kreativne vzdelanie méa cel
radu odliSujacich priznakov:

systemologicku stavbu vzdelavacieho procesu,
kedy ziskavané aziskané vedomosti tvoria
harmonickd celostnds zodpovedaju principom
vzajomného doplnenia sa  avzajomného
zosilnenia, kedy ich kombinacia je zamerana na
formovanie tvorivého potencialu, Il'ddanie a
rozvoj individualnych schopnosti;

technolégia vzdeldvacieho procesu vplyva na
rozvoj tvorivych schopnosti odbornika, ¢uje
vznik vo vedomi ¢loveka ugitych spojeni

a vzajomného pdsobenia vedomosti, ich triedenia
oh'adom zamerania profesionalgejnosti;

vyuZzitie paitacovych programov,
sprevadzajucich daebnice atebné texty,
dovd’ujuce zosilnf vnimanie tych, ktori sa

vzdelavaju;
vysokd dokladna priprava v prvychéndkoch
Studia;

réznorodog vzdeldvacich metdd, vyrovnamos
teoretickych vedomosti a praktickych navykov
hlavhym faktorom vytvorenia kreativneho
vzdelania je len problém v jeho vyrieSeni, pretoZze
¢innog” technoléga, konStruktéra, mechanika,
energetika, ekonbma manazéra — to je vzdy len
orieSeni nejakého problému alen prejeho
vyrieSenie dotyny vyuZiva svoje vedomosti;
sltasné kreativne vzdelanie nie je mozné bez
vyberu Studentom ditych, pre jeho odbor
potrebnych tebnych disciplin, individualneho
vyberu pedagdgov ako vSeobecnovzdelavacich,
tak aj odbornych disciplin, formovania
individualneho pristupu ku kazdému Studentovi,
forme kontroly af’.;

dolezitym priznakom kreativneho vzdelania je
jeho motivacia, hlavnymi faktormi ktorej su:
profesionalny status, potvrdeny diplomom,
potreba intelektualneho rozvoja, realizacia
individuélnych schopnosti, profesionalne
ambicie, potreba vo vedomostiach a navykoch
si&kasnej profesiondlnej ¢innosti  (ovladanie
pcocitatovej gramotnosti,  znal6s svetovych
jazykov), ,sméad po objavoch*.

Podpora rozvoja l'udskych zdrojov, najma
prostrednictvom vzdelavania, patri k tkagim
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nastrojom rozvojovej politiky (Habanik, KoiSova,
2012). Systémy vzdelavantasto nie si nastavené na
podporu kreativnej triedy, a to z troch dévodov.
Prvym je nedostatmé definovanie toh@,o su vlastne

podporovana tvorba osobitnych a Specializovanych
Studijnych odborov alebo rovno celych univerziid{vi
napr. ERC, 2002). Ciem takejto podpory je na

jednej strane n&jsa vychovd Spickovych expertov v

poZzadované schopnosti alebo vlastnosti kreativnej kultirnych a kreativnych odvetviach a na druhej

triedy.

Kym existuje jasna predstav& by mal ovlada
uctovnik alebo operator CNC strojov, aby naSiel
uplatnenie v praxi, pre mnohé odvetvia kreativnej
ekonomiky to tak jasné nie je. Navy3e tieto
poZziadavky sa menia okee castejSie ako pri
klasickych odvetviach. Po tretie, neexistuje jasny
dopyt zo strany zamestnavige. V&Sina
zamestnancov kreativnej ekonomiky funguje ako
samozamestnavdte nie je teda mozné definava
dopredu ich potreby (Gunnel a Bright, 2010).

Daldim aspektom, ktory je potrebné thrdo
Gvahy pri podpore vzdelavania, je nuth@sepojenia
podnikat&skych schopnosti a kreativity. Viadom k
tomu, Ze véku cag’ sektora tvoria malé podniky a
samozamestnavatelia, I\ze dobrych idei sa nemusi
zrealizovd prave Waka nedostatmym
podnikatéskym schopnostiam a skdsenostiam tychto
osbb (Fleming, Consultancy, 2007). Vzdelavacia
politika by tak mala zabezpe, Ze tejto vychove je
potrebné sa venovana vsetkych stuch 3kol
(Banks, 2009), ale aj v ramci celozivotného
vzdelavania. Pdé vyskumu HKU (2010) si az 69 %
respondentov mysli, Ze toto vzdelavanie je v
sltasnosti na nedostdiwe] Urovni. Zavadza sa najma
na Skolach, aby absolventi strednych aj vysokydh Sk
boli schopni vo svojej oblasti aj podnikéFleming,
Consultancy, 2007  asto sa pre rozvoj talentovanych
jednotlivcov  pouzivaju  mentorské  programy
(Haseman, 2008), v ktorych vybrané osoby alebo
Studenti pracuju a rozvijaju seba a svoj talergl@l
napad) pod dozorom uz skuseného podnikagdebo
mentora. Mentorské programy sd’'me vhodné najma
pre rozvoj praktickych zgnosti ako napriklad
budovanie v#ahu zo zdkaznikmi (HKU, 2010). Pad
prieskumu je ,on the job training“ vnimany ako
najdélezitejSi pre Uspech v odvetvi (HKU, 2010).
Okrem podnikatkskych zrinosti sa ako efektivne pre
rozvoj kreativnych odvetvi javi aj vzdelavanie
zamerané na vyuZivanie IKT, komunik& zrignosti
a schopnastvorby sieti (HKU, 2010; UN, 2008).

Na lokalnej Urovni ide o opatrenia zamerané
najmd na vytvorenie vhodného institucionalneho

strane vytvori miesto, ktoré modze sliZiako zaklad
pre buddci klaster. Vyhodou podpory vzdelavania
smerom ku kreativite ma potom v budicnosti vyznam
nielen pre samotné odvetvia, ale aj pre cell itiowra
vykonnos ekonomiky (Miles, Green, 2008).

2. Kreativna ekonomika verzus kreativny
priemysel
Ekonomika je dynamicky systém, ktorého

integralnou stag’ou su aj kreativne a kultarne
odvetvia. Skor ako pristipime k analyze samotného
pojmu kreativha ekonomika je potrebné vysvetid
rozumieme pod pojmom kreativita. Zakladatedy

o kreativite americky psycholog P. Guilford ju pka
ako ,vlastnog c¢loveka, vychadzajucu ztitych
potrieb, ktoré sa prejavuja ditymi mentalnymi
procesmi a smeruju k definovanémulaie(Guilford,
1950). Guilford, tiez skdmal intelekt, myslenie,
koncentraciu pozornosti, tvorivbsa temperament.
Odvtedy pod kreativitou sa rozumie v3eobecnha
schopnog c¢loveka inovovd atvort, ktora sa
prejavuje v najroztinejSich oblastiach jeho aktivity.

T. |. Lubart zasa definuje kreativitu ako
.Sschopnog vytvara® nové alebo originalne diela,
ktoré suvisia s tlohami“ (Lubart, 1999).

Dalsi béadatt R. Florida rozliduje tri typy
ludskej kreativity, ktoré su vzajomne prepojené a
spolane poésobia na rozvoj kreativnej ekonomiky. Ide
0 technologicku kreativitu, ekonomickd kreativitu a
umeleckld kreativitu. Kreativitu rieSia aj iné vedy,
kazd4d samozrejme zo svojho [Patu. Napriklad
v sociologickej vede sa pouziva pojem (sociolkgic
imaginacia).

Tvorivog® reprezentovana ideou/napadom sa
stdva rovnako vyznamnym vyrobnym vstupom ako
kapital aludska praca. Faktor tvorivosti je zdroj
neobmedzeny, zarokevSak tazko definovatiny.
Klasické ekonomické zakony (napr. fadP. A.
Samuelsona a W. D. Nordhausa) vychadzaju z
predpokladu, Ze zdroje spotwsti s obmedzené, t. j.
definuju  ekonomickl vzacnts Kreativita ako

zazemia pre vzdelavanie. Z uvedenych dbévodov sa vstupny faktor vSak poukazuje na nové ekonomické

regionalna politika musi suUstrédprave na kvalitu
Pudskych zdrojov v regibne a mimoriadnu pozorhos
venova regiondlnemu systému vzdelavania, ktory by
mal zabezp&t dostupno$ vzdeldvania pre vSetky
socialne vrstvy a kvalitné vzdelavanie by sa m#&d s
dostupnym, nemalo by By socidlnym znakom
(Grertikova, Spankova, 2012, s.36)Casto je tak

zakony a predpoklad dopadu na spolie’ sa neda
klasickymi modelmi viac predpovetiaV slEasnosti
uZz mozno uviel Ze vplyv kreativity na ekonomiku
nie je ndhodnym javom. Zarovenie je vékos' a
hrantna hodnota produktivity kapitalu pre kreativitu
dolezitym faktorom. Existuje tieZz predpoklad, Zstra
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arokovej miery mbze kystimulom pre rast vystupov
kreativneho sektora (Samuelson, Nordhaus, 2000).

Autorom pojmu kreativna ekonomika je John
Howkins v knihe The Creative Economy [Kreativha
ekonomika] z roku 2001 zameranej na analyzu
vztahov medzi kreativitou a ekonomikou. Vznikol za
nasledujucich spotenskych okolnosti:

kreativne a kultirne odvetvia ¢ai zastava
popredné miesto v spaloosti,
rastli rychlejSim tempom ako #8ina ostatnych,
preukazala sa zaviskbamedzi rastom Zivotnej
arovne a rastom pridanej hodnoty kreativnych a
kultdrnych odvetvi.
John Howkins kreativhu ekonomiku vnimal cez
dve dophujuce hodnoty kreativneho produktu, a to
hodnotu duSevného vlastnictva a hodnotu platformy,
ktora je nosiom vysledku duSevnej tvorivéjnnosti.
Kreativny priemysel pomenoval Howkins cez optiku
prav duSevného vlastnictva, a to v Styroch formach:
autorskopravna, patentovd, priemysel ochrannych
znamok a dizajnovy priemysel (Howkins, 2002).
A.F.C. Reisova a kol. venuju Styri pristupy
v chapani kreativnej ekonomiky:

1) kreativne odvetvia,

2) kreativna ekonomika,

3) kreativne miesta a priestory,

4) kreativna ekonomika ako stratégia rozvoja.

1) Kreativne odvetvia predstavuju  Specifické

ekonomické sektory zaloZzené na regionoch

krajiny, ktoré na zaklade ich potencialnej

ekonomickej sily vytvaraja hodnoty. Su to

odvetvia reklamy, architektary, kultary, designu,

maody, kin, videi, hudby, radia, TV, §itecov,

vydavaté&skychéinnosti a pod.

Kreativna ekonomikaje tvorend kreativnymi

odvetviami, ktoré produkuju tovary a poskytuju

sluzby.

Kreativne mesta a priestorgozno chapaako:

a)priestor, ktory prindSa nerovnbs napatie
medzi talentami a investormi revitalizava
degradované oblasti;

b)kreativne klastre ako napriklad multimedialny
klaster v Montreali, kreativny park
v Shanghai;

c) transformaciu miest do svetovych centier

2)

3)

suvisiacich s turizmom, atraktivitami a
kreativnymi pracovnikmi;
d)resStrukturalizaciu urbanistickych sieti

zaloZenych na lokalnych Specifikach.
Aktivity vyplyvajuce z kreativity nezabezpail
len zamestnandésa bohatstvo, ale aj zvySenu pohodu
populacie vo vSeobecnosti, taktieZz podporuju
participaciu na veciach verejnych, zmysel pre wast
identitu a socialnu istotu.

4) Kreativnhu ekonomiku ako stratégiu
vhimame ako:
a)potrebu zdoéramva’ vyznam kreativity na
integraciu  socialnych,  kultirnych a
ekonomickych ciBov v postindustrialnom
globalnom modeli spotmosti. Zdroj tohto
problému spdiva v prozaickej paradigme
socialno verzus ekonomika;
b) skutatnog’, Ze ekonomické zmeny, konkrétne
nové technolodgie su orientované na kultdru a
v ekonomike vytvaraju novy ramec
prilezitosti  zaloZzenych na  kreativite.
(Reisova a kol., 2008).
Kreativha ekonomika je db6sledok synergie
rudskej tvorivosti, mobility, technologickej vyspetd
a zaujmucloveka o humanizéciu spaloosti, ktora
vytvara podmienky pre rastlcu schophgsijimat
produkty, ktoré su vysledkom tvorivej, inovativnej

rozvoja

¢innosti (Kordo§, 2014). Faktory a ddésledky
kreativnej ekonomiky nie su v historii novymi
vztahmi, ale aktudlne hospodarske, socialne a

spolaienské podmienky zvyrémji ich pbésobenie v
spol@nosti, prtom najma& hospodarska kriza
poukdzala na pozitivnhe vplyvy faktoru kreativity.
Kreativna ekonomika je v &asnosti predmetom
viacerych vednych odborov, ktoré sa zaoberaju okrem
iného vytvaranim novych modelov, vychadzajdcich
najmd z pobadu nelinearnych dynamickych
ekonomickych systémov - &&e prave dosahovanie
kritickych hodnét v linearnych systémoch ma za
nasledok vznik krizy (Reisova a kol., 2008).

Kategoria kreativny priemysel je Uzko spata s
pojmom kultarny priemysel, ktory #al by
vyraznejSie pouzivany uz v prvej polovici 20-teho
stor@ia. V osemdesiatych rokoch sa vo IWej
Britanii uz za&alo pracova so SirSim vyznamom
pojmu kreativny priemysel - v zahrdhicreative
industries. Spojené kfdvstvo je povazované za prvy
stat, ktory kreativny priemysel ako taky
inStitucionalizoval a zahrnul do strategickych
dokumentov na najvy3Sej politickej Urovni. Prva
sprava o stave kreativneho priemyslu v Spojenom
krédlovstve bola vypracovana uz v roku 1998 a je
pravidelne aktualizovana ako vyznamny nastroj
riadenia britskej ekonomiky. S&as’ou definicie
kreativneho priemyslu su odvetvia, ktorého zakladom
je Tudska kreativita, zfnog’ atalent a odvetvia
s potencidlom vytvarabohatstvo a pracovné miesta
vdaka vyuZzivaniu duSevného vlastnictva — je aj
vypet jednotlivych priemyselnych odvetvi. Medzi
creative industriey Spojenom kréovstve sa zartuje
reklama, architektlra, trh s umenim a starozZitaos,
potitatové hry a videohry, remesla, dizajn, modne
navrharstvo, film a video, hudba, scénické umenie,
vydavaté&ska ¢innog’, softvér, rozhlasové a televizne
vysielanie.
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Velrkd pozornog kreativnemu priemyslu sa
venuje aj v pobaltskych krajinach Esténsko, Litva a
LotySsko. AvSak v tomgo ponimaju pod pojmom
kreativny priemysel v tychto krajinach vidimecité
rozdiely. Estonsko je kladnym prikladom krajiny,
ktora kvyraznému rozvoju kreativnej ekonomiky
dospela postupnymi krokmi exekutivy — zéinge do
kreativneho priemyslu umenie (vizuédlne a 0Zitkové
umenie), scénické umenie (divadlo, tanec, festjyaly
hudbu (interpretaciu, komponovanie, produkciu,
vydavatéstva, hudobné  néstroje, festivaly),
architekturu, dizajn (priemyselny, médny a grafigky
film avideo, televizne arozhlasové vysielanie,
zabavné informéné technologie (online a pidacove
hry, zédbavné internetové stranky), vydalsiea
(knih, inej neperiodickej tiae, novin, inej periodickej
tlace), kultirne dedistvo (muzed, kniznice, archivy,

remesla) a reklamu (reklamné a medialne agentury).

V Litve a LotySsku zatiaju do kreativneho priemyslu

aj vzdeldvanie v oblasti kultdry, toy ¢as, zabavu
adalSie kulturne aktivity. V Litve dokonca explicitne
aj zoologické abotanické zahrady a cestovné
kancelarie.

Okrem eurdpskych krajin a Spojenych Statov
americkych sa kreativnym priemyslom zaoberaju aj
v Australi, Singapure alebo Cine. Definicia
kreativneho priemyslu pouzivana Eurépskou komisiou
je uvedena v studii Ekonomika kultdry z roku 2006
(KEA), pricom poda tejto definicie sa cela obtas
deli na kultarny sektor a kreativny sektor. Do
kultirneho sektora patri oblagradicného umenia
(vytvarné a divadelné umenie, kultirne dstio) a
oblag’ kultirneho priemyslu (film, audiovizia,
televizne a rozhlasové vysielanie, ¢ftatové hry,
hudba, vydavatiskacinnog’). Do kreativneho sektora
patri kreativny priemysel (dizajn, architektira a
reklama) a pribuzné oblasti (napr. vyvoj softvéru,
vyroba hardvéru — PC, prehréeatelefony).

Tab. 1 Definicia kreativneho priemyslu EK. Zdroj:hE Economy of Culture (2006) KEA, MKW, Turun

Kauppakorkeakoulu

Nacrt kulturneho a kreativneho sektoru

Okruhy Sektory Podsektory Charakteristika
Wytvarné (vizualne) Remesla - Nie priemyselné aktivity
umenie Malba, socharstvo, fotografia - Wystupy sU prototypy a potencialne autorské diela (t].
v @ | Mikonniumelci Divadlo, tanec, cirkus, festivaly tieto diela maju WSD}E‘;‘VStUD kreativity, vdaka
E 2 £ | Kultdrne deditstvo Muzed, kniznice, archeologicke ktorému by mohli byt povaiované za autorske, aviak
5 -§ E néleziska, archivy nie su systematicky za také oznacované, napriklad
wysledky remeselnejinnosti.
Film a video - Alktivity priemyslu zamerané na masovi reprodukciu
Televizne a rozhlasove - Wystupy sU zaloZené na autorskom prave
T vysielanie
E Video hry
= IH=uldba Trh hudobnych vydavatelstiev, Zivé
. g predvedenia hudby, prijmy OKS
£ E zhudobného sektora
g E Knihy a tlac Knizné vydavatelstvo, Casopisy a
tlad
Dizajn Madny dizajn, graficky dizajn, - Aktivity nie s nevyhnutne priemyselného charakteru
E interiérovy dizajn a priemyselny amdZe isf o prototypy
E dizajn - Ajked =0 vystupy zaloZené na autorskom prave, mdiu
= Architektira zahffiaf aj iné vstupy z oblasti prava dusevného
2 g _g P— \rlasiim.ct\ra [ne!p.rlklad DC"'H'EHFIE zunamlf‘,.r] )
5 5 Z = Wuzltlg kr}eatlwtyEkre}atlvne.zru.cnostl a kre}atlvnvc'h
_5 E o profesiondlov z oblasti umenia) je podstatné pre wkon
tychto nie kulturnych sektorov
+
Vyroba PC, MP3 - Tato kategoria je $iroka a nie je ju mozné vwwmedzif na
_ | prehrévatoy, priemyse| zéklade jednoznaénych kritérii.
M 8 E;’L mobilnych telefonov atd. - Zahrfiia mnoho dalsich hospodarskych sektorov, ktoré
; § E sU zawvislé na predchadzajicich “okruhoch” ako
Ona napriklad IKT sektor.

kultirny sektor
kreativny sektor
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Pod’a Studie Eurépskej Komisie rastol kreativny
sektor v obdobi 1999 aZz 2003 0 12,3 % rychlejgee a
iné ekonomiky a tvori 2,6 % HDP (pre porovnanie
napr. vyroba potravin, napojov a tabaku je 2,1 %
HDP). Poda Studie Eurdpskej Komisie rastol
kreativny sektor v obdobi 1999 az 2003 o 12,3 %
rychlejSie ako iné ekonomiky a tvori 2,6 % HDP (pre
porovnanie napr. vyroba potravin, ndpojov a taljaku
2,1 % HDP). Svedectvom toho, Ze Eurdpska komisia
pripisuje  kreativnemu priemyslu Rkl rolu je aj
skuta@nog’, Ze rok 2009 bol vyhlaseny za Europsky
rok kreativity a inovacii, a to na zdb6raznenie
dolezitosti inovacii a pozZiadavky na podporu
kreativity pre buducnasEurépy. V aprili 2010 bola
zverejnena na konzultacie Zelena kniha orloeai
potenciélu kultirneho a kreativheho priemyslu, djtor
cielom je podnieti diskusiu o poziadavkach na
vytvorenie stimul&ného prostredia pre vyvoj
kultdrneho a kreativheho priemyslu. Zakladom pre
pripravu  stimulanych  nastrojov  kreativneho
priemyslu st definicie zavedené v zelenej knihe,
zahinujacej  pod kultdrny priemysel* odvetvia
vyrabajuce a distribuujice tovar alebo sluzbprt
sa v ¢ase ich vyvoja povazuju za tovar a sluzby
osobitnej kvality, pouzitia alebo ¢élu a ktoré
stelesiuju alebo odovzdavaju kultirny prejav
nezavisle od obchodnej hodnoty, ktord mézut.ma
Okrem tradinych umeleckych odvetvi ako je
divadelné umenie, vytvarné umenie, kultarne
dedistvo, zalfna aj film a audioviziu, televiziu a
rozhlas, poitacové hry, nové média, hudbu, literatdru
a vydavatéskacinnog'. ,Kreativny priemysel“ potom
zahtha odvetvia, ktoré vyuzivaja produkty kultrneho
priemyslu ako vstup, aj Ke ich vystupy su
predov3etkym funéné; patria sem architektara a
dizajn, ktoré spdjaju kreativne prvky v SirSom
kontexte, ako aj pododvetvia, napriklad graficky
dizajn, mdédne navrharstvo alebo reklama. V Sir3ej
miere, av3ak uZ nad radmec pojmu pouzivaného v
zelenej knihe, patri do kreativneho priemyslu aj
odvetvie cestovného ruchu a odvetvie novych

technolégii vratane IKT zaznelo na seminari s
ndzvom: Pr&o kreativna ekonomika?, ktory sa
uskut@nil v Bratislave 25.marca 2011 (Salajova,

2011).

Na eurOpskej Urovnéoraz ¢astejSie pout, Ze
oblag’ kultiry mézZe by aj v sitasnej krize ,zdroj
nadeje, ndpadov a nového ekonomického rastu.”

oblasti v Eurépe*,
Eurdpskej komisie.

Centrami kreativneho priemyslu v Eurépe su
dnes najmé mesta ako Londyn, Milano, Pariz, Madrid,
VarSava, Mnichov, Stokholm, Amsterdam, Berlin a
Kodan so statisicmi zamestnancov v oblastiach
kreativneho priemyslu. Nepatria sem len umelci,
filmovi tvorcovia, herci, reziséri, sochari, artti,
dizajnéri, spisovatelia, hudobnici a skladatelia,
ktorych si beZzne asociujeme s umenim, ale aj
tvorcovia videohier, modni navrhari, producenti,
reklamni agenti, ale aj nadSenci &womyslienkari v
ktoromkdvek odvetvi. Kreativny priemysel tvori
nezanedbatal ¢as’ ekonomik v metropolach ale
¢oraz viac aj v stredne kleych a menSich mestach.

V Kodani je napriklad pdé danskeho think-
tanku FORA kreativny priemysel najvyznamnejsi
a tvori ho okolo 70 000 zamesthancow’lbpriamo v
kreativnych poziciach, alebo v obchode s modou,
ktory taZi z inovéacii v kreativnom priemysle. V roku
2008 kreativny priemysel prispel k rastu v DansRku
%, ¢o je 8-nasobne viac, neZ ljpwhospodarstvo,
zahradnictvo a lesnictvo dokopy. Padeho Statistik
je az 21% z&najucich firiem (start-upov) je
zameranych na kreativnu ohtas

V Eurdpskej anii tvori kreativny priemysel 3,3 %
- 45 % ekonomiky azamestnava priblizne 6,7
milionu 'udi. Zamestnandss kreativnej oblasti rastie
rychlejSie nez v inych oblastiach: 3,5% za rok v
porovhani s 1% «®me celkovo. Ide o jeden
Z najdynamickejSich sektorov v Eurdpe. Zatove
pbsobi prostrednictvom vEaSich @inkov aj na
dalSie sektory. V inych priemysloch maju najvysSie
Zisky tie spolonosti, v ktorych je zamestnanych
najviac kreativnychludi. Eurdpska uUnia chce
prostrednictvom kreativneho priemyslu rozvigxoje
inovativne, kohézne, ale aj environmentalne pglitik

Kreativny priemysel expanduje aj celosvetovo.
Ako spolupraca medzi umeleckymi Znogami a
technolégiou vytvara pokrok v architektire, dizajne
flme, a vSade tam, kde kreativita, inovacie a
umelecka intuicia zohravajitoraz vyznamnejSiu
tlohu. OSN momentalne definuje kreativhu oblas
ako jeden z najdynamickejSich priemyslov s
celosvetovym rastom 14 % za roky 2002 — 2008.
(www.euractiv.sk).

bolo konstatované na pbéde

Podpora tohto segmentu vyzaduje, aby sa o kultlre 2 1. Kreativny priemysel na Slovensku

a kreativnych odvetviach neuvazovalo ako

0 nadstavbe nad realnou ekonomikou ale ojednom

z jej hlavnych prudov.

.Kriza je ekonomicka a politick4, no dite nie
kultirna. Kultirny sektor, krdsne umenie aj kreafiv
priemysel su Zivé ako nikdy predtym. Kreativny
priemysel je momentalne jednym z mala rastdcich

Po prvykrat sa pojem kreativny priemysel objavil
v strategickych dokumentoch na najvyssej politickej
arovni vo Vékej Britanii na konci minulého stoém.
Na Slovensku nie je eSte tento pojenimieustaleny,

ale je dolezitou siag’ou slovenskej ekonomiky.
Kreativny priemysel ako gas narodného
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hospodarstva ma potenciél pdié sa na vytvarani
HDP, novych pracovnych miest a taktieZz moZnosti
prispievad ku konkurencieschopnosti Slovenska.
Kreativny priemysel Usti do viacerych ekonomickych
aktivit ,ktoré sa tykaju vyroby, vyuZivania inforoiid

a vedomosti (Kordos§, 2012, s. 47) .

Pojem  kreativny priemysel* sa &aa v
poslednych rokoch v rémci rdznych iniciativ
objavova aj na Slovensku. Pdd prezidentky Féra
kreativneho priemyslu Zory  Jaurovej je
najdoleZitejSie, aby si St&t uvedomil prinos
kreativneho priemyslu a ztddioval ho na Udrovni
jednotlivych politik. Férum funguje ako narodna
platforma pre firmy z kreativneho priemyslu. ,Dnes
je evidentné, Ze najrychlejSie rasticou zlozkou
ekonomiky su ¢innosti zaloZzené na individuélnej
tvorivosti,“ tvrdi. O tom,¢o je kreativny priemysel
vSak existuje na Slovensku medzi Sirokou verejoos
skér len hmlistd predstava. ,Kreativny priemysel
existuje aj na Slovensku dlho avzdy existoval.
Artikulovane sa nim vSak zalo zaober& niekd’ko
subjektov az v poslednych rokoch,” vydige
Jaurova.

O mapovanie a popularizaciu kreativneho
priemyslu sa na Slovensku snaZzi aj British Council
v spolupraci s Ministerstvom kultury. Na zakladado
by mala vznikné narodna stratégia na podporu
kreativneho priemyslu. Uz v roku 2011 prijala vlada
material ,Vychodiskd koncepcie na podporu
kultrneho a kreativneho priemyslu v Slovenskej
republike“, ktory sa snazi o charakteristiku
kreativneho priemyslu. Samotné stratégia nie je ale
pod'a Jaurovej tak podstatna. ,DoélezitejSie ako
stratégia je, aby existovalo na urovni vSetkychitiol
povedomie o kreativnom priemysle."

Potencial tohto priemyslu pre Slovensko je
pritom obrovsky. Na Slovensku mame dizajnérov
svetového mena. Naj§&i pravdepodobne v dizajne.
MoZno sme automobilova ¥moc, ale len pokiaide
o vyrobu. Dizajn sa robi v zahrahni Casto za nim
stoja Slovaci. Boris Ferko 3éfuje oddeleniu konoept
vo Forde, Jozef Kaldgje $éf dizajnér v Skode (HN,
5/2015, s.10). Volkswagen up je zase dielom Borisa
Grella. Kvalitnych dizajnérov mame tieZz v oblasti
skla (napriklad Patrik lllo dalSi). Peter Biak je dnes

zase jeden z najuspesnejSich svetovych dizajnérov

v oblasti typografie. ,Malokto vie, Ze Slovensko je
tiez vdmoc v dizajne videohier,” tvrdi Jaurova.
Prikladom je firma Pixel Federation, ktora stoji za
viacerymi zndmymi hrami na Facebooku, ako su
TrainStation alebo Emporea. (www.euractiv.sk).

V kategorii Dizajn a médny dizajn pésobi v
SR spolu 536 firiem. Je to najmenSia kategoria
kultirnych a kreativnych odvetvi, tvori 2,7 %
vSetkych firiem. Vyvoj firiem bol vyznamne niZsi na
z&iatku 90. rokov a naopak ofee dynamickejsi po

roku 2001, p&om vrchol dosiahol v rokoch 2007 a
2008, ke vzniklo priblizne 20 % vSetkych firiem v
odvetvi. Po roku 2008 nasleduje rapidny pokles
dynamiky zakladania¢o nazné&uje vysoku citlivog
odvetvia na negativny ekonomicky vyvoj a vyhliadky
(Balog, 2014, s. 33).

Z hradiska vékostnej Struktiry modzeme
konstatové, Ze firmy v Dizajne a médnom dizajne su
mensie ako firmy v ostatnych odvetviach ekonomiky.
Podiel firiem bez zamestnancov je v3ak mierne nizsi
ako je to v kulturnych a kreativnych odvetviachlapo
Podiel firiem s jednym zamestnancom je naopak
mierne vy3Si. Celkovo je odvetvie charakteristické
tym, Ze viom neexistuju ani stredné a anilkeé
firmy, Ziadna firma nemd viac ako 25 zamestnancov
(Balog, 2014, s. 34).

V kategorii Film, televizia, video, radio a
fotografia p6sobi v SR spolu 2 534 firietn je 12,6
% vSetkych firiem v kultrnych a kreativnych
odvetviach. NajvéSiu ¢ag’ predstavuje odvetvie
fotografické ¢innosti, kde je registrovych 1 234
firiem.

Vo vyrobe filmov, videozaznamov a televiznych
programov je registrovanych 751 firiem, v odvetvi
Podporné cinnosti  savisiace s vyrobou filmov,

videozdznamov a televiznych programov je
registrovanych 373 firiem a v Distribdcii filmov,
videozdznamov a televiznych programov je

registrovanych 84 firiem. Dynamika zakladania fiie
je ve’mi podobna vyvoju v ostatnych odvetviach s
mierne nizSou dynamikou do roku 2002. Po roku 2002
dynamika zakladania rastla vyraznejSie, s vynimkou
roku 2006, a ani ekonomickd kriza podstatnejSie
neovplyvnila vyvoj v odvetvi. Az 55,7 % firiem v
odvetvi nema Ziadneho zamestnarscaje o priblizne
15 percentnych bodov viacej, ako je priemer v
ostanych odvetviach v ekonomike. V odvetvi teda
prevladaja malé firmy, hlavne vo fotografickych
¢innostiach. Malé firmy v kategorii Film, TV, video,
radio a fotografia obsadzuju prevazne malé lokalne
trhy, kde rozhoduje blizkésk zdkaznikom a znal6s
trhu (napr. fotografi), ale pritomnoselkych firiem
ukazuje, Ze Uaspory z rozsahu ud@® vznik
velkych firiem najma v kapitalovo natoejSich
oblastiach, ako je televizne vysielanie a vyrobadfi

Z pohadu objemu produkcie tiez vidime, Ze 54,4
% firiem v kategérii Film, TV, video, radio a
fotografia ma objem produkcie nizsi ako 29-tisic, eu
¢o vyrazne prevySuje podiel tak v kultdrnych a
kreativnych odvetviach ako aj priemer v celgj
ekonomike. Z Badiska pravnej formy je v kategorii
Film, TV, video, radio a fotografia ¢&i podiel
Zivnostnikov. Struktara pravnych foriem je podobna
ako Struktira ostatnych odvetvi, s mierne vySSim
podielom firiem registrovanych ako spémg’ s
ru¢enim obmedzenym (Balog, 2014, s. 35-36).
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Na nasledujacich dvoch grafoch ukazeme
vybrané Statistické ukazovatele vyvoja vybranych
ekonomickych ukazovatev (trzieb) kreativneho

priemyslu na Slovensku zo zdrojov Statistického
aradu Slovenskej republiky.

Graf 1 Vyvoj trzieb kreativneho priemysldgrvenym) v podiele na trzbach business sektora (miod.
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Zdroj: Statisticky trad Slovenskej republiky (ma2@11).

Graf 2 Vyvoj trzieb vo vybranych zlozkéach kreatitoepriemyslu.

Vyvoj trzieb vo vyznamnych zlozkach kreativheho
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Zdroj: Statisticky trad Slovenskej republiky (mar2@11).

A aka je situacia v rozvoji kreativneho priemyslu
na regionalnej Urovni sme sa pokuSali Zisti
v Trertianskom regiéne. Posluzili nam k tomu Gdaje
zvyskumu, realizovaného  pracovnikmi Fakulty
socialno-ekonomickych ¥ahov TnUAD v Tregine,
ktori si vytygili Ulohu uskut@nit’ empiricky prieskum

firiem kreativneho priemyslu v regione metddou
Struktdrovaného interview a na zéaklade ziskanych
informacii zist’ stav kreativneho priemyslu v regiéne
a potenciadl jeho rozvoja. Vyber subjektov pre
realiziciu Struktirovaného interview bol uskinteny
nahodnym spésobom v §e 130 firiem z celkového
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poétu 1 239, evidovanych v systéme ,Klasifikacie
ekonomickych¢innosti (SK-NACE)" a ekonomicky
¢innych. Tieto firmy sa hodnotili ako zakladny subor
(Vojtovi¢, Karbach, 2014).

Podnikatéské  aktivity oslovenych  firiem
kreativneho priemyslu kraja sa zakladaju prevazne n
kultdrno-historickych  tradicidch  regionu  alebo
jednotlivych miest (29 % oslovenych firiem) a na
rozvoji modernych kreativnyctinnosti a technologii
(71 %). Potla ich zisteni, absolitna &&na
oslovenych firiem (63 %) podnika v reklame,
architekttre, grafickom dizajne, hudbe a zabave,
vizualnom umeni a staroztiach, v
poskytovani video a audiovizualnych produktov,
vzdelavacich  a Voo casovych software. Pri tom
najv&si paet oslovenych sa zaobera reklamou (14
%) a nikto z nich nepdsobi v sfére vizualneho uwreni
a starozitnosti. ZvySok okolo 50 % oslovenych firie
kreativneho priemyslu si rozdelené medzi
architektarou, grafickym dizajnom, vzdelavacim a
vol'no ¢asovym software — po 8 % umeleckym a
dizajnovym nabytkom, hudobnym umenim a zdbavou,
tele-, rozhlasovym, internetovym vysielanim, pisani

a publikovanim — po 4 %. Podnik&s&é aktivity
ostatnych z celkového pi oslovenych firiem (37 %)
nepatria k vymedzenym v Statistickej klasifikacii
odvetviam kreativneho priemyslu (Vojtéyi2012, s.
135 - 136).

Pri zigovani predstavy o tom, aké su predstavy
ainformovanos o0 vyzname a perspektivach
kreativneho priemyslu v socidlnom a hospodarskom
rozvoji jednotlivych miest, Trefianskeho kraja a
Slovenskej republiky béadatelia sa dopatrali
k nasledujucim zaverom. Nevedia o tom posdd %
oslovenych predstavitev firiem  kreativneho
priemyslu, nepoznaju ani rozsah, ani realny vplyv
kreativneho priemyslu na hospodéarsky rozvoj 11 %
oslovenych predstavifev, nepoznaju jeho vyznam,
ale su si vedomi jeho délezitosti 5 % a len 36 %
oslovenych predstavitev firiem su si vedomi toho,
Ze kreativny priemysel ma vplyv na prosperitu
hospodarskeho rozvoja. (Vojt@yi2012, s. 138).

Uvedené (daje své&d otom, Ze aktualny
vyznam a vplyv kreativneho priemyslu na socialny a

hospodarsky rozvoj miest a kraja a na zamestnavanie

rudi je irelevantny v aktualnych predstavach a v
povedomi prevazne vrcholovych predstdiotefiriem
kreativneho priemyslu Trermnskeho kraja.

Zaver

Vo vyspelych krajinach mdéZeme pozoréva
vyrazny Ubytok pracovnych miest v priemyslovych
odvetviach a ich presun do oblasti sluzieb a

kreativnych¢innosti. Badame tu neustéle silnejuci
trend vyznamu kreativnej ekonomiky, kedy dochadza
k vySSiemu presadzovaniu individuality jedincdnge
osobného prinosu, jeho kreativneho myslenia, v
stlade s poziadavkami firiem, spotrebite, ale i
spol@nosti a dopadu tohto konania na oblasti
ekonémie, verejnej spravy, marketingu, reklagiy
manazmentu.

Na narodnej Urovni uz Vka ¢ag’ vyspelych
krajin akceptovala vyznam kreativnych odvetvi a ich
podpora je tak s@g’'ou celkovej podpory
ekonomického rozvoja, @om Vv prijatych
opatreniach dominuju nasledujice tematické oblasti
zabezpeéenie kreativneho vzdelania pre vsetky deti;
premena talentu na zamestnanie; podpora vyskumu a
inovacii; podpora rastu kreativnych podnikov a
pristup k financidm; pogibvanie ochrany dusevného
vlastnictva; podpora kreativnych klastrov a pod. V
ramci Slovenska bolo identifikovanych ni¢ko
geograficky lokalizovanych oblasti s nadpriemernou
koncentraciou kultirnych a kreativnych odvetvi. To
vytvara predpoklady pre existenciu klastrov, resp.
klastrovych organizacii, ktoré su Pddiska podpornej
politiky dobre uchopittné a umo#uju efektivne
cielenie podpornych nastrojov (Haviernikova, Jansky
2013). Skusenosti ukazuju, Ze umelé vytvaranie
klastrov a to prave v sektore kreativnych a kulgdm
odvetvi, neprinaSa vysledky. Je preto doblezité
vytvara® predpoklady pre transforméciu lokalnych
koncentracii na integrované Kklastre, ako aj pre
zapdjanie firiem a koncentracii do uz existujucich
klastrov a klastrovych organizacii pdsobiacich ycim
odvetviach. V pripade tvorby Specializovanych
klastrov je potrebné nastavav@rogramy na mieru
Specifickym potrebam firiem, gom je nutné sa
vyhn(t' politike podpory v duchu ,,one size fits all“.
Skusenosti zo zahratih ukazuju, Ze vi&ou vyhodou
je v&Sia angaZovands univerzit alebo inych
stabilnych institacii ako jedného z komuniksch
pilierov klastrov* (Balog, 2014, s. 62).

Pre zefektivnenie icltinnosti je potrebné na
Slovensku realizowa opatrenia na zlepSenie
celkového podnikatiského prostredia, ale aj opatrenia
zohradhujuce Specifikd kultrnych a kreativnych
odvetvi. Jednou z priorit podpornych politik v
nasledujucich rokoch bude vytvtripodmienky na
rozvoj a kometné vyuZitie vysledkov kreativnych
¢innosti a zvydi podiel kreativneho priemyslu na
tvorbe HDP.

Prispevok bol napisany v ramci rieSenia projektu
ITMS kod projektu 26110230099 Teganska
univerzita Alexandra Duleka v Tredine chce

ponuka kvalitné a moderné vzdelavanie
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SUMMARY
Education and training of specialists for creativandustry

Emilia KRANAKOVA, Sergej VOJTOV

In developed countries, we can see significantlg@ses in industrial sectors and their transfesdovice
sector and creative activities. There is a streamjtiy trend of creative economy importance, wheeecan see
more promotion of individuality, his/her personahtribution, brainchild, in accordance with the uggments of
firms, consumers, but also society as well as tiygact of this procedure on economics, public adstiation,
marketing, advertising or management.

At the national level a large part of the developedntries have already accepted the importancoeeeaftive
industries and their support is part of the ovepatimotion of economic development, while the takesasures
dominate in the following thematic areas - provigicreative education for all children; conversiawility for
employment; research support and innovation; supper growth of creative businesses and accesmande;
strengthening the intellectual property protectippmotion of creative clusters and so on. In Stavaseveral
geographically localized areas with above-averagecentration of cultural and creative industrievehdeen
identified. It creates conditions for existencectisters, respectively cluster organizations, wrach essential
within the support policy and allow the efficierdrgeting of support tools. Experience have shovat the
artificial forming of cluster, precisely in the $ecof creative and cultural industries, is noeetive. It is therefore
important to create conditions for transformingaloconcentrations of the integrated clusters, all age the
involvement of companies and concentrations ofaleady into the existing clusters and cluster oigions
operating in other sectors.

Creative industry is one of the most dynamicallgvgng sectors. It uses human creativity and talemtreate
goods and services in a sustainable way. It cang#hboth to the municipalities' revenues and labarket.
Moreover, it fosters social communication, cultuwtalersification and human development. When it esno the
role of state within the creative economy, its @iynfocus should be on creating conditions suitdidtenatural
development of creativity and supporting novel wattive projects, creative education, networking €tus article
aims to define and elaborate on the platform aditive economy and its possibilities. In additiopdints out other
sectors, such as corporate strategies, new adraiiost and the need for new creative managers,humight be

influenced by potential new relevant players in¢heative economy.

To streamline their operations, it is necessanSliovakia to implement measures to improve the divera

business environment, but also measures takingaittount the specificities of cultural and creaiivdustries. to
create conditions for the development and commiezateon of the results of creative activities andrease the

share of creative industries to the GDP will be ohthe priorities of supporting policies in thentiog years

JEL Classification: E25, E28, O35
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INTEGRACIA MIGRANTOV NA TRHU PRACE V SLOVENSKEJ REP UBLIKE
Integration of migrants on the labour market in the Slovak Republic

Tatiana MASAROVA

Abstrakt

V prispevku su prepojené dve oblasti socialnejtiggliStatu — migréna politika a politika zamestnanosti. Zo strany
Statu, ktory chce kvalitne realizavimtegra‘nu politiku v@i migrantom, je nevyhnutné skisirajma ekonomickl oblas
podmienok (zamestnarfomigrantov je pre integrény proces Kicova). Dve oblasti socialnej politiky autorka spaja
prostrednictvom kvantitativhych ukazovatemerania kvality Zivota migrantov a prostrednactv kvality pracovného
Zivota migrantov. Stagou prispevku su aj med® Statistiky zamestnavania cudzincov na Gzeméss@e] republiky.
Na dosiahnutie ci& predloZzeného prispevku boli pouzité metddy apayntézy a komparativnej analyzy dostupnych
bibliografickych odkazov.

KPucové slova

Migrant. Integracia. Trh prace. Kvalita Zivota magrtov. Kvalita prace migrantov. Statistiky zames#ma cudzincov.

Abstract

There are two fields of state social politics lidk@ this article — migration policy and labour o). For the State,
which wants to implement integration policy towardgyrants, it is necessary to examine the econ@adtion of
conditions (employment of migrants is crucial foe integration process). The author links thesdief social politics
by the means of quantitative indicators of quadityife of migrants and by the means of qualityvofk of migrants. In
this article there are monthly statistics of emphant by migrants in Slovak Republic as well. Tine @i this submitted
report is based on analysis, synthesis and comparanalysis of available bibliographic sources.

Key words

Migrant. Integration. Labour Market. Quality ofdifoy migrants. Quality of work by migrants. Stasbf employment
by migrants.

JEL Classification: F15, F22, F66, Y 80

Uvod a Zakonom¢. 404 / 2011 Z. z. o pobyte cudzincov
v zneni neskorsich predpisov.

Nastoleny vyvojovy trend medzinarodnej Hlavnym  cigom prediozeneho prispevku je
migracie vychadza z globaligaych procesov, motivy ~ SkUma integraciu migrantov. na ftrhu prace
migracie od poiatku ludstva nevynimajlc gésnos v Slovenskej republike Pre realizaciu tohtol'aidoli
vyplyvaji z tizbysloveka zvySova kvalitu Zivota uréené nasledovne Glohy:

(Tupa, 2013). Ekonomicka aktivita cudzincov je - zadefinova kI'icové pojmy,

pokladana za jednu Z&ovych podmienok pre
Uspesnu integraciu do spoimsti, prijem znamena
pre cudzinca ekonomickl sebe&stas’, vytvaranie

zamyslie’ sa nad indikatormi ekonomickej
integracie migrantov,

socialnych véahov, profesionalny rast, nadobtdanie ~ Zamysli&’ sa nad indikatormi kvality pracovneho
audrzanie pracovnych skisenosti, zlepSovanie Zivota migrantov,
jazykovych znalosti. Zamestnavanie cudzincov - analyzovaé mes&né Statistiky zamestnavania

v Slovenskej republike sa riadi najmad Zakoném cudzincov na Uzemi Slovenskej republiky.

311/2001 Z. z. Zakonnik prace vzneni neskorSich  yyskumné metddy pouzité v prispevku: teoretické

predpisov, Zakonom¢. 5/2004 Z. z. osluzbach  \xegbecné metody vedeckého poznania — analyza a

zamestnanosti  vzneni  neskorSich  predpisov syntéza dostupnych bibliografickych odkazov, ich
komparacia.
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Stadia ma vyznam pre terminoldgiu socialnej sféry
— autorka spaja dve oblasti socialnej politiky —
migratnu politiku a politiku zamestnanosti.

1. Terminologicky exkurz

V sutlade s Medzinarodnou organizaciou pre
migraciu je migracia pohyb osoby alebo skupiny oséb
Z jednej geografickej jednotky do druhej cez
administrativnuci politick hranicu s cibom usadi
sa definitivne alebo prechodne na mieste inom ako j
miesto pévodu osoby (IOM, 2005). Migréacia je druh
priestorovej mobility obyvat®v, ktorej podstatou je
pohyb 0sdb cez hranice Statov s umyslom usadi
v druhej krajine na «ité obdobie (Divinsky, 2005).

Dalsim z frekventovanych pojmov, s ktorymi sa
v suvislosti s problémom migracie stretdvame, je
pojem migrant (synonymum cudzinec). Migrant je
pod'a definicie Organizécie spojenych narodov osoba,
ktord z akychkivek dévodov zmenila krajinu svojho
trvalého resp. obvyklého pobytu azo svojej
domovskej krajiny sa préshovala do inej krajiny.
(Koncepcia integracie cudzincov v SR, 2009).
Cudzincom je kazdy, kto nie je Statnymcéabom
Slovenskej republiky (Zakor¢. 404/2011 Z. z.
0 pobyte cudzincov v zneni neskorSich predpisov).
Statnym prislusnikom tretej krajiny je kazdy cudzin
ktory nie je oBanom Eurépskeho hospodarskeho
priestoru (Koncepcia integracie cudzincov Vv SR,
2009).

Laluha in: Stanek (2011) sa prikk&
k vymedzeniu pojmu kvalita Zivota, pkal ktorého
kvalitu Zivota chapeme ako socidlno-ekonomicku
kategériu; je to historicky podmienend Udrtve
Zivotnych  procesov, vramci ktorych¢lovek,
spola@nog’ reprodukuje arozvija svoju existenciu,
v stlade s principmi Fudskosti a humanity. Je

povinnogou  prijimajucej spolénosti  vytvort’
huméanne podmienky pre pobyt migrantov.
Ak skimame kvalitu pracovného Zivota

migrantov, v sulade s Wallace, Pichler, Hayes (2007
budeme pozorov¥apracovné podmienky a spokojitios

S pracou a sulad medzi pracovnym a mimopracovnym
Zivotom migrantov.

2. Kontext prace v Zivote migranta

Integracia migranta do spaloosti predstavuje
zlozity komplex vzdjomnych ¥ahov so socialnym
prostredim  hostiliskej  krajiny, ekonomickych
a legislativnych podmienok a faktorov ovply§tcich
dynamiku uvedeného procesu. O integracii sa da
hovori’, ak si chce skupina imigrantov zachtiva
niektoré prvky svojej povodnej kultary a zardévaj
majoritna populacia prijima Specifikd tejto novej
skupiny (Berry, 1990). Integtad politika ako stag’
globalneho pristupu k migracii je jednou z hlavnych
priorit agendy Eurdpskej Unie. Zo strany Statunkto
chce kvalitne realizova integra&nu politiku vai
migrantom je nevyhnutné skdrhaajma ekonomicku
oblag podmienok (Popper, Bianchi, Luksik,
Szeghy, 2006). Zamestnatiosje Kk'U¢ova pre
integra&ny proces aje zakladom pre ca¥
pristahovalcov na rozvoji prijimajucej spdlosti,
ako aj predpokladom toho, aby bol tento prinos
pristahovalcov pre spotmog’ viditelny (Spol@né
zakladné principy integéaej politiky prigahovalcov
v krajinach EU, 2004). Organy Europskej unie
vyzyvaju zamestnavdtev, aby neprepdali svojich
zamestnancov (migrantov) a namiesto prépai
uprednostnili atypické formy zamestnania, ktoréau
rozdiel od nezamestnhanosti pre zamestnancov
(migrantov) lepSou alternativou, ktord im zabe&zpe
najmad udrzanie pracovnych navykov aczrosti
(PSenkova, 2014).

Tab. 1 Meranie kvality Zivota migrantov z pdidu ekonomickej integracie

HODNOTA UKAZOVATE L EKONOMICKEJ INTEGRACIE SUBJEKTY
v’ Vstup na pracovny trh prostrednictvom podmienok
ude’ovania povolenia alebo registracie na pracu
v Miera zamestnanosti cudzincov MPSVR SR
v' Podiel aktivne pracujicich cudzincov UPSVR SR
v’ Zastupenie cudzincov a poziciach s vysokou odbdaws MVO
ZAMESTNANIE a vzdeladvanim ZdruZenia
v' MoZnog’ uznania povodnej kvalifikacie zamestnavatev
v Miera nezamestnanosti cudzincov ainé
v DIhodoba nezamestnanasudzincov
v' Cudzinci poberajici davky v nezamestnanosti
v' Cudzinci zaradeni na rekvalifikaé kurzy a iné
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Pri meranikvality Zivota migrantovhodnotime
mieru GspesSnosti integiaého procesu cudzich
Statnych prislusnikov do majoritnej spatosti. Pre
ucely nadsho skimania sa jedna o ekonomicku @blas
podmienok tzn. to ako prijimajuca krajina vnima

migrantov na trhu prace (mozné ukazovatele merania Sekulova, 2011).

ekonomickej integracie migrantovditab. 1).

»LAby boli dosiahnuté pozitivne dinky
pracovného uplatnenia na ckenenie sa do novej
spola@nosti, je nevyhnutné ziskanie ¢ilej kvality
prace napriklad v oblasti pracovnych podmienok,
mzdovej Urovne, a moznosti rozvoja socialnych
kontaktov s majoritnou populéciou” (Rakoczyova,
Paizkova, 2009, s. 26).

Migranti zastavaju v Slovenskej republike aj
najvysSie profesionalne funkcie (napr. IT Spedalis
lekar, timanik). Predpokladame, ze
u vysokokvalifikovanych zamestnancov su pracovné
podmienky a nasledne spokojtigspracou Standardné
a bez rozdielu v porovnani sinymi pracovnikmi —
z hradiska celkového pracovného prostredia, r6znych
socialnych  apracovnych benefitov, Iabiska
mzdove] a personalnej politiky zamestnavate
Zamestnavanie ma aj diwé typické Specifika, ku
ktorym patri aj kumulacia migrantov vo vyrobnych
odvetviach, sluzbadch ana pracovnych poziciach,
o ktoré uz doméace obyvdittvo nema zaujem tzn.
nekvalifikované prace, ktoré by mnohi calbia
Slovenskej republiky neprijali kvdli nizkej nomiméj
mes&nej mzde a pracovnéméasu (napr. stavebny
robotnik, manualna praca v reStaumgch sluzbach).
Migrantom vtomto pripade mbzZe zamestnédlate
~diktovat™ podmienky prace a cenu prace. Vyskumy
preukazali v takychto pripadoch celkové
nepreplacanie prace nms$ alebo nénych zmien.
MozZnog® ziska pracu zavisi od pracovného trhu
v danom regioneCim je situacia s dostatkom Rroych
pracovnych miest komplikovanejSia pre slovensku
pracovnu silu, tym migrantitazSie ziskaju Jné
pracovné miesto.

Odmeaiovanie patri k tym aspektom ekonomickej
participacie  migrantov, ktoré st l'd¢ove
v spol@&@nosti. Vyskumy preukazali variabilitu od
Standardnych mzdovych podmienok v zavislosti od

kvalifikacie a praxe, systém benefitov a priplatkov
cez natené nizSie mzdy v porovhani so slovenskou
pracovnou silou (aj takto sa prejavili stereotymgiv
migrantom ako lacnej pracovnej sile) aZz po
nevyplacanie mzdy (Hliikova, Lamékova,
Domnievame sa, Ze aj pri
pracovnonxase prechadzame od Standardného fondu
pracovnéhogasu cez nutené néaby a pracu p@as
vikendov aZz po dobroVvaé navsenie na&hsov

s ciom zvySenia mzdy, zabezmmia dostojného
Zivota na Slovensku a na podporu pribuznych a yodin
v domécej krajine. Najuw@im prinosom migracie su
remitencie a zdpanie medzier na pracovnom trhu.
Remitencie pozitivhe vplyvaju na krajinu pdvodu
migranta a zvysuju Zivotnu Urogeho rodiny Zijucej

v jeho domovskej krajine (Steféikova, 2014).

3. Analyza mesd#&nej Statistiky zamestnavania
cudzincov n Uzemi Slovenskej republiky

Kracom k vytvoreniu véSieho pétu pracovnych
miest, zlep3enia kvality Zivota migrantov ale aj
k udrZzaniu konkurencieschopnosti na globalnom trhu
su inovécie (Kordos, 2014).

Participacia na trhu prace marlwe réznorodé
podoby v zavislosti od vykonavanej profesie, od
odvetvia, v ktorom dany migrant pracuj€j od
predmetu Zivnostii podnikania. P&et pracujdcich

cudzincov v Slovenskej republike je  nizky
v porovnani sinymi krajinami Eurdpskej Unie.
V niektorych oblastiach nédm chybaju  vhodni

pracovnici, ¢ize pre zamestnavdt®s c¢asto ani iné
rieSenie nie je ako zamestnaudzincov. Slovenska
republika by sa perspektivne mala zaobetadenou
migraciou tzn. systematicky ubleva® pracovné
povolenie a povolenie na pobyt tym, ktorilisgi
kvalifikacné predpoklady a disponuja kvalifikaciami
na pracovné miesto, ktoré nedokazeme domacimi
pracovnymi silami obsatli

Urad préace, socialnych veci a rodiny spractva na
mes&nej baze data o zamestnancoch, ktori maju
cudziu Statnu prislusntis
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Tab. 2 Zamestnavanie Statnych prislusnikov tretkehjin s udelenym povolenim na zamestnanie na Uz&Ri
podP’a Statnej prislusSnosti (vyber s najvysSim zastup@ni

KRAJINA SPOLU MUZI ZENY
Ukrajina 649* 455 193
Korejska republika 391* 356 33
Srbsko 249* 239 9
Rusko 166* 88 77
Cina 158* 115 42
Thajsko 139 8 130
Spojené Staty 119* 70 48
India 99~ 84 14
Maceddnsko 80 74 6
Turecko 61 53 8
Vietnam 55* 47 7
Mexiko 47 38 9
Japonsko 44 31 13
Bielorusko 26 18 8
Brazilia 21 13 8
SPOLU 2 566 1876 678

Poznamka: *ostatné nezistené

Poda: Ustredie prace, socialnych veci a rodiny, (fer2015)

Ak sa v Slovenskej republike chce zamestna
Statny prislusnik z tretej krajiny, musi spravidiska’
pracovné povolenie. Od 01.01. 2014 je v Slovenskej
republike @&inna novela Zakona&. 404/2011 Z. z.

0 pobyte cudzincov v zneni neskorSich predpisov,
ktord zaviedla do praxe vydavanie jednotnych
povoleni na pobyt a zamestnanie. Povolenie ujez
drzited’'om pristup na trh prace, ale zarveu aj
opravnenim na pobyt na GUzemi Slovenskej republiky,
povolenie sa vybavuje na jednom mieste -
cudzineckej policii. Pri strate zamestnania cudzine
automaticky strdca pravo na pobyt, je tak vystaveny
v&Sej Zivotnej neistote. Pre ziskanie povolenie na
zamestnanie sa cudzinci musia preukKazejma
pracovnou zmluvou, dokladom o vzdelani
a kvalifikacii. VSetky doklady, ktoré sa predkladlaj

policii musia by preloZzené do sloveémy sudnym
prekladatéom a naleZite overené.

Pre vysokokvalifikovanych zamestnancov z tretich
krajin Slovenska republika v sulade s pozZiadavkami
Bruselu vydava modré karty Eurépskej uUnie. Ako
obmedzenie vnimame, Ze zamestnanec po ziskani
modrej karty m6Ze pracovden v tej krajine, ktora
modru kartu migrantovi vydala, gom by sa
oc¢akavalo, Ze ziskanie modrej karty v jednej krajine
umozZni pracu vo viacerych alebo vSetkytbnskych
krajin EU.

Z tretich krajin dominuju na slovenskom trhu prace

zamestnanci z Ukrajiny, Korejskej republiky a Siosk
(vid'. tab. 2).

Tab. 3 Zamestnavanie ¢anov krajin EU / EHP sinform@&nou kartou na Gzemi SR (vyber s najvy3sim

zastUpenim)

KRAJINA SPOLU MUZI ZENY
Rumunsko 4 921* 3675 1230
Pd’sko 3 136* 2 337 788
Cesko 2 568~ 1729 826
Mad’arsko 2 094~ 1618 463
Bulharsko 662* 574 84
Taliansko 461~ 399 60
Nemecko 450~ 392 57
SPOLU 15 875* 11 996 3811

Poznamka: *ostatné nezistené

Poda: Ustredie prace, socialnych veci a rodiny, (fer2015)

103




SOCIALNO -EKONOMICKA REVUE / 02-2015

Pokid’ ide

cudzincov, trh prace je otvoreny pre cudzincov prace,
z ¢lenskych krajin Europskej Unie a krajin Eurépskeho pracovnopravneho vahu.
hospodarskeho priestoru. Pre ich zamestnavania plat informova’ prislusny Grad o vzniku
pravneho wv#ahu prostrednictvom tzv. inforrae]

rovhaké pravidla, ako pre zamestnavanigaobv

Slovenskej republiky a Stat na ich zamestnavanie karty ([Bargerova, Kriglerovd Gallova, Gazowva,

socialnych

neuplatuje Ziadne limity. Urad prace, socialnych veci Kadlesikova, 2012)

arodiny 0 nich

republiky,

Tab. 4 Zamestnavanie @anov tretich krajin s informé&nou kartou (bez povolenia na zamestnanie) na Uz&Ri

vedie
Zamestnavate so sidlom na uUzemi
ktory prijme do zamestnania ¢aba

samostatnu

evidenciu.
Slovenskej

v si¥asnosti i
z Rumunska, Aska,Ceska a Mdarska (vil’. tab. 3).

Najvassi paet

podPa Statnej prislusSnosti (vyber s najvy$Sim zastip®ni

tvoria

o pravnu Upravu zamestnavania Eurdpskej Unie je povinny informowagrislusny urad
0 vzniku
Zamestnavdte musi
pracovno-

veci  arodiny

zamestnancov na Slovensku
pévodom

zamestnanci

KRAJINA SPOLU MUZI ZENY
Srbsko 460* 339 120
Ukrajina 396* 201 193
Chorvatsko 386 287 99
Korejska republika 212* 203 7
Rusko 90 27 63
Spojené Staty 51 42 9
Vietham 51 26 25
SPOLU 2221 1567 646

Poznamka: *ostatné nezistené

Poda: Ustredie prace, socialnych veci a rodiny, (fer@015)

Tab. 5 Pdet a podiel zamestnanych cudzincov padrajiny pévodu a pohlavia na tzemi SR

SPOLU PODIEL MUZI ZENY
Obcania tretich krajin s povolenim 2 566 12,42% 1876 678
Obtania EU a EHP 15 875 76,83% 11 996 3811
Obcania tretich krajin bez povolenia 2221 10,75% 1 56 646
SPOLU 20 662 100% 15 439* 5 135*

Poznamka: *ostatné nezistené

Pod’a Ustredie prace, socialnych veci a rodiny, (felrd@15)

Ku koncu februara 2015 bolo pi@ evidencie

Ustredia

zamestnanych

prace,

socialnych
v Slovenskej

veci
republike

a rodiny
20 662

cudzincov, z ktorych vyrazni ¥8inu tvoria muZi
(15 439). Co sa tyka krajiny pbvodu vaina

cudzincov pochadzalo z krajin Eurdpskej

Unie /

Europskeho hospodarskeho priestoru (76,83%J. (vi

podmienok, spokojnosti s pracou a odimania
migrantov v slovenskej spainosti. Uvaha o ci®ve;
skupine migrantov je vyznamna Vadom na fakt, Ze
predmetnd cikova skupina je problematickd na trhu
prace,co dokazuje zéenenie v Zakone&. 5/2004 Z.

z. osluzbach zamestnanosti vzneni neskorSich
predpisov paragraf 8 — znevyhodneni uchédza

tab. 5). 0 zamestnanie. Dalej sme zanalyzy mes®j
Statistiky zamestnavania cudzincov na Uzemi
Zaver Slovenskej republiky zistili, Zze w&ina cudzincov

Na zaver prispevku by sme radi poskytli vlastné

postrehy

k skimanej

problematike.

V kapitole

.Kontext prace v Zivote migranta“ sa zartigie nad
objektivnym meranim kvality Zivota cez prizmu
kvantitativnych ukazovafev merania a nad kvalitou

pracovného Zivota migrantov cez prizmu pracovnych

pochadzala z krajin Europskej unie / Eurépskeho
hospodarskeho priestorugo je pravdepodobne
spbésobenélahSim pristupom na trh prace pre
cudzincov ztychto krajin ako v pripade cudzincov
z tretich krajin.

Potet zamestnanych cudzincov nie je
rovhomerny v jednotlivych  krajoch  Slovenskej
republiky. Ustredie prace, socialnych veci a rodiny
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skima uvedenu problematiku ajej analyzu
povaZzujeme zadalSiu mozno$ pre skiumanie do
budicna ako aj iné oblasti integracie cudzincov
v Slovenskej  republike akymi s0  byvanie,
vzdeladvanie, socidlne zabe#Zpaie, zdravotna
starostlivog ¢i obcianska a politicka participacia
cudzincov. Vsulade so Sodsovou (2013) sa
spola@nog’ musi prispdsobovarychlo sa meniacim
podmienkam na zaklad€oho riadenie I'udskych
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SUMMARY

Integration of migrants on the labour market in the Slovak Republic

Tatiana MASAROVA

The main objective of the present paper is to erarttie integration of migrants into the labor markeSlovak
Republic. Following tasks have been identifiedifoplementation of this objective: define key tertusyeflect on
the indicators of economic integration of migranis,reflect on the indicators of quality of workirde of
migrants, analyse monthly statistics on the emphynof foreigners in Slovak Republic. There are figtds of
state social politics linked in this article — magon policy and labour policy. For the State, whiwants to
implement integration policy towards migrants, Stnecessary to examine the economic section ofitoamsl
(employment of migrants is crucial for the integratprocess). The author links these fields of alggolitics by
the means of quantitative indicators of qualitylifef of migrants and by the means of quality of wof migrants.
In this article there are monthly statistics of ésgment by migrants in Slovak Republic as well. T of this
submitted report is based on analysis, synthesis camparative analysis of available bibliographourses.
Research methods used in this paper: the thedretigeeral methods of scientific knowledge - analyaind
synthesis of available bibliographic referencesjrtbomparison. The study is relevant to the teatoigy of the
social sphere - the author brings together twosacdasocial policy - Migration and employment p@& The
integration of migrants into society is a complezhtomplex relationship with the social environmeihthe host
country, economic and legislative conditions araddes affecting the dynamics of that process.

The first issue in paper "Measuring the qualityliftd of migrants in terms of economic integrationVhen
measuring the quality of life of migrants we evaduthe success rate of the integration processreign nationals
into the majority society. For the purpose of aegeaarch is a field of economic conditions, ieslpérceived as a
recipient country of migrants in the labor markpbgsible indicators measuring the economic intagraof
migrants see. tab. 1). The second issue in papealit® of Working Life migrants". In order to ache the
positive effects of job placement for integrationoi a new society, it is necessary to obtain aacequality of
work in areas such as working conditions, wagel$\and the possibilities of developing social eatd with the
majority population. The third issue contributioBtétistics on employment of foreigners in Slovaki@ffice of
Labour, Social Affairs and Family is preparing omanthly basis data on employees who have foreagiomality.
Analysis of data from the monthly statistics of éoyment of foreigners in the Slovak Republic araleated in

tables and interpreted (see. Tab. 2,3,4,5).

JEL Classification: F15, F22, F66, Y80
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OSOBITNA ZODPOVEDNOS T ZAMESTNANCA ZA SKODU V PRACOVNOM POMERE

Specific liability for damage of employee in employment relationship

Jana PSENKOVA

Abstrakt

Pravna Uprava zodpovednosti zamestnanca za Sktwohd, dZe v pracovnom pomere vzniknivori dbleziti séas’
pracovného prava. Clem tejto Upravy je naplnenie jej represivnej a praivnej funkcie. Do osobitnej zodpovednosti
zamestnanca za Skodu zdtge zodpovedn@zamestnanca za tzv. manko, teda schodok na zearangnotach, ktoré
je zamestnanec povinny v§ova' a zodpovednd@sza stratu zvereného predmetu. Oba tieto druhy ibegb
zodpovednosti maju svoje Specifika. Autorka v gesldlaomclanku analyzuje pravnu Gpravu druhov zodpovedrssti
Skodu na strane zamestnanca a poukazuje na odiid8nsgbésobe a rozsahu nahrady Skody zamestné@vat@ aroves
poukazuje na skutoos, Ze pravna Uprava zodpovednosti zamestnanca zduSka vrzahuje ina atypické

pracovnopravne vahy.

KPuc¢ové slova

zamestnanec, zamestnavatkoda, zodpovednosa Skodu, schodok na zverenych hodnotach, zvpredgnet, dohoda

0 hmotnej zodpovednosti, atypicky pracovny pomer.

Abstract

Legislation of employee liability for any damageattimay arise in employment relationship is an int@ot part of

Labour Law. The aim of this provision is fulfiimeftits punitive and preventive function. Spedability for damage of

employee is so called deficit, namely shortfalemtrusted values. The employee is obliged to sihigedeficit, and

another specific liability is liability for the l@sof entrusted item. Both of these types of spdiahilities have their own
specifics. In this paper, the author analyses #ugslation of kinds of liability for damage on thart of the employee,
and points to differences in method and exterft@tbmpensation of damage to the employer.

Key words

employee, employer, liability for damage, shortfiall entrusted values, loss of entrusted item, agex on the

substantive liability, atypical employment relatstiip.

JEL Classification: J89, M59, K31

Uvod

Pravna dprava zodpovednosti za Skodu tvori
vel'mi dbélezitd sdag’ pracovného prava. Zakon
¢. 311/2001 Z.z. Zakonnik prace v plathom zneni (
dalej len ,Zakonnik prace" ) upravuje ndhradu Skody
v pracovnopravnych ¥ahoch vo svojej Vlll.¢casti.
Zodpovedno$ v pracovhom prave predstavuje
Specificky pravny wah medzi zamestnancom
a zamestnavafem, obsahom ktorého su 3Specifické
prava a povinnosti.

Pracovnopravna zodpovedtiosza Skodu je
sankny vztah, ktory vznikd ako novy odvodeny
pravny vzah poruSenim povinnosti z uz existujiceho
pracovnopravneho vahu, a ktorého obsahom je

povinnos Skodcu nahradivzniknutd Skodu a pravo
poSkodeného tato ndhradu vyZzadbva

Zodpovednas za Skodu v pracovnom prave pini
repar&nu a preventivnu funkciu. Repara funkcia
sa prejavuje najma vtom, Ze uplatnenim
zodpovednosti w8 konkrétnemu subjektu ma déjs
k reparacii ( naprave ) Skody vzniknutej druhému
subjektu. V pripade, ak Skoda vznikla v nemajetkove
oblasti, napriklad na zdravic€élom je poskytnutie
peiazného plnenia ako titej satisfakcie. Preventivna
funkcia ma rovnako J&y vyznam pre oblas
pracovnopravnych  v¥ahov. Pravna  Uprava
zodpovednosti za Skodu obsiahnutd v Zakonniku
prdce ma pbsobi preventivne v& Ucastnikom
pracovnopravnych vahov a zabrani tak vzniku
Skod.
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Cidom predkladanéhdlanku je prostrednictvom Zamestnanec sa vSak moZe taxkulpovd (
metddy analyzy ustanoveni Zakonnika prace, ako vyvinii') a to celkom alebo &asti, tym, Ze preukaze,
zakladného prani@ pracovného prava predostrie Ze schodok vznikol Zasti alebo celkom bez jeho
charakteristiku pravnej Upravy osobitnej zavinenia ( napriklad kradeZou ). Zamestnanec sa
zodpovednosti za 3kodu zamestnanca, ktora mbézZezbavi zodpovednosti za schodok daajtejSie
vznikn(f v pracovnom pomerd®alej prostrednictvom v pripade, ak preukdZe Ze mu zamestndvate
logického a gramatického vykladu nahliadnao nevytvoril vhodné pracovné podmienky. Jednénda
pravnych narokov zamestnaviae pokid ide o vysku a bezvyhradnd poZiadavka, aby zamestnéivate
a spbdsob nahrady tejto Skody a to v zavislostioba,t vytvaral zamestnancovi vhodné pracovné podmienky
¢i ide o zodpovedna@'szamestnanca za tzv. schodok, je logickym dotvorenim konStrukcie zodpovednosti

alebo za stratu zvereného predmetu. I'@ie zamestnanca za schodok, pri ktorom sa predpoklada
predkladanéhoclanku je i prostrednictvom metédy jeho zavinenie ( Barancova, Schronk, 2009,
komparacie poukdra na rozdielno§ pravnych str. 541).
narokov zamestnavde _ pri jednotlivych Ak zamestnanec prevzal na zaklade dohody o
druhoch zodpovednosti za Skodu zo strany hmotnej zodpovedntis zodpovednos
zamestnanca. za zverené hotovosti, ceniny, tovar, zasoby materia
alebo iné hodnoty dgené na obeh alebo obrat, ktoré je
Zodpovednos® zamestnanca za schodok povinny vyttovar, zodpoveda za vzniknuty schodok.

V dohodach sa mbéZe so zamestnancandasie
i . . o _ dohodndi, Zze ak budu pracovana pracovisku s
Zakonnik prace v suvislosti so zodpovednds  yjacerymi zamestnancami, ktori uzatvorili dohodu o
zamestnanca za tzv. schodok na zverenych hodnotachpmotnej zodpovednosti, zodpovedaji s nimi za
ktoré je zamestnanec povinny Wyova upravuje  schodok spokme polaina hmotna zodpovednds

osobitny druh dohody - dohoda o hmotnej . .
zodpovednosti ako hmotnopravnu podmienku vzniku mézPl:el;:Iyr’r}ztngm dohody o hmotnej  zodpovednosti

tohto druhu zodpovednosti zamestnanca za Skodu. _
Dohodu o hmotnej zodpovednosti moze platne 1. hotovosti,
podpisd len plnolety zamestnanec, gwim dohoda 2. ceniny,

musi by pod sankciou neplatnosti uzatvorena
pisomne. Dohodu o hmotnej zodpovednosti nembze
taktiez platne podpigaani osoba, ktorej spbsobitds 4. zasoby tovaru,

tovar,

na pravne ukony bola sidom fada alebo 5. iné hodnoty utené na obeh a obrat.
obmedzena. V suvislosti S tymto druhom L L _
zodpovednosti za $kodu zamestnanca rozliujeme: Dolezitou skutenog'ou je, Ze predmety boli
o i zamestnancovi zverené, t.z., ze mu boli nielen

- individualnu hmotnu zodpovednias odovzdané, ale boli dané do vyhej pdsobnosti
- spola@nu hmotnu zodpovedntis zamestnanca.

Na platnog dohody o hmotnej zodpovednosti sa Predmetom  dohody o hmotnej zodpovednosti
vyzaduje, aby medzi &astnikmi  vznikol nemozu by:
pracovnopravny wah. Je nevyhnutné, aby pri - motorové vozidla,

uzatvarani tejto dohody bolo jasné, aku funkciu ma
zamestnanec vykon&ta To preto, aby nevznikli
pochybnosti v buducnosti o tondj ide o preradenie - inventarne predmety.
zamestnanca na inU pracu , atediaide o pripad,
kedy mdéze od dohody odsttip{ Freund, OlSovska,
2005, str. 134).

Pre tento druh zodpovednosti zamestnanca je
charakteristické, Zze sa vychadzgprezumpcie viny
zamestnanca uhradza sa cela skaté Skoda, t.z., ze
zavinenie zamestnanca nie je povinny zamestn@vate
preukazové  Zamestnavate vtomto pripade
dokazuje len uzatvorenie platnej dohody o hmotnej
zodpovednosti, existencoiu schdku na zverenych
hodnotach a nevyfovanie tychto  hodnot
zamestnancom.

- drobny investiny majetok,

Dohodu o hmotnej zodpovednosti je mozné
uzatvort’ ako samostatnt dohodu, alebo akéadil
pracovnej zmluvy.

Pod pojmomschodokrozumieme rozdiel medzi
skutaznym stavom zverenych hodnét a medzi adajmi
v (¢tovnej evidencii, o ktory je skutay stav nizsi
ako (tovny stav. Zakladnou charakteristikou schodku
je, Ze tovar, cenina musi chybd/ pripade, ak tovar
nechyba, ale je len poskodeny, pripadne
znehodnoteny, zamestnanec zodpoveda len vramci
svojej vSeobecnej zodpovednosti, nidm nejde
0 schodokgo ma samozrejme aj iné pravne néasledky,
najma vplyv na vysku nahrady Skody.
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Schodok sa z¢gjne zisuje na zaklade zodpovednosti odstupil, zamestnavate povinny
inventarizacie Pravne predpisy nezakotvuji, Ze nedostatky odstranbez zbytdného odkladu.

hmotne ~zodpovedny zamestnanec musit by Zamestnanec, ktory uzatvoril dohodu o hmotnej
Inventarizacil pritomny. zodpovednosti, méZe od nej odstij@ik:

_ d_lnyentariz?ci?), ktor; je n_ﬁajstejf]irg,k a k& nie  _ g3 prerduje na ind pracu, zadamje na iné
J\;%ylggzg,pr?poso om zisvania schodku, sa musi pracovisko, preklada,
~  uzatvoreni dohody o hmotnej zodpovednosti, - zamestnavatev ¢ase do jedného mesiaca po tom,

¢o dostal jeho pisomné upozornenie, neodstrani

- prijej zaniku, nedostatky v pracovnych podmienkach, ktoré

- pri preradeni zamestnanca na ind pracu alebo na  brania riadnemu hospodareniu so zverenymi
iné pracovisko, hodnotami.

- prijeho prelozeni, Pri spolonej hmotnej zodpovednosti moze

zamestnanec od dohody odstlaik:
- je na pracovisko zaradeny iny zamestnanec,

- pri skorteni pracovného pomeru.

Na pracoviskach, kde pracuji zamestnanci so ~ Ustanoveny iny veduci, pripadne jeho zastupca.
spol&nou hmotnou zodpovednimai, musi sa Po forméalnej stranke sa na vyZaduje, aby
inventarizacia vykona pri uzatvoreni dohdd 0  odstipenie bolo oznamené zamestndeaigpisomne.
hmotnej zodpovednosti so vSetkymi spvie NedodrZanie pisomnej formy nespdsobuje neplédtnos
zodpovednymi zamestnancami: toho Ukonu. Odstlpenie je jednostrannym pravnym
- pri skorgeni v3etkych tychto dohdd, ukonom, preto sa na jeho platfiosevyZaduje suhlas

zamestnavata.

- pri preradeni na ind pracu alebo prelozZeni

v3etkych spoléne zodpovednych zamestnancov, Dohoda o hmotnej zodpovednosti zanikéord

skortenia pracovného pomeru alebgoch odstupenia
- pri zmene vo funkcii veduceho alebo jeho od tejto dohody — dotenim, pripadne oznamenim
zastupcu, odstupenia zamestnavibei.

V suvislosti s prdvnou Upravou osobitnej
zodpovednosti zamestnanca za Skodu netreba zabuda
na skuténog’, Ze sa veahuje nielen na pracovny

- na Ziados ktoréhokdvek zo spoléne
zodpovednych zamestnancov pri zmene v ich

kolektive, pomer zamestnanca na dobu w®&ur ana plny
- pri odstdpeni niektorého z nich od dohody o Pracovny uvazok, ale i na atypicke pracovne porrery
hmotnej zodpovednosti. pracovny pomer na dobu ditil, pracovny pomer na

kratSi pracovny uvazok, delené pracovné miesto,
domécku pracu a telepracu.

Ak zamestnanec S0  spaiou  hmotnou Flexibilné formy zamestnania sa v poslednéjedo
zodpovednaou, ktorého pracovny pomer sa skbn stayajusastym javom na pracovnom trhu, idéaaz
alebo ktory bol preradeny na ind pracu alebo iné diskutovanejsi jav, ktory v3ak pri ditych
pracovisko, alebo bol preloZzeny, zartveepoziada podmienkach méze prin&aozitivny vplyv na trh
0 vykonanie inventarizicie, zodpoveda za pripadny prace. V krajinach Eurdpskej Gnie ide ouz dobre
schodok zisteny najblizSou inventarizaciou na jeho ,n3me formy zamestnania, na Slovensku sa mnozstvo
predchadzajucom pracovisku. Ak zamestnanec, ktory flexibilnych pracovnych wahov dostava daoraz

sa zard'uje na pracovisko, kde pracuju zamestnanci vassej pozornosti ( Greskova, Spankova, 2014,
so spolgnou hmotnou zodpovedntmi, zarové str.18).

nepoziada o vykonanie inventarizacie, zodpoveda, ak

od dohody o hmotnej zodpovednosti neodstupil, za tlakom nati podnikv neustale uvazdvaad svoiim

pripadny schodok zisteny najblizSou inventariz&ciou na redovanl'rFr)1 resy udr¥iavanim sa na dane'J ozici

Prave na tento pravny nasledok zamestnanci v praxi pre , 1esp. udrzia . ] PO
medzi ostatnymi podnikmi. Rychlo sa meniacim

vefmi casto zabudaju.. . i _ podmienkam sa  musia  podniky  neustale
Ak nedostatky vznikna v pracovnych podmienkach prispdsobové, na zakladezoho i riadenieludskych
zamestnancov SO spolwou  hmotnou  zqgrgjov geli vyznamnym poziadavkam na flexibilitu
zodpovedna®u v suvislosti s tym, ze bol na ich 5 zodpovednassvojich politik ( So6sova, 2013 ).
pr%cowsko zdaradeny ny za(\jmes;[]nanelcb alebo iny Investovanie do ludského kapitalu prinaSa
veduci, pripadne zastupca veduceho, alebo s tym, Ze SR S L o
niektory zo zamestnancov od dohody o hmotnej zlepSenie vykonu, flexibility a produktivity a zwyj&

Trhova ekonomika so silnym konkutegm
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schopnog inovova, ¢o prirodzene vyplyva z
neustaleho zvySovania kvalifikacie, Znosti a
znalosti zamestnancov ( Gugkova, Gullerova,
Vojtovi¢, 2013).

Pruzné alebo takzvané flexibilné pracovnopeivn
vztahy, napriek ich dlhodobej aktuélnosti v praxi
zamestnavanialudi v z4padoeurdépskych krajinach,
nad’alej zostavaju otvorenou otazkou hospodarskej
praxe ataktiez predmetom teoretickych Gvah,
empirickych prieskumov a manaZzérskych
rozhodovani. ManaZzment firiem z4padoeurépskych
krajin si je vedomy toho, Ze v&snych podmienkach
uspech akejkkvek organizacie sa tuje flexibilitou
a mobilitou pracovnej sily a pripravenos firiem
akceptovd a pruzne reagovana poZziadavky trhu
prace zmenami V organizacii prace
a pracovnopravnych vahoch ( Krahakova, 2004,
str.46).

Zavadzanie flexibilnych foriem zamestnania
mobzZeme povaZova v oblasti pracovného prava
za inovativne pristupy k zamestnavahidli. Inovacie
prind3aju skuttné vyhody pre nas ako &mov,
spotrebitéov a zamestnancov. Uryju a zlepSuju
spbsob, ktorym dosahujeme vyvoj, vyrobu a pristup
k novych produktom. Je tol'li¢ nielen k vytvoreniu
vasSieho pétu pracovnych miest, budovania zelenSej
spol@nosti, zlepSenie kvality nasho Zivota, ale aj
k udrzaniu naSej konkurencieschopnosti na globalnom
trhu ( Kordos, 2014 ).

V tejto suavislosti treba da do pozornosti
skuta@nog’, Zze zamestnanec na kratSi pracovag,
pripadne zamestnanec vo flexibilnej forme
zamestnania, ktorou mézZe tbypracovny pomer na
dobu utitd rovnako nesie zodpovednoga Skodu,
ktorl spbOsobil. Okrem pravnej Upravy osobitnej

rovhakého zaobchadzania so zamestnancami
a urowiou ich pracovnopravnej ochrany v zavilo
od ich Statnej prislusnosti ( Birk, 2000, str. 218

Zodpovednog® zamestnanca za stratu zvereného
predmetu

Ide o osobitny druh zodpovednosti zamestnaaca
Skodu, za ktorl zodpoveda aj mladistvy zamestnanec.
Na rozdiel od dohody o hmotnej zodpovednosti, na
tento druh zodpovednosti nie je mozné zaloZi
spola@nu zodpovedna’s

Zamestnanec zodpoveda za stratu nastrojov,
ochrannych pracovnych prostriedkov a inych
podobnych predmetov, ktoré mu zamestnédvateril
na zaklade pisomného potvrdenia. Zvereny predmet
nemdézu pouZivaviaceri zamestnanci. NemdZze nim
byt ani automobil, vybavenie kancelarie alebo stroje.

V pisomnom potvrdeni musi tbyasne ozn&ny
predmet, ktory bol zamestnancovi zvereny. Takymi
pisomnymi potvrdenia suU v praxi najma karty na
naradie, evidaemeé listy, evidetné knihy, vydajky
a podobne, ktoré zamestnanec podpisuje ( Barancova,
2012, str. 871).

V pripade tejto zodpovednosti sa Skoda teda
prejavi vo forme straty predmetu, t.z. situaciugd ke
predmet chyba azamestnanec nemdézZelasivo
preukazéd, ako sa stratil. O tento druh zodpovednosti
nejde v pripade, ak zverené predmety nie su s&raten
ale len po3kodené ( Barancova, Schronk, 2009, str.
543).

Zamestnanec sa zbavi zodpovednosti Uplne alebo
stasti, ak sa preukdze, Ze strata vznikla Uplne alebo
stasti bez jeho zavinenia. Inak je zamestnanec

zodpovednosti za Skodu sa na zamestnancov VOpovinny nahradi stratu zverenych predmetov v pinej

flexibilnych pracovnopravnych pomeroch tehuje

i pravna v3eobecnej zodpovednosti za Skodu.
Uvedena aplikacia je vyplyva z reflexie na zédsadu
rovhakého zaobchadzania. Pad zahrarinej
literatiry tato zasada zdta nielen zakaz
diskrimindcie medzi zamestnancami pracujucimi
napriklad natiast@&nym pracovny Uvéazok navzajom,
ale i zdkaz diskriminacie so zamestnancom len preto
Ze pracuje ¥iastanom uvazku ( Fuchs, 2006, str.
154 ). Zamestnanci vykonavajuci tzv. teleprdcu maju
rovhaké prava ako zamestnanci na plny pracovny
avazok pracujaci na pracovisku zamestnéaiate
vratane prava na rovnaku, alebo poroviraie
odmenu ( Blainpain, 2006, str. 652).

V smerniciach EU, ktoré upravuju postavenie
zamestnanca v pracovnhom pomere (  hapr.
2001/23/ES, 2008/104/ES ) sa nie vzdy kryju pojmové
vymedzenia zamestnancov. Tymto spésobom nie je
pritom dand na eurdpskej Grovni jednotna osobna
pdsobnog smernice, ¢o slvisi aj so zasadou

vySke podla v3eobecnej ceny dase, kedy ma by
predmet vréateny.

Zamestnanec sa zbavi zodpovednosti
predovSetkym ak preukdze, Ze zamestn@vate
nevytvoril také pracovné podmienky, aby mohol
riadne pInf svoje pracovné povinnosti bez ohrozenia
arizika straty zverenych predmetov, napr. ak mu
zamestnavate neposkytol uzamykatal skrinku na
uloZzenie veci avdosledku toho doslo k strate
zvereného predmetu ( Barancova, Schronk, 2009, str.
543).

Zamestnavale méZe po dohode so zastupcami
zamestnancov vymedzi okruh zamestnancov,
s ktorymi mbéZe dohodmlpovinnosg, aby si dali
poisti’ predmet, ktory im zamestnavhtezveril
na zaklade pisomného potvrdenia, pre pripad st&raty
zni¢enia, a okruh zamestnancov, ktorym poisti
zvereny predmet pre pripad straty aéenia. T.z., Ze

je mozné dohodnidva okruhy zamestnancov:
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1. ti, ktori znd3aju naklady na poistenie finanknych prostriedkov, ktoré by bolo potrebné
a obstaravaju samotné poistenie sami, vynalozt’ na obstaranie rovnakej veci.

2. ti, ktorym zvereny predmet pdise a naklady na Zamestnanec, ktory_ zodpo_veQé za schodok alebo
poistenie znaSa samotny zamestndvate za stratu predmetov, je povinny nahtagichodok
alebo stratu v plnej sume.
Schodok ( manko ) vyjadruje skttog’, Ze
' chybaju hodnoty, ktoré je hmotne zodpovedny
zamestnanec povinny wtova’. Schodok je teda
Specifickym druhom Skody. Ide o Skodu na
hodnotach prijatych po vykonani inventarizicie na
vyUétovanie, ktord spiva Vv rozdiele medzi
skut@gnym stavom zverenych hodnét a medzi
Rozsah a spdsob nahrady Skody zamestnancom spravnymi Udajmi é&ovnej evidencie, o ktory je
skutainy stav nizsi, nez je ¢tovny stav( Freund,
Ol3ovska, 2005, str. 136 ).

Doba vratenia predmetu by malat bstanovena
predovSetkym dohodou - Ustne alebo pisomne
pripadne méze vyply¥az pravnych predpisov. Ak
doba vratenia nie je takto agna, zamesthanec je
povinny predmet vrati do 7 dni odo uh, kel
zamestnavateo vratenie predmetu poZiadal.

Zakonnik prace zamestnavamnd nezakotvuje

povinnos’ nahradu $kody uplaovar, ponechavatona . P sSpolénej zodpovednosti za schodok  sa

volu zamestnavatekého subjektusi nahrada Skodu  Iednotlivym zamestnancomdirpodiel nahrady pda

od zamestnanca pozadé\zude alebo nebude. pomeru ich priemernych zarobkov, gmin zarobok
ich veduceho a jeho zastupcu sa zétpwa %

Zamestnanec, ktory zodpoveda za Skodu, je
povinny nahradi zamestnavatevi skuta@nu Skodu,
a to v peniazoch ¢elutdrna nahrada), ak Skodu
neodstrani uvedenim do predchadzajuceho stavu

( restltuplo in _integrum ) a vak tto Skodu pred vznikom Skody ( takéto obmedzenie v pripade
zamestnavateod zamestnanca poZaduje. individuélnej hmotnej zodpovednosti Zakonnik prace
Zakonnik prace v pripade nahrady Skody vychadz neupravuje ). Ak sa takto denymi podielmi neuhradi

znahrady skutmej Skody avpripade Skody cela 3koda, zvysok je povinny uhradiedci a jeho

dvojnasobnej sume. Podiel nahrady taktaeny
nesmie u jednotlivych zamestnancov s vynimkou
veduceho a jeho z&stupcu presighsumu rovnajacu
sa ich priemernému  mes@mu  zarobku

sposobenej Umyselne aj nahradyeho zisku. zastupca pdéh pomeru svojich  priemernych
Ak bola Skoda spbsobenda Umyselne, mbze zarobkov.

zamestnavateokrem skuténej Skody poZzadovaaj Ak sa zisti, ze schodok alebo jebas’ zavinil

nahradu uslého zisku, ak by jeho neuhradenie niektory zo spoléne zodpovednych zamestnancov,

odporovalo dobrym mravom. uhradi schodok tento zamestnaneclpadiery svojho
Zakonnik prace vychadza zo zakotveniav. zavinenia. ZvySnuc¢ag schodku uhradia vSetci

delenej zodpovednostiz., Ze solidarna zodpovedtios  spolane zodpovedni zamestnanci podielmiemymi
je v pracovnopravnych vahoch vylgena. Kazdy pod’a pomeru ich priemernych zéarobkov, ¢or

zodpovedny zamestnanec je povinny nahradkd zarobok ich veduceho a jeho zastupcu sadap@ v
vySku Skody, ktora na neho pripada pedniery jeho dvojnasobnej sume.
zavinenia. ZamestnavalemoOZe poZadowaod zamestnanca

Pri uovani rozsahu nahrady Skody je rozhodujica nahradu Skody, za ktord mu zamestnanec zodpoveda.
forma zavinenia, druh zodpovednosti a osobné Pozadovanu nahradu Skody ¢iur zamestnavate

vlastnosti zamestnanca. Zamestnavaleteda nie je povinny nahradu Skody od
Ak Skodu sposobil porusenim povinnosti aj Zamestnanca vyzaddva

zamestnavate zamestnanec uhradi pomerras’ Zamestnavale prerokuje pozadovanu nahradu

Skody podia miery svojho zavinenia. Skody so zamestnancom a oznami mu ju najneskér do

Ak zodpoveda zamestnavidei za 3kodu ~ Jedneého mesiaca odona kel sa zistilo, Ze Skoda

nieka’ko zamestnancov, kazdy z nich uhradi pomerna VZnikla a Ze zanu zamestnanec zodpoveda.
¢ag’ Skody podla miery svojho zavinenia. Nedodrzanie tejto lehoty nema vplyv na narok na

Pri ugeni Skody na veci sa vychadza z ceny veci v nahradu Skody.

¢ase vzniku Skody ( zdhdiuje sa i opotrebenie veci Ak zamestnanec uzna zavazok nahiratiodu v
), tz., 7e sa vychadza zceny vecicage jej urcenej sume a ak s nim zamestnalat®hodne
poskodenia, straty alebo #mhia. Rozhodujicim  SPOsob nahrady, je zamestnaVapevinny uzatvor
pre ugenie ceny veci nie je tedéas uplatiovania dohodu pisomne, inak je dohoda neplatna. Obsahom

nahrady 3kody. Podkladom presavanie ceny veci je  takejto dohody je teda uznanie vySky nahrady Skody
predovietkym znalecky posudok, ktory by mal Zamestnancom  a dohoda o spdsobe  nahrady
vychadz& ztrhove] ceny veci, teda objemu
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vzniknutej Skody. Osobitna pisomna dohoda nie je zodpovednosti zamesthanca za Skodu sa zavinenie

potrebna, ak Skoda bola uz uhradena.

zamestnanca predpoklada, t.z., Ze zamestriavate

Pozadovanu nahradu $kody a obsah dohody onenesie v tejto otazke dokazné bremeno. Zamestnanec

nepresahujiucej 50 eur je zamestnédvap®vinny

vopred prerokova so zastupcami zamesthancov. >
Uznanie zavazku ako jednostranny pravny ukon zo Pracovne

strany zamestnanca zaklada 10 <nfb prem¢aciu
lehotu.

preukaze, Ze Skoda vznikla inak, najma porusenim
povinnosti zamestnavdee zabezp&t vhodné
podmienky. Od konkrétneho druhu
zodpovednosti zavisi i samotna vySka nahrady Skody
zamestnancom, preto je posudenie tejto otazky xi pra
pre zamestnanca Kmi doblezité. Pravna Uprava
zodpovednosti za Skodu sa’ahuje nielen na typicky

Zaver pracowny pomer, ktorym je pracovny pomer

na dobu neuwitd na plny pracovny uvazok, ale i na

Pravna Uprava zodpovednosti za  $kodu atypické  pracovnopravne fahy.  Atypickymi

v pracovnom prave pini dolezitd preventivnu Pracovnymi  pomermi  dochadza  kzvySovaniu
irepresivnu  funkciu.  Osobitnymi  druhmi  flexibility v pracovnopravnych wahoch.

zodpovednosti za Skodu na strane zamestnanca, ktora

méze vzniknéi v pracovhom pomere, je Skoda (
schodok ) na zverenych hodnotach, ktoré
zamestnanec povinny wibva® a Skoda spbésobena
stratou zvereného predmetu. Pri oboch
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SUMMARY
Specific Liability For Damage Of Employee In Employnent Relationship

Jana PSENKOVA

Legislation of liability for damage is a very impant part of Labor law. The Labor Code regulatammensation
for damage in employment relations, in Section VResponsibility in Labor law constitutes a specitgal
relationship between the employee and the emplaysitaining the specific rights and obligations. @ogment
liability for damage is a sanction relationshipisiag as a new secondary legal relationship by direa the
obligations of an existing employment relationshigontents the obligation of offender to make djtloe damage
and the right of aggrieved person to require thepgensation. Liability for damage in Labor law penfis a repair
and preventive function. The function of reparatioakes itself felt in the fact, that by applicatiof liability
towards a particular subject it shall to come tparation (redress) of damage incurred to anothigiesu If the
damage occurred in non-material area, for examplbealth, the purpose is to provide monetary soatig, as a
certain satisfaction. Preventive function is justrmportant in the area of employment relationse Hyislation of
liability for damage contained in the Labor Codes e preventive effect against participants in emplent
relations. Also it prevent damage occurrence. Ipleyment, special kinds of liability for damage the part of
employee may arise, such as damage (deficit) irusteid values that is employee obliged to settid, damage
caused by the loss of entrusted item. For bothstyieemployee liability for damage is the faulttbé employee
assumed, i.e. the employer does not bear the bafdamoof in this case. The employee can be, howexeluded
from being responsiblié he proves that the damage occurred otherwisticpkarly by breach of the obligation of
the employer to ensure suitable working conditidige mere amount of compensation of employee apents
on the specific type of liability. Therefore is tlassessment of this question in practice for engaoyery
important. A legal prerequisite of liability for adeage of employee is validly concluded agreemenmairerial
responsibility of the employee. Material resporigibican only be applied only on items that aresitted for
circulation and turnover — money, goods, good sappnd valuables. The material responsible persansbe
even more employees. In this case, we talk abouwtaled common material responsibility that is sabgd to
special regime and compensation pay. The employedso responsible for the loss of instrumentstegtive
devices and other similar objects entrusted to hynthe employer on the basis of written confirmati&ntrusted
object can’t be used by several employees. It d@nautomobile, office equipment or machinery. Asseent of

type of employee liability for damage can causpractice considerable application problems.

JEL Classification: J89, J89, M59, K31
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INDEX LUDSKEHO ROZVOJA V STATOCH VYSEHRADSKEJ SKUPINY

Human Development Index in Visegrad Group countries

Jana MASAROVA

Abstrakt

Rozvojovy program OSN hodnoti Uréveidského rozvoja od roku 1990 ukazoiame Index/udského rozvoja. Tento
ukazovaté vychadza z priemernejky Zivota, priemerného ¢ta rokov 3kolskej dochadzky (25ngch a stargich),
ocakavaného pdiu rokov Skolskej dochadzky (deticirajucich Skolski dochadzku) a hrubého narodnéhijnprna
obyvatéa vyjadreného v parite kipnej sily. @en ¢lanku je skimépodobnosti a odliSnosti Grovriedského rozvoja
v §tatoch Vy3ehradskej skupiny: Slovenska republifeska republika, Pisko a Ma‘arsko ukazovafem Index
ludského rozvoja v rokoch 1990-2013. V celom sledmwaobdobi najvyssie hodnoty Indéxdského rozvoja spomedzi
tatov VySehradskej skupiny dosahov@dska republika, najnizSiu Growéudského rozvoja dosahuje Marsko.

KPucové slova

Ludsky rozvoj. Indekudského rozvoja. Priemerndzéta Zivota. Priemerny pet rokov Skolskej dochadzkycalavany
pocet rokov Skolskej dochadzky. Hruby narodny prijenoloyvatéa.

Abstract

United Nations Development Programme assessesitharhdevelopment from 1990 by the Human Developmeaex.

This indicator is based on life expectancy at hirtlean years of schooling (by people ages 25 aner)plexpected
years of schooling (child of school entrance) amiksg national income per capita (converted to ing&ional dollars

using PPP rates). The aim of this article is to rak@e the similarities and differences between theels of human
development in the Visegrad Group countries: Sldvrakublic, Czech Republic, Poland and Hungary leyHiaman
Development Index in the years 1990-2013. The kighelue of Human Development Index in the repgrperiod

among the Visegrad Group countries was in the CZRepublic, the lowest level of human developmehteaes

Hungary.

Key words

Human development. Human Development Index. Lfeatancy at birth. Mean years of schooling. Expegtears of
schooling. Gross national income per capita.

JEL Classification: O15, EO01, 132

Uvod rozvoja, ktory vznikol v snahe o presnejSie zmezani
vykonnosti ekonomik jednotlivych Statov, ak by sa

. C C s . brali do Gvahy nielen ekonomické, ale aj sociélne
Odrazom hospodarskej UspeSnosti Statov su y ! J

ukazovatele hodnotiace ich ekonomicku vykonnos aspekty rozIVOJaazwotna uro’ve i i
Najma vo vyspelych &tatoch sveta sa popri Te_nto ¢lanok sa zaobera p(_)rovna_vanl’mdskeho
ekonomickej vyspelostioraz viac kladie doraz aj na rozvoja v Statoch VySehradskej skupiny (VySehradska
socialne, environmentalne a iné faktory, ktoré v Stvorka —V4): Slovenska republikdeska republika,
celkovom vyjadreni vplyvajd na kvalitu Zivota, resp PA'sko a Ma'arsko v rokoch 1990-2013. Vyuzivame
blahobyt obyvatistva daného &tatu. V sGvislosti Pri tom hodnoty ukazovalfa Indexl'udskeho rozvoja

s kritikou jednostranného zamerania na ekonomické (Human Development Index — HDI). Can ¢lanku
ukazovatele hodnotenia vykonnosti §tatov postupne j€ skimad podobnosti a odliSnosti drovrizidskeho
vznikali nové indikatory, ktoré predstavuju alteting rozvoja ajeho vyvoja vtychto Statoch.ckénku su

k zakladnému ekonomickému ukazovatektorym je ~ VyuZité metédy: analyzeasoveho radu, komparacia a
hruby domaci produkt. Jednym ztakychto Syntéza. Vyuzité su poznatky ziskaneé Stadiom
alternativnych ukazovatev je Index Pudského ~ odbornej literatiry a vedeckycttlankov a udaje

114




SOCIALNO -EKONOMICKA REVUE / 02-2015

zverejnené na web-strdnke Rozvojového programu
OSN (United Nations Development Programme -
UNDP).

1. Teoretické vychodisk&@udského rozvoja

Ludsky rozvoj je Sirokospektralny pojem, ktory
zahia mnohé atribaty rozvojdudskej spoldnosti.
Mozno ho charakterizova ako rozSirovanie
a prehlbovanie moznostitudi Zi’ zdravy, dlhy
a tvorivy Zivot. Pocit fastného a plnohodnotného
Zivota vznikd kombinaciou priaznivého vonkajSieho
prostredia a schopnosti tieto prileZitosti roz¥inu
v stlade s ich potrebaniiudsky rozvoj je teda viac
ako skuténog’, Ze jedinec je zdravy, vzdelany
a primerane bohaty, ale aj schophoprilezZitosti
uplatnt’ sa v kazdodennom Zivote. (Grmanov4, 2006)

Ako uvadza Palovpbva (2012),l'udsky rozvoj je
multidimenzionalny proces, ktory zidia zmeny tak
na individualnej drovni, ako aj na darovni
ekonomickych, socialnych, politickych
a institucionalnych mechanizmov. Nemozno ho teda
redukova len na ekonomicky rozvoj.

Obr. 1: Dimenzig’udského rozvoja

Pod’a Sojkovej - Stehlikovej (2005udsky rozvoj
mozno chapa ako proces rozSirovania moZnosti,
prilezitosti a schopnostudi zi* kvalitny Zivot, ktory
je vysledkom vzdjomného pbsobenia socialnych,
zdravotnych a  environmentalnych  podmienok,
tykajacich saludského a spotenského rozvoja. Na
jednej strane predstavuje objektivne podmienky na
dobry Zivot a na strane druhej subjektivne preiévan
dobrého Zivota. Objektivna stranka kvality Zivatao)
nadnani socialnych a kultGrnych potrieb v zavislosti
od materialneho dostatku, sp&émskej akceptacie a
fyzického zdravia. Subjektivna strdnka je o dobrom
Zivotnom pocite, pohode a spokojnosti s dianim okol
nas.

Podstatoul'udského rozvoja je zlepSenie Zivota
udi, rast slobody a prilezitosti na rozvoj a vyiezit
tychto schopnosti. United Nations Development
Programme (2015) v niZSie uvedenej schéme (obrazok
1) znézornil jednotlivé aspektyudského rozvoja,
jednak fundamentalne (zakladnacad@ T'udského
rozvoja: Zt dlhy a zdravy Zivot, vedomosti, slusna
Zivotn4 arové) a tieZ kontextudlne (podmienky
napomahajice zvysovaniudského rozvoja).

dlhy a zdravy zZivot

priame zlepsenie

2 ‘ vedomosti
fudskych schopnosti
dostojna zivotna uroven
Dimenzie fudského — —
rozvoja participacia na politickom a
komunitnom Zivote
vytvorenie environmentalna udrzatefost

podmienok pre

fudsky rozvoj

bezpeénost a fudské préva

Zdroj: UNDP (2015), vlastné spracovanie

Po tom, ako je dosiahnuta zakladnd utove
ludského rozvoja, otvaraju sa prilezitosti pre pkkro
vinych oblastiach Zivota. Je potrebné poskytna
ludom dalSie moZzZnosti, no na druhej strane aj
mozno$ rozhodndi sa o ich vyuZitici nevyuZiti.
(UNDP, 2015)

2. Charakteristika Indexu Pudského rozvoja

Indexludského rozvoja je jednym z alternativnych
ukazovatéov hodnotenia vykonnosti ekonomik

rodova rovnost

Statov, pretoZze na rozdiel od ukazovVatehruby

doméci produkt, ktory skima findlnu produkciu
vytvorenu na Uzemi daného Statu zéeue obdobie,

HDI berie do uvahy aj iné indikatory, a okrem
Zivotnej Urovne hodnoti aj Uroie Skolstva

a zdravotnictva v danom State.

Index rudského rozvoja bol navrhnuty na péde
Organizacie spojenych narodov, na jeho zostaveni sa
v najv&sSej miere podikali ekonomovia Mahbub ul
Haqg a Amartya Sen. Prva spravdumlskom rozvoji
(Human Development Report) zverejnil Rozvojovy
program OSN (United Nations Development
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Programme) vroku 1990, pam Tudsky rozvoj
hodnoti v Statoch zdruzenych v OSN. Ako uvadza
Holkova (2012), HDI patri medzi najznamejSie a
najviac pouzivané ukazovatele kvality Zivota v
spolaétenskom  meradle. Ide o kombinaciu
ekonomickych a socialnych ukazoviade: dlhy

a zdravy Zivot, Urove vzdelania a Zivotny Standard.
Tym umoiuje vyjadrt’ kvalitu Zivota v SirSich
suvislostiach. IndeXudského rozvoja je oztiavany
ako ukazovaté vyspelosti krajiny a ukazovdte
podmienok pre Zivofudi, ktory umo#uje hodnotenie
realnej pozicie danej krajiny vditom zoskupeni,
odhduje silné a slabé strdnky v oblastidského
rozvoja prislusnej krajiny, poskytuje rozsireny abz
ponimania rudského rozvoja ako komplexného
vztahu medzi prijmami a blahobytom.

Spatiatku bol index tvoreny na zéklade troch
kritérii: priemerna tika Zivota (dakavana trka
Zivota pri narodeni), vzdelanostnd uardveindex
vzdelania merany kombinaciou miery gramotnosti
dospelej populacie: 2/3 vahy a kombinovanej miery

Obr. 2: Skladba Indexu’udského rozvoja

zapisu na zakladné, stredné a vysoké Skoly: 1/8,vah
a zivotnd urove obyvatdstva (index HDP
merany realnym HDP na obyvée v USD
prepa@itany paritou kipnej sily).

Urad OSN pre Spravu kudskom rozvoji zaviedol
v roku 2010 novu klasifikaciu HDI s modifikaciou
nieka’kych Ka¢ovych indikatorov. Okrem prvého
ukazovatéa (atakavana f¥ka Zzivota pri narodeni),
ktory zostal nezmeneny, nastali zmeny vo vSetkych
ostatnych indikatoroch. Vzdelanostnd urbvesa
posudzuje pokh dvoch kritérii: priemerny get
rokov Skolskej dochadzky dospelych (2Bmgch a
starsich) a ¢akavana t¥ka 3kolskej dochadzky deti
(zatinajucich Skolskd dochadzku), poim sa vypéita
priemer tychto kritérii. Zivotna Grovieobyvatéstva
sa hodnoti ukazovdiem hruby narodny prijem
(déchodok) na jedného obyvéte

ZloZenie Indexuludského rozvoja, t.j. jednotlivé
dimenzie Tudského rozvoja: dlhy a zdravy Zivot,
vedomosti a déstojnd Zivotna Urdved zndzornené na
obréazku 1.

DIMENSIONS Long and healthy life Knowledge A decent standard of living
INDICATORS Life expectancy at birth Mean years  Expected years GNI per capita (PPP §)
of schooling | of schooling
DIMENSION Life expectancy index Education index GNI index
INDEX
Human Development Index (HDI)

Zdroj: UNDP (2014b)

Celkovy index HDI sa vyptita ako geometricky
priemer uvedenych trochéiastkovych indexov.
Vysledna hodnota indexu sa pohybuje v interval® od
mozny stav rozvinutosti Statu. Na zaklade dosiajnut
hodnoty indexu su Staty kategorizované do Styroch
pasem: veémi vysoky 'udsky rozvoj, vysoky'udsky
rozvoj, strednyudsky rozvoj a nizkyudsky rozvo;j.

Ako sme uZ uviedli, samotna metodika vypo
HDI presla viacerymi zmenami, vplyvordoho sa
menili dosiahnuté hodnoty rozvoja pripadajuce
jednotlivym Statom aaj ich poradie vramci
hodnotenych Statov. Tieto zmeny v metodike

vykazovania indexu’udského rozvoja sposobili, Ze
nové hodnoty indexu neboli porovnité s
hodnotami indexu, ktoré dosiahli Staty pad

pévodnej metodiky. Z toho dévodu sa v sprave za rok
2014 uvadzaju aj spatne préffané hodnoty indexu

pre jednotlivé krajiny berdc do Uvahy posledné zynen
metodiky.

Index 'udského rozvoja sé&orazéastejSie pouZiva
aj ako ukazovate kvality Zivota, keZe berie do
Gvahy kombinaciu ekonomickych aj socialnych
ukazovatéov. Na druhej strane niektori ekonémovia
ho povazuju za nedostétty ukazovatl pricom
argumentuju tym, Ze hodnoti iba tri oblasti Ziveta
zdravie, vzdelanie a prijem, resp. existuju nanyietk
voéi vyberu ukazovat®v, ktorymi sa hodnotia
jednotlivé oblasti kvality Zivota. To si uvedomugij
samotni tvorcovia indexu a pripia§u, Zze HDI ma
obmedzeny rozsah a neméze poskytapiny obraz o
ludskom rozvoji, pretoZze sa zameriava len na
zakladné dimenziefudského rozvoja a neberie do
Gvahy mnohé d’alSie rozmery 'udského rozvoja.
(Jahan, 2015) Povazujeme vSak za potrebné doplni
Ze na web-stranke UNDP zvateje aj vyvojd’alSich
indikatorov 'udského rozvoja, ktoré nie su v HDI
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zahrnuté, napr. miera p6rodnosti Zien vo veku 15-19 znamend, Ze Kk &itej Urovni 'udského rozvoja je

rokov, miera gramotnosti oséb starSich ako 15 rpkov
emisie oxidu uhtittho na jedného obyvde
vydavky na vzdelavanie a zdravotnictvo, percentd de
s nadvahou, umrtnésdo 5 rokov Zzivota a mnohé
d'alSie. Okrem toho v jednotlivych ¢oych spravach

o 'udskom rozvoji UNDP porovnava uravétatov aj

na zakladefalSich ukazovatev: Inequality-adjusted
Human Development Index, Gender Inequality Index,
Gender Development Index, Multidimensional
Poverty Index.

Pripomienky k indexu HDI uvadza aj Syrovatka
(2008), ktory upozatje na problém dostupnosti
kvalitnych a porovnataych vstupnych udajov. Hoci
sa UNDP snazi vyuzivaudaje od vyznamnych
medzinarodnych institacii, tieto ich ziskavaju
z narodnych Statistickych zdrojov, ¢goim ich kvalita
zavisi od kvality Statistického vykaznictva v danom
State. V nedemokratickych rezimoch je mozné
uvazovad i o zamernom skréevani Udajov, napr. na
Kube avCine. Vyhrady voi ukazovatéu HDI
uvadzaji aj T. Masarova a Zigova (2012), porh
nich nie je jednotnd metodika zberu u(dajov za
jednotlivé  hodnotené indikatory v prislusnych
Statoch.

DalSou oblagou kritiky ukazovatéa HDI je
skuta@nog’, Ze umo#uje vzajomnu nahradifaos’
jednotlivych zloZiek indexu. Na druhej strane tak/s

Graf 1: Vyvoj indexul’udského rozvoja v Statoch V4

mozné dospierdéznymi cestami. (Syrovatka, 2008)

3. Vyvoj indexu Pudského
VySehradskej skupiny

rozvoja v Statoch

V poslednej sprave kudskom rozvoji zverejnenej
v roku 2014 pod ndzvom Sustaining Human Progress:
Reducing Vulnerabilities and Building Resilience
(Trvalo udrzatény 'udsky rozvoj: znizovanie rizik a
zvySovanie odolnosti) bola hodnoten4d Utbve
ludského rozvoja v 187 Statoch sveta. Na prvych
miestach sa umiestnili Staty: Norsko (hodnota index
0,944), Austrélia, Svajarsko, Holandsko, USA,
Nemecko, Novy Zéland, Kanada, Singapur a Dansko.
Spomedzi Statov VySehradskej skupiny sa najlepSie,
na 28. mieste, umiestnil&eska republika, Hsko
bolo na 35. mieste, Slovensko na 37. mieste
a Mafarsko na 43. mieste. VSetky Staty V4 sl
zaradené do skupiny Statov $we vysokyml'udskym
rozvojom.

Pre skimanie vyvoja a&isnej Urovnd’udského
rozvoja v Statoch VySehradskej skupiny sledujeme
vyvoj indexu HDI v rokoch 1990-2013. Vyvoj hodnot
HDI v Statoch V4 sme znazornili v grafe 1.
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Pod'a: UNDP
Index Tludského rozvoja dosahuje najvysSie spomedzi Statov V4 dosahuje Wkrsko. Za

hodnoty v celom sledovanom obdobi Ceskej
republike. Zvysil sa z hodnoty 0,762 v roku 1990 na
0,861 vroku 2013. Hodnota HDI v SR bola v roku
1990 na udrovni 0,747. V nasledujucich rokoch doslo
v SR k pomaldiemu rastu tohto indexu akoR;, a uz
v roku 2000 bol index HDI na Slovensku nizSi ako
v Pd’sku. izSiu  drove Tludského rozvoja

sledované obdobie nag& prirastok indexu bol
zaznamenany Vv Psku, 00,120, naopak HDI
Slovenska sa zvysil iba 0 0,083.

Podrobné hodnotyiastkovych indikatorov HDI
v Statoch V4 za rok 2013, ktoré boli zverejnené
v Sprave dudskom rozvoji 2014, uvadzame Vv
tabuke 1.
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Tab. 1: Zakladné ukazovatele Indextudského rozvoja v Statoch V4 za rok 2013

saka , .  ooet <ok bk hruby narodny
oradie |hodnotg Jcakavana priemerny poet ocakavana rka prijem na
gtétu indexu dizka Zivota rokov Skolskej Skolskej obyvatda
pri narodeni| dochadzky dospelych dochadzky deti

(PPP USD)
SR 37 0,830 75,4 11,6 15,0 25336
CR 28 0,861 77,7 12,3 16,4 24535
Mad’arsko 43 0,818 74,6 11,3 154 21239
Pdsko 35 0,834 76,4 11,8 15,5 21487

Pod’a: UNDP (2014a,e,f,9)

NajlepSie postavenie v HDI spomedzi Statov V4
v roku 2013 m& eska republika, okrem ukazovide
hruby narodny prijem na obyvéite Qtakavana trka
Zivota je tu vySSia o 3,1 roka oproti Marsku.
dospelych je vykadzany v Marsku, avSak najnizSia
ocakavana tkka 3kolskej dochadzky deti je v SR.
Pomerne viké rozdiely medzi Statmi V4 sa v
ukazovateli hruby narodny prijem na obyvate
pretoZe najhorSie Miarsko dosahuje necelych 84%
arovne tohto ukazovafa v Slovenskej republike,
ktora je v tomto ukazovateli najuspesnejsia.

3. Vyvoj ¢diastkovych ukazovat®ov Indexu

Pudského rozvoja v Statoch V4

Subindex | — Life expectancy index

Graf 2: Ofakavana dzka Zivota v Statoch V4

Prvym indikatorom indexu HDI, ktory napoveda aj
o Urovni zdravotnej starostlivosti, akavana &ka
Zivota Ide o @akavanu tfku Zivota pri narodeni
(nddej na dotzitie), t.j. Ko rokov priemerne bude
novorodenec z danej oblasti alebo z danej populacie
Zit, ak by pretrvali Specifikh umrtnosti §ms jeho
celého ZzZivota. Pre tento subindex bola stanovena
miniméalna hodnota 20 rokov, maximalna hodnota 85
rokov.

Kritici tohto subindexu namietaju, Ze index
ocakavanej trky Zivota vypoveda len malo o kvalite
prezitého Zivota. Na rozdiel od neho by bolo
relevantnejSie sledova patet rokov prezitych v
relativnom zdravi, alebo s pocitoniastia. Mnoho
ekonémov sa zhoduje aj v tom, Ze do indéxdského
rozvoja by mala by zahrnutqd ajd’alSia dimenzia
merajuca rozvoj a kvalitu Zivota, a to sloboda.
(Rubisova, 2012)

Vyvoj ocakavanej tkky zivota v Statoch
VySehradskej skupiny sme znézornili v grafe 2.
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Pod’a:UNDP (2014a,e,f,g)

Z grafického znazornenia vyplyva, Ze obyvatelia
Ceskej republiky maju najdihSiu cakavanu &ku

zvySila zo0 71,8 (1990) na 77,7 rokov (2013).
Spatiatku bola v tomto ukazovateli na druhom mieste

Zivota pri narodeni, ktora sa v sledovanom obdobi Slovenska republika, predstihlo ju vSak’'&l@, ktoré
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vroku 2013 dosiahlo d@kavanu &#ku Zivota 76,4
roka. V Mafarsku je najnizsialdka Zivota, na trovni
69,3 v roku 1990, a 74,6 v roku 20%8, je o0 3,1 roka
menej ako \CR.

O¢akavana t¥ka Zivota sa v sledovanom obdobi
najviac zvysila WCR, 05,9 roka. Najmensi prirastok
diZzky Zivota bol vykazany v SR, iba 4,2 roka. V roku
1990 bola t¥ka Zivota na Slovensku o 1,9 roka vy3Sia
ako v Malarsku, vroku 2013 sa tento naskok
Slovenska znizil na 0,8 roka.

Subindex Il — Education index

S rozvojom novej ekonomiky ekonomiky
vedomosti, s posunom od priemyselnej ekonomiky
k znalostnej ekonomike a znalostnej sgolusti rastie
vyznam Tudského kapitalu, jeho vedomosti
a schopnosti (Vojtowj Krajnakova, 2014). Uvedené
zohradiuje v hodnoteniludského rozvoja aj Index
rudského rozvoja, a v rdmci Indexu vzdelania beoie d
Gvahy dvaciastkové ukazovatele: priemerny dgeo
rokov Skolskej dochadzky dospelych (2Bmgch a
star3ich) a ¢akavana t¥ka 3kolskej dochadzky deti
(zatinajucich  Skolskd  dochadzku). Tieto dva
ukazovatele hodnotialiku vzdelavania v minulosti
a siasnosti. Treba vSak podotkh(?e sa tu neberie
do uvahy kvalita vzdelavacieho systému, ktora je
vyznamnym determinantom rozvoja spgiosti a
jednotlivych  regionov, pretoze len pomocou
vzdelavania je moZzné budavanalostni ekonomiku.
(Grertikova, Spankova, 2012) Kvalitu 3kolstva je

dalej mozné presnejSie postidi zhodnotenim
infraStruktiry  strednych  3kél, vysokych kol
a univerzit, ktoré vyznamne vplyvaji  na

konkurencieschopnés Statov

(Haviernikova, 2014)

Ivanova (2011) uvadzadalSie ukazovatele,
pomocou ktorych moZno sledav&valitu Tudskych
zdrojov:

- kvalifikdcia a schopnosti obyvdstva
(vzdelanostnd  Struktira  obyviseva,  kvalita
terciarneho vzdelavania, flexibilita obyviséva,
potitatové zrinosti, vyuzZivanie internetu),

- Wag obyvatd#stva na vzdelavani {ag’
dospelého obyvalstva na vzdelavani, celoZivotné
vzdelavanie, vytba cudzich jazykov na S$koléch,
vzdeldvanie zamestnancov vo firmach),

- vydavky na vzdeldvanie (celkové vydavky na
vzdeldvanie, sukromné vydaje na vzdelavanie, podiel
sukromnych a verejnych vydavkov na vzdelavanie
z hrubého doméceho produktu),

- Tudské zdroje a rozvoj technologii (absolventi
technickych a prirodovedeckych odborov, technicki
pracovnici, zamestnanci v ITC).

Ludské zdroje predstavuju vnutorny potencial a
bazu intelektualnych zdrojov a vy33ej technologicke
platformy. V&mi Uzka korelacia je medZudskymi
zdrojmi, vzdeldvacim systémom, zamestn&oos
a produktivitou prace. (Habanik, KoiSova, 2012)

Priemerny pdet rokov Skolskej dochadzky
vyjadruje priemerny p&et rokov vzdelavanidudi vo
veku 25 rokov a starSich. Tento (daj odhaduje
UNESCO Institute for Statistics na zaklade udajov
o dosiahnutom vzdelani zgitgnialudu a Udajov zo
svojej databazy. Minimalna hodnota bola stanovena
na 0 rokov, maximalna na 15 rokov. Vyvoj priemernej
diZzky 3kolskej dochadzky osdb starsich ako 25 rokov
v krajindch V4 sme znazornili v grafe 3.

a regionov.

Graf 3: Priemerna dzka 3kolskej dochadzky v Statoch V4
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Pod’a: UNDP (2014a,e,f,g)
2,2 roka viac ako v Mbarsku. V priebehu

V roku 1990 boli medzi Statmi V4 pomernelké
rozdiely v priemernej ktke 3kolskej dochadzky 25-
roénych osob. Najlepsi stafeska republika, vykazal
priemerna t#ku $kolskej dochadzky 10,9 roka, je o

sledovaného obdobia sa tieto vyrazné rozdiely knizi
az na jeden rok. Aj vtomto ukazovateli je
najuspesnejSid’eska republika, kde sa ¢ rokov
Skolskej dochéadzky dospelych 0s6b zvySilcgm
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sledovaného obdobia 01,4 roka na 12,3 roka. zachované siasné trendy dasti na vzdelavacich
Najva&si prirastok vifke Skolskej dochadzky bol procesoch. Tento ukazovétdéie? zisuje UNESCO
vSak v Mal'arsku, aZz 2,6 roka. Na Slovensku sa tento Institute for Statistics na zaklade Udajov o zé&gliso
ukazovaté zvysil iba o jeden rok. (podra veku) na vsetky drovne vzdelavania.
Ocakavana drka 3kolskej dochadzky deti Stanovena minimalna hodnota je O rokov, maximalna

(zatinajucich  3kolski  dochadzku) je drunym 18 rokov.

¢iastkovym  ukazovatem Indexu vzdelania. Ako sa Statoch V4 vyvijala predpokladanike
Vyjadruje predpokladany get rokov vzdelavania  Skolskej dochadzky, vyjadruje graf 4.

deti, ktoré z&inaju Skolski dochadzku, ak by boli

Graf 4: Oc¢akavana dzka Skolskej dochadzky v tatoch V4
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Ako je mozné pozorovaz grafu 4, vroku 1990  Subindex Il — GNI index
bola najvasia arakavana trka Zkolskej dochadzky
deti v Pdisku, ato 12,3 roka. Uz v roku 2010 bola
v3ak najaspesnejSou tomto ukazovateli Ceska
republika, atoto prvenstvo si udrzala az do konca
sledovaného obdobia. ¥R bol zaznamenany
najvasi  absolltny prirastok ¢akavanej izky
Skolskej dochadzky deti, az 4,5 roka. Nafia
relativny narast &akavanej tzky Skolskej dochadzky
deti, az 38,74% vSak dosiahlo ¥rsko. Z grafu je
zrejmé, Ze uz vroku 1995 bola vtomto ukazovatel
najslab3ou krajinou v ramci V4 Slovenska republika,
ana tejto poslednej pozicii SR zostala v celom
sledovanom obdobi.

Poslednym subindexom HDI je ukazoJateuby
narodny déchodok na jedného obyvatprep@itany
v parite kdpnej sily. Vyjadruje Zivotnld Urave
obyvatdstva, t.. celkové prijmy z ekonomiky
generované vo Vvlastnictve prislusného  Statu
prep@itané na jedného obyvdte Minimum bolo
stanovené na 100 USD, maximum na 75000 USD
(PPS). Vyvoj tohto ukazovdte v Statoch V4 sme
zachytili v grafe 5.

Graf 5: Hruby narodny prijem na obyvatta v Statoch V4
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Hruby nérodny prijem na obyvdite je jedinym
ukazovatéom, kde v poslednych rokoch dosahuje
najlepSie vysledky Slovensko, ktoré predstihlo aj
Cesku republiku. Hruby narodny prijem na obyvate
v SR po prudkom poklese po roku 1990 zaznamenal
najrychlejsi rast, a zvysil sa az na 25336 USDkuro
2013. Snevkym rozdielom nasleduje Ceska
republika. S odstupom viac ako 3000 USD su na
najhorich poziciach spomedzi Statov V4TI'dRo
a Mafarsko.

Zaver

Index 'udského rozvoja od roku 1990 zvengp
Rozvojovy program OSN. Tento ukazoMatsodnoti
Pudsky rozvoj na zéklade troch oblasti Zivota: dihy
zdravy Zivot, Urov vzdelania a Zivotny Standard. Od
roku 1990 do stashosti do3lo k viacerym zmenam
v metodike vypétu Indexu 'udského rozvoja. Od
roku 2010 sa HDI zostavuje na zéklad&alk@avanej
dizky Zzivota pri narodeni, priemerného&ho rokov
Skolskej dochadzky oséb starSich ako 25 rokov
a ctakavanej irky 3kolskej dochadzky —deti
zainajucich Skolsku dochéadzku, a hrubého narodného
prijmu na obyvatéa.

V roku 2014 bola publikovana Spravd'uwaskom
rozvoji za rok 2013, kde bolo hodnotenych 187 $tato
sveta. Na prvom mieste sa umiestnilo Norsko, za nim
nasleduji Australia, Swdprsko, Holandsko, USA,
Nemecko, Novy Zéland, Kanada, Singapur a Dansko.
Staty Vysehradskej skupiny sa umiestnili nasledovne
na 28. miest& eska republika, na 35. miestel'Bko,
na 37. mieste Slovensko a na 43. miestel'dgko.
VSetky Staty V4 su zaradené do skupiny Statov s
vel'mi vysokyml'udskym rozvojom.

Vyvoj indexu rudského rozvoja sme sledovali
v rokoch 1990-2013. Hodnoty HDI sa vo vSetkych
Statoch V4 rokoch 1990-2013 zvySovali. V celom
sledovanom obdobi najvy3Sie hodnoty HDI
dosahovala Ceska republika. Spitku bolo na
druhom mieste Slovensko, predstihlo ho vSaksRo.

s wn

V4 dosahuje Mdarsko.

Co sa tyka jednotlivycitiastkovych ukazovatev
HDI, v Ceskej republike je najdihiazakavana trka
Zivota pri narodeni, naj¢dia priemerna lidka
Skolskej dochadzky aod roku 2010 aj nafia
otakdvana fkka  Skolskej dochadzky  deti.
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SUMMARY

Human Development Index in Visegrad Group countries

Jana MASAROVA

Human Development Index (HDI) is an indicator thaasures the socioeconomic development of a country
United Nations Development Programme publishesdinaan Development Index from 1990 in its annuabrep
The Human Development Index is based on three afdasman development: a long and healthy life,catian,
income. The index consists of three sub-indicege kixpectancy index, Education index and GNI indafe
expectancy index is measured by life expectantyrtt. Education index is based on the mean yeassiwoling
(by people ages 25 and older) and expected yeashabling (child of school entrance). GNI indexc@culated

by data of gross national income per capita cordex international dollars using PPP rates.

The Human Development Index is a composite sooditator (wellbeing index), but it has a limitecdpe. It
cannot provide a complete picture of human devetogrm any situation. In the reports issued by ébhiNations
Development Program, there are also included oftiterxes, e.g. Inequality Adjusted Human Developniedéx,

Gender Inequality Index and Multidimensional Poyémndex.

The 2014 Human Development Report presented theaHuDevelopment Index for 187 countries. On thé firs
place was Norway, followed by Australia, SwitzedarNetherlands, USA, Germany, New Zealand, Canada,
Singapore and Denmark. Visegrad group countrieg wkxced as follows: 28th place Czech Republid) phice
Poland, 37th place Slovakia and 43rd positon Hungdt V4 countries are included to the group ofintries with

very high human development.

We examined the development of the Human Developrmelex in the period 1990-2013. Throughout the
reporting period the Czech Republic has reachedititeest HDI value. On the second place was SlaviskiL990,
but in 2007 the SR was overtaken by Poland. In ldonthere is the lowest level of human developnaanong
the V4 countries. Poland reached the highest iseredHDI during the reporting period. In 2013 tiighest level
of life expectancy, mean years of schooling andeetqdl years of schooling was in the Czech Repuatnlit the

highest gross national income per capita was inckia.

From the above summary shows that the level of hudevelopment, as measured by the HDI in different
countries V4. Its influence on the development afumber of indicators, particularly in the areasohool and
education system and reform of health care andveeall economic performance of the country. Initold to
positive growth of human development also contghtat other determinants, such as the developmestiefice

and research, political freedom, social systemirenmental protection and others.

JEL Classification: 015, EO1, 132
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REGIONALNA EKONOMIKA, STRUKTURA A KONKURENCIESCHOPN OST
Regional economy, structure and competitiveness

Jozef HABANIK

Abstrakt

Konkurencieschopnosa globalnej, regionalnefi miestnej Urovni ovplywuju viaceré faktory, ktoré su predmetom
vedeckého badania, avSak skimos'ou overenourasom a podmienkami zostava, Zze vyvazeny hospodéssgialny
rozvoj regionov je dany portfoliom Struktary regébmej ekonomiky. T& pod silnym a dynamickym tlakom
globalizatnych, integranych a konvergemych procesov v zaujme formovania podmienok rasttngj Grovne jeho
obyvatéov, postupne prechddza viacerymi fazami vyvoja wodustridlnej ekonomiky k ekonomike vedomosti
a kreativity. Prispevok sa zaobera analyzou podakige zvySenie konkurencieschopnosti regionakaj@miky a jej
Struktary s dérazom na podporu vyskumu, inovatidiasferu technoldgii. V regionalnej ekonomike fujagbézne formy
indtitcii a partnerstiev, ktoryclinnos’ a nagianie poslania utvaraju podmienky napomahajice faana Struktry

a konkurencieschopnosti regionu.

KPucové slova

Region, Klaster, Inovacie, Inotaa vykonnas KonkurencieschopndsRegionalna politika, Regionalna ekonomika,
Rozvoj regiénov, Potencial, Podmienky, Struktira.

Abstract

Competitiveness on a global, regional or local lésénfluenced by numerous factors, which areghbject of scientific
research, but the fact proven by the time and ¢and is that balanced economic and social deveaknt of regions is
determined by the portfolio of the structure ofioegl economy. Under strong and dynamic pressurgiajalization,
integration and convergence processes it gradugtlys thru several stages of development from austridl economy
to a knowledge economy and creativity in orderotonfition conditions for growth in living standardehis paper deals
with the analysis of the conditions for increasecompetitiveness of the regional economics andtitsctures with
emphasis on supporting research, innovations actinelogy transferThe regional economy is performing various
forms of institutions and partnerships whose atisigi fulfill the mission and create conditions coaide to shape the
structure and competitiveness of the region.

Key words

Region, Cluster, Innovations, Innovative efficien@pmpetitiveness, Regional policy, Regional ecgndregional
development, Potential, Conditions, Structure.

JEL Classification: R11, R10, R19

Uvod a partnerstiev, ktorycktinnog’ a napnanie poslania
utvaraja podmienky napoméahajice formovaniu

Procesy, ktoré neustale prebichaju v realnej Struktary a konkurencieschopnosti regiénu.

ekonomike a wase dynamizujlcej sa globalizécie, ale

zaroveér interdependencie, ovpliuju  rozsah, 1. Regionalna ekonomika a kreativny potencial
Struktiru a zdroje regionalnej ekonomiky. Je to
désledok zmeny kompetencii v jednotlivych

subjektoch atlak na zvySovanie efektivnosti vo

Miestna a regionalna UrolveprevaZzne zastupena
inStiticiami  samospravy, miestnej Specializovanej

fungovani subjektov a organov, ktoré podstatne . .. . . LN . MR
forr%u'u e ianéInu eko%omikh V re Fi)onélne' Statnej spravy, vzdelavacimi a vyskumno-vyvojovymi

U 9 C, A ) gionane organizaciami s regionalnym rozmerom, in&vami
ekonomike  funguja  rézne formy inStitacii
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aktivitami a zamestnavdiskou (produknou) sférou
je sttag’ou cid’'ov regionalnej politiky v proporciach
Uzemného planovania a geografickej ohfanosti.
Narodna urove zladuje do synergického efektu
spol@nu programovu a planovaciu platformu Unie
s potrebami regionalnej ekonomiky.

Regionalna ekonomika nembzetbshapana len
ako podporn&innog’, resp. aktivita na budovanie
priemyselnych parkov a podnikéiskych inkubéatorov,
ale najma ako synergicky efekt pozitivneho posabeni
akademického, vyskumného  a podnikak&ho

partnerstva na béaze verejno-sukromnych principov.

Podstatna pre formovanie regionalnej ekonomiky
Z narodnej Urovne je vyvazemomedzi inov&nymi

a kohéznymi polmi rastu na baze intelektuélnych
zdrojov a vySSej technologickej platformy na jednej
strane a rozvoj oblasti mimo pélov rastu a vidiaka
strane druhej. Prop&mog’ tychto vz’ahov a zarove
hodnotovych vazieb mézeme vnitnanasledovnych
korelaciach:

- Tudské zdroje, zamestnaripsvzdelavaci systém,
produktivita prace,

- konkurencia, vedecky pokrok, inovacie, transfer
poznatkov, noveé technoldgie, infrastruktara,

- Uzemné planovanie, kohézia, integracia, sudrZnos

- politika, kompetencie, finamé zdroje, pravne
a legislativne prostredie.

Aktivne uplatnenie regionalnej ekonomiky
v kong&nom doésledku prispieva k rastu
konkurencieschopnosti  regiénu, ktory  vyrazne

profituje  z partnerstva verejného a sukromného
sektora vo vazbe na prilev investicii s vy$3ougoriai
hodnotou, transfer technoldgii a poznatkov, rastu
zamestnanosti a prijmu.

Regionalna ekonomika je zavisld od prislusnej
Struktiry a organizécie subjektov verejnej spravy,
miery nasytenia lokalnych a regionalnych trhov,
poznania potrieb, zdrojov, ich prinosu \igiinosti so
zabezpeenim socialnej a ekonomickej rovnovahy
a istej miery kreativity.

Kreativhu ekonomiku nechapeniisto v zmysle
indexu kreativity, pripadne reklamného, televizneho
priemyslu, umenia adizajnu, ale ako schognos
subjektov pésobiacich v regiéne genertbymacovné
prileZitosti v perspektivnych odvetviach, vyskume
a inovaciach. Pda Kr&ovej (2012, str. 77) rozvoj
kreativnej ekonomiky je podmieneny stom
vyspelosti ekonomického, technologického,
socialneho a kultirneho prostredia, ktoré vytvara
podmienky pre rast kreativneho sektota, suvisi
s patom podanych patentov, pridelenia ochrannych

zndmok adizajnov. Pri formovani prostredia
a podmienok, ktoré utvarajad podnety pre rozvoj
kreativnej ekonomiky mbzeme vychadza

z inova&ného potencialu malych a strednych podnikov

pdsobiacich vregidne. Aky je inosmy potencial
tychto podnikov aich wah a moZnosti ndpet
poslanie aciele kreativnej ekonomiky, vieme
kvantitativne vyhodnofi pomocou viacerych indexov
kreativity. Tieto v sebe z@&maju najma nasledovné
kvantitativne ukazovatele:

a) Indexrudského kapitalu (percento obyviaie vo
veku 25 — 64 rokov s vysokoskolskym vzdelanim),
Index kreativnej populacie (% populacie
s vysokoSkolskym vzdelanim),
¢) Index vyskumu a vyvoja (% vydavkov z verejnych
a sukromnych zdrojov na vyskum avyvoj nha
HDP),

d) Dal3ie indexy zamerané na technologicky rozvoj.

Kreativny potencial jecasto rozptyleny do
viacerych nekoncentrovanyctasti regionu,cim sa
jeho hodnota mbZe zniZzoka resp. oslabova
kvalitativha Struktara jednotlivych indexov. Preto
koncentracia kreativneho priemyslu a sluzieb dg ist
Uzemnej aglomaracie, siete alebo klastra pojsil
pritomnosg kapitdlu potrebného n#éinnosti spojené
srastom odvetvi, ktoré sa zameriavaju prave na
uvedené aspekty. Zmysel regionalnej ekonomiky
spaiva v schopnosti aktérov &astnikov regionalnej
politiky, identifikova® mozné osi rastu existujucich
alebo novo utvaranych foriem spoluprace v zaujme
konkurencieschopnosti, technologického pokroku,
zamestnanosti a neustalej tvorby novych pracovnych
miest s vy$Sou pridanou hodnotou, t. j. cenou prace

b)

2. Inovaéna atechnologickd Struktira a

konkurencieschopno$

Pre zabezpmnie zvy3ovania kvality Zivota a
Zivotnej Urovne je doblezité si uvedaini Ze
komparativne vyhody zaloZzené na nizkych néakladoch
a nizkej cene prace prina3aju len kratkodobé efekty
regione drancuju vzacne zdroje a efekty s@imve
rychlo stratia. Preto  komparativhe  vyhody
odvodzované na baze aplikacie vysledkov vyskumu,
transferu poznatkov do praxe a indrého potencialu
a kapacit zabezpeju konkurencieschopnts a
udrzaténog’ hospodarskeho rastu, zamestnanosti a
prijmovej z&kladne ekonomickych subjektov v
regibnoch. vV  Struktire  konkurencieschopnej
ekonomiky maju svoj vyznam inStitucionalne a
organizované zlozky ako vedecko — technologické
parky, klastre, vyskumné a vyvojové centra, centra
excelentnosti, centra transferu technolégii, inkaha
a regionalne inovmé centra.

Vedecko-technologické parky (VTP) uské&taju
najma podporu komeéného uplatnenia
vysledkov vyskumu a vyvoja v praxi prostrednictvom
malych alebo strednych podnikéde, ktori su ich
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s&ag’ou. Vysledky vyskumu a vyvoja ziskavaju
vedecko-technologické parky vlastnoginnog’ou,
alebo zmluvne od vyskumnych a vyvojovych institdacii
(univerzita, akadémia, vyskumny institat) vatahu k
rozvoju prisludného regionu. V zmysle pravidiel EU
sa pojem vedecko-technologicky park chape v uz3ej
rovine ako nastroj v Struktare Gzemia, v naSomaatép
regionu, ktory poskytuje celkovd pomoc na ich
budovanie arozvoj. Fenoménom je tematicka
orientacia tychto parkov vfadom na odvetvovy
charakter azameranie ekonomiky, resp. regiénu,
uplatiovanie sektorovych politik a prepojenie na
vyskumny charakter a redlne podmienky. VTP viaZzu na
seba mnoZstvo subdodavate, vytvaraju priestor pre
rast zamestnanosti a Zivotnej Urovne, v prvej etape
tahaju za sebou vyrobné a montdZzne prostredie,
v d'alSich etapach vyrobno-vyvojové a technologické
firmy. Nevyhnutnym predpokladom je Gzemny plan
prislusnej zény, ktora je tgnd na VTP, usporiadanie
vztahov, zakladnd vyskumna infraStruktira a
technologické podmienky.

Novym podpornym nastrojom sa mo6zZu
v buddcnosti  sta univerzitné technologické, resp.
vedecké parky, ktoré po vzore dobrej praxe
a pozitivnych skusenosti Finska, Francuzska a
Nemecka v sebe kombinuju fyzickd a technicku
infraStruktiru, akademicky zakladny  vyskum,
podporné sluzby a transfer poznatkov a technotfiii
praxe. Integralnou gag’ou je &ag’ podnikatéskych
subjektov  a profesionalneho riadenia verejnych
dotacii, grantov a sukromného kapitalu.

Inovana vykonnos v regibnoch vyznamnou
mierou prispieva k hospodarskemu rastu
a konkurencieschopnosti. Regiony dnes nemaja
vybudované institucionalne kapacity pre p@knzanie
spracovanych regionalnych ina@vgich stratégii, pre
transfer novych technoldgii a prepojenie priemyslu
a sluzieb s inovaciami. Jednym z vychodisk rieSenia
si&kasného stavu je vytvorenie siete regionalnych
inovainych centier pre zvySenie vyuZitia inéngch
néstrojov s citom:

zvySenie konkurencieschopnosti regiénov,
zniZzovanie regiondlnych disparit, zvySovanie
regionalnej miery zamestnanosti prostrednictvom
rozvoja inové&nych nastrojov na regionalnej
drovni,

znovu obnovenie a rozSirenie potencialu inovacii
v ramci aplikovaného vyskumu a vyvoja pre
inovativne podnikanie, pre rozvoj spoluprace
podnikov s vyskumnymi, vyvojovymi

a vzdelavacimi in&titaciami v regiénoch,
transformacia poznatkov univerzit, vyskumno-
vyvojovych a vzdelavacich institacii do
priemyselnej praxe s orientaciou na malé

a stredné podnikanie v regionoch,

vytvorenie podmienok pre vznik a rozvoj najma
malych a strednych inovativnych podnikov
zameranych na vyuzivanie novych vyrobnych
postupov a technolégii, produkujucich
konkurencieschopné vyrobky a poskytujacich
kvalitativne lepSie sluzby.

Hlavnym poslanim centier pre podporu inovacii
ma by efektivne prepojenie potrieb podnikigkej
sféry a vyskumného potencialu. V jednotlivych
regionoch budu tieto centré prispiévdasocialnemu a
ekonomickému rozvoju prostrednictvom podpory
inovacii a vytvarania novych inovativnych podnikov.

Transfer poznatkov  ziskanych vyskumom
a vyvojom z univerzit a vysokych Skél do prostredie
a Struktary  regionalnej ekonomiky je zdtia
obmedzeny. Pre budldcnosbude dbélezité ako
univerzity a vysoké Skoly pbsobiace v regionoch
zvladnu viac zdrojové financovanie a posilnenie
prijmov z podnikania, grantov, licencii a podobne.

RieSenie  uvedenych tahov v prostredi
regionalnej ekonomiky podporuje tiez sprava
Eurépskej komisie:  Podpora  vykonnosti a
konkurencieschopnosti VO vyskume,

v technologickom rozvoji ainovaciach v regiénoch
s nasledovnymi aktivitami:

rast objemu vydavkov do vyskumu a vyvoja,
prepojenos vyskumnych projektov,
vzdelavacich institdcii a podnikdgkého
sektora,

vyrazny Ustup odisto akademického vystupu.

V dosledku hospodarskej a finarej krizy, ale aj
rasticeho tlaku konkurénych Statov s lacnou
pracovnou silou, budeme musier nasledujlcich
rokoch prejs na novy stupe rozvoja a Struktiry
regionalnej ekonomiky zaloZenej na vyuZiti vystupov
a efektov zloziek ako VTP, klastre, inéwn& centra,
technologické inkubéatory a pod., ich tsganie v
ramci regionu, hospodarstva a integngch celkov.
Hybnou silou takéhoto vyvoja mézZe tbyrastica
arovei vzdelania obyvatstva, vykonna vyskumno-
vyvojova zaklada, inova&ny potencial podnikového
sektora stimulovany priaznivym  proinagrgym
podnikatéskym prostredim a partnerska cag’

regionalnej samospravy. Bez vyraznej zmeny
legislativy, kompetencii, zdrojového krytia a najma
myslenia v prospech domécich a zahtapch

investicii do vyskumu, vyvoja a inovacii v priengsl
technologiach a sluzbach je vSak nepravdepodolenég, 7
sa podari do regionov prilakasukromny kapitél na
podporu vyskumno-vyvojového a inaveého
potencialu. RieSenie uvedenychta&hov v prostredi

regionalnej ekonomiky podporuje tiez sprava
Eurépskej komisie: Podpora vykonnosti a
konkurencieschopnosti VO vyskume,
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v technologickom rozvoji a inovaciach v regiénbch
s nasledovnymi aktivitami:

rast objemu vydavkov do vyskumu a vyvoja,
prepojenos vyskumnych projektov,
vzdelavacich institdcii a podnikégkého
sektora,

vyrazny Gstup odisto akademického
vystupu.
V dokumente Regiény anovd ekonomika
smernica pre inowmé aktivity financované z ERDF
st stanovené mozZnosti podpory vyskumu, vyvoja
ainovacii v kontexte piatich diev europskej
inovacnej politiky:
1. koordinécia,
2. pravny ramec,
3. regionalizacia aktivit,
4. sigovanie,
5. transfer technologii.

Z dlhodobého FPadiska konkurencieschopnos
regionalnej ekonomiky a zvySovanie Zivotnej urovne
Uzko savisi prave s rastom produktivity prace, kjer
zaloZzeny na inovanej vykonnosti. Rast zaloZeny len
na nizkych vyrobnych nékladoch sa po uplynuti
efektov a vyerpani komparativnych vyhod rozplynie
v regionalnej ekonomike bez dodatgch
pozitivnych dosahov, socidlneho a ekonomického
azitku.

Novovznikajace inovativne firmy su vo
vyspelych regidonoch hlavnym zdrojom ekonomickej
konkurencieschopnosti a rastu pracovnych prilettitos
s vySSou pridanou hodnotou. Svojou Struktirou vSak
nase regiony patria medzi najmenej inovativne
v ekonomikach OEC.Je to vysledok klesajiceho
poctu malych strednych podnikov v regionoch, ktoré
maju inovativnu schopntgri produktoch, sluzbéch,
technolégiach a procesoch. Pri etablovanych
nadnarodnych Kkorporéciach je situacia podobna,
v&sSina svoje vyznamné vyvojové centrd ma
v zahranii, kam orientuje kvalifikovany potencial
pracovnej sily. Uvedené je mozné deklatbvaa
konkrétnych ddajoch vo vyvoji tzv. priemyselnych
investicii do vyskumd.Vyskumné a vyvojové centra
velkych firiem v regionalnej ekonomike zabeZpgl
permanentni obnovu pracovnych prilezitosti, kym
montazne linky a zariadenia je v principe pomerne
jednoduché a bez #8ich nakladov premiesthimimo
Uzemia regionu. VIadna podpora na priemyselné
investicie do vyskumu sa koncentruje suhrnne vo

4 EC, Reinforing Cohesion and Competetives through RT® an
Innovation Policies. Brussels. 1998.

® EC, Regions in the New Economy. Brussels. 2001.

®  Innovative Workplaces. OECD. 2010.

7 Vroku 2008 0,25% HDP, pre porovhanie priemer OECD
1,5% HDP, EU 1% HDP.

vyspelych ekonomikach na draveeca 0,5% HDP,
kym v naSich podmienkach je to len 0,025% z HDP.

Zaver

V regionalnej ekonomike rézne formy institlcii
utvaraju podmienky napomahajlce rozvoju regionov,
najma tie, ktoré podporuju a aktivizuja vyskum,
VvyVvoj, inovacie, vzdelands transfer technoldgii a
kapitalu. Hybnou silou takéhoto vyvoja mdzZetby
rastica Uroveé vzdelania obyvatstva, vykonna
vyskumno-vyvojova zdaklath, inov&ny potencial
podnikového sektora stimulovany priaznivym
proinov&nym  podnikatéskym  prostredim a
partnerskd &ag’ regionalnej samospravy. Bez
vyraznej zmeny legislativy, kompetencii, zdrojového
krytia v prospech investicii do vyskumu, vyvoja a
inovacii v priemysle, technoldgiach a sluzbachJakv
nepravdepodobné, Ze sa podari do regidnov ptildka
sukromny kapital na podporu vyskumno-vyvojového
a inov&ného potenciédlu, atym forma¥a novu
Struktaru ekonomiky a jej konkurencieschopnosti.

Tento prispevok je gasou projektu Tredianska
univerzita Alexandra Duleka v Tredine chce
ponuka kvalitné a moderné vzdelavanie, kod ITMS:
26110230099, podporovaného z Op&Ereho
programu Vzdelavanie.
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SUMMARY

Regional economy, structure and competitiveness

Jozef HABANIK

Competitiveness on a global, regional or local lesenfluenced by numerous factors, which are shbject
of scientific research, but the fact proven by time and conditions is that balanced economic sodal
development of regions is determined by the poafof the structure of regional economy. Under rsgrand
dynamic pressure of globalization, integration aodvergence processes it gradually goes thru destaiges of
development from an industrial economy to a knogedconomy and creativity in order to formationaitans
for growth in living standards. The aim of this pajs to analyze the conditions for increase in petitiveness of
the regional economics and its structures with emsghon supporting research, innovations and téayo
transfer. This paper was created within the proy€GA 1/0613/14 Changes in economic structure ofv&k
regions and their impact on economic and sociakldgwnent and the project Alexander DBek University of
Trertin wants to offer quality and modern education, B Mode: 26110230099, with the support of the

Operational Programme Education.

Processes ongoing in real economy in the time afadyzing globalisation, on the other hands
interdependence, influence extent, structure ancces of regional economy. It is the consequenashahging in
competences of single subjects and pressure oeagerin efectiveness of running in subjects, whiaticeably
form regional economy. In regional economy, theeeraany different institutions and partnershipsicllactivity
and following their function create conditions hetpforming structure and competitiveness of thgiae. Many
forms of institutions in regional economy creataditions for development of regions, especiallysthowhich are
supporting and activating research, developmenpuations, education, transfer of technology arnpitah The
motive power of such development could be increpsavel of education of population, efficient resdn&
development basis, innovation potential of businssstor stimulated by favourable proinnovation bess
environment and regional government partnershifigigation. With no significant changes in law, qostences,
covering by sources in favour of investments inalleyment, research and innovations in industrhrietogy and
services it is hardly possible, that regions caraet private capital investment in R&D and inndvatpotential,

and form a new structure of economy and its cortipetiess.

JEL Classification: R11, R10, R19
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USAGE OF SECONDARY MATERIALS AIMING TO INCREASE
COMPANY'S COMPETITIVE ADVANTAGE: CEMENT INDUSTRY'S CASE

Vaida GODVISAITE, Valentinas NAVICKAS, Valentas GRUZAUSKAS

Abstract

This research paper is aimed to evaluate secondaierial usage aiming to increase company’s ecoo@nd social
benefits. The literature review indicated that setary materials appears in various manufacturinggesses and that
they can be used in various industries. For thisuagption's validation the authors analysed zealisage, as a
secondary material, for cement manufacturing. Téw kind of cement was formed, that indicated aresse in cement
strength, better thermal resistance and faster bamlg time. Regarding these findings, it can bechated that
secondary material usage can help achieve socidlemonomic competitive advantage.

Key words:competitive advantage, alternative material, eoniment protection, cement industry, zeolite usage.

JEL Classification: E23, L61, Q55

Introduction

In the global economy manufacturing companies

are being pressured from the economic and social

environment. Every company’s main goal is to
maximize profit and to maintain a constant flow of
income, because of this they are strategizing uario

competitive advantage increases methods. One of the

competitive advantage strategies may be cost
minimization and for a lot of company this method
justifies. On the other hand, a lower cost not ghva
means better quality and if the quality is loweriitgs

not an efficient competitive advantage strategy. A
large impact to the company’s competitive advantage
also influences the company’s reputation and brand
name familiarity. However, this competitive
advantage strategy is effective only during theglon
period, because of this small and new compani€s can
compete with large corporations. In addition, i€ th
small or medium size enterprises will not start to
create their own brand in the long run they wilical
loose to the large corporation. Therefore, the main
problem for the small and medium enterprises is to
balance profit maximization and brand name
familiarity and in the same time increase their
competitive advantage in the short and long ruthén
21st century from the enterprises is required to
allocate money and time for the better environment,
however all these financial investments for the
company is not beneficial and the usage of these
methods is not fully secured. In addition, the
economical return is not proven. For creating
sustainable environment the usage of alternative
materials are recommended. Many
(Martucci C., 2012; Abdullahi M., 2006; Kartovickis
A., 2014; Mansour A., 2015) are made that proved

that the usage of the alternative materials in the
cement industry could create a new type of cenient,
the same time decreasing the cost of raw material.
However, neither of these researches indicated the
benefits of alternative material usage to the
competitive advantage, brand name and economical
profit.

In the modern technology waste recycling is a
rational and effective method to manage various
waste, which can be beneficial to many product and
material manufacturing process. In the same tilme, t
impact to the environment and the brand name
familiarity is improved. In result, the company’'s
competitive advantage can increase by comparing
analogical companies that are not using alternative
materials. Manufacturing companies are trying to be
ecological and right to the environment, because in
today’s world there is a trend to be social resjmas
and to consider the future generations. The Europe
union also understands the importance of the ushge
alternative material in the manufacturing process.
Natural materials defines our economy and life
quality. The present usage of materials, does not
promote appropriate development. Promotion of
alternative material usage is one of the main igsr
for economical profit maximization. The usage of
alternative material can bring large economic bigsef
increase efficiency, lower cost, improves the
environment, save not-renewable materials, increase
social responsibility and competitiveness. In Hddj
there is ISO 26000 standard, with describes the
company’s social responsibility. The ISO 26000
indicates the methods and not the legislationiselibs

researches the enterprises to use social responsibility effett,

while aiming to increase enterprises environment in
the global view. This standard is created, not
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considering the enterprises size, geographicatiposi 2) To analyse the alternative material usage
or activity (Ecologia, 2011). All these facts indies a possibilities in the cement industry.
tendency to work with alternative materials, save 3) To evaluate the impact of alternative material

environment and be social responsible, howeveether ysage to the company’s competiveness and

is only a few researches that analysis the usage ofenvironment.

alternative materials as a competitive advantagke an

profit maximization method. A concrete industry’s _ _

example is needed to analyse, in order to valittete  1- The concept of alternative materials

alternative material usage as a competitive adganta

maximization and environment improvement strategy. Alternative materials — are used materials or their
The object of this particular study is: alternative leftovers in commercial or daily life activities.n@

material usage in the cement industry. society describes alternative material in four gype
The aim of the study is: to determine the impact Paper, glass, plastic and metal, with can be redycl

of alternative material usage to the company's @nd remanufactured. There are also a lot more other

competitiveness and enviromenet. waste, ~which can also be recycled and

remanufactured. Alternative materials — waste, twhic

The objectives of the study are: can be obtained and used after different processes.

1) To analyse the alternative material concept.

Figure 1 Alternative materials obtaining methods

— Alternative materials

= Raw material leftovers

A new material (not included in the product)

u Used material (Waste)

. Auxiliary material

Raw material leftovers (rejects) — waste obtained the fresh paste were conducted to determine the
during the manufacturing process, when not alhef t  suitability of the materials for concrete making.
raw material was used for the manufacturing process “Test results indicates that the wood ash is

process. This kind of material can be returnech® t  content increases and the setting time of the paste
manufacturing process or can be used in anotherincreases as the ash content increases. Compressive
manufacturing process and it can be called an strength of wood ash/ OPC concrete it increases wit
“Wood sawdust is a solid residue, generated in the yyood ash of 20%.” (Mansour A., Subhi A., 2015).
timber industry, which is of no profitable use ax@h  Also from the wood industry’s manufacturing process

cause serious environmental problems if disposed \yas obtain pine sawdust, which can be convertéd in
inadequately” (Couto, Dessimoni, Bianchi, Perigolo, piofuel (Abdullahi M., 2006).

Trugilho, 201_2)'_ A new material (not included in the product) —
Abdullahi did a research about the wood ash during the manufacturing process, a new materigi ma
usage in the OPC cement manufacturing process.pe created, that is not necessary for the prodit.
Chemical analysis of wood ash, bulk density, sieve example. While manufacturing phosphorus acid a
analysis and specific gravity of wood ash and waste forms - hexafluoride acid. While neutralizing
aggregates consistency, setting time and slummfest  thjs acid with aluminium hydroxide a new waste is

131




SOCIALNO -EKONOMICKA REVUE / 02-2015

formed — aluminium fluoride (AIF3). AIF3 waste — used in the cement manufacturing process, while
amorphous, fiddly dispersal material that is called changing the common cement’'s raw materials. While
silica gel. A research has been done about theusing 15% zeolite in the composite, cement’s
manufacturing of synthetic zeolite using AIF3 waste characteristics remains almost the same (Vagigtzis

In this way the environment is improved and waste i Kantiranis N., Filippidis A., Tzamos E., Sikalid.,,
utilized. In addition, the new zeolite can be usethe 2012).

cement industry as an alternative material for cgme The overview of the alternative material usage

and other construction material manufacturing. The possibilities indicated higher product quality awne
study indicated that by combining zeolite with cene  characteristic variation, that can help achieve
up to 30% proportion, the cement characteristics competitive advantage. However, in order to asirerta
would not lessen (Huang, Wei, Julson, Gao, Zhao, gyr self about the economic benefits, a detail
2015). evaluation of a concrete industry is required.

Used material (waste) — after the manufactured
process part that is leftover, that cannot be e : . .
consumer and he disposes it as a waste. H?v?gvaer, th 2. .Alternauve material usage in the cement

: : industry

waste can be used in the manufacturing process of a
different product. One of the most popular altaxeat
materials is plastic and plastic bottles. One & th Cement is a common material for the
examples is how plastic bottles were used in the construction industry. The annual consumption céte
construction industry. Plastic bottles was examined cement is 25 gigatons per year (Su N., Fang H.nChe
both structurally and thermally to be utilized as Z., Liu F., 2000). There is a large quantity of
building units, replacing traditional concrete [Kec organizations and manufacturers who are interdsted
Tests were conducted after filling the bottles with obtain social and economic benefits. These
either dry sand, sutured sand, or air, bound byeo¢m  organizations are investing into method creation,
mortar to produce stable masonry walls of reduced which could help decrease impact to the environment
thermal conductivity. The effect of the infill mai decrease cost and in the same time increase profit.
on the bulk unit weight and the compressive stiengt One of the methods is alternative fuel and material
of the plastic bottle masonry blocks showed slight usage in the cement industry (Petek A., Masanet E.,
effect of the used infill material on the strength. Horvath A., Stadel A., 2014). Zeolite can be ussd a
Although the gross strength of these plastic ®ite an alternative material in the manufacturing preces
much less than the traditional blocks, 670 kN/m2 Zeolite is a catalyst that is subjected as oné@ftivo
compared to 3670 kN/m2, but calculations showed catalyst types. Zeolite is an often used catalyghe
that the blocks of air filled bottles still can beed as world, it fills the one fifth part of the world cyst
suitable construction units for partition walls as market. Large quantities of catalyst are used éndih
bearing walls for one roof slab. Thermal wise, air industry for oil product refining (Uson A., Ana M.,
filled bottles showed better thermal insulationrthiae Ferreira G., Sastresa E., 2013). After the cracking

tradition block construction witch could act asrthel process, zeolite becomes an industrial waste. @rgck

insulation material (Kartovickis, Vé&ukynierg, is a process during the cracking process complex

Kantautas, Vaitkevius, 2014). organic molecules (usually long chain hydro
Auxiliary materials — in the manufacturing Carbonates) are separated to shorter chains and

process necessary material, that later becomes aSimpler molecules by suspending single C-C
waste. Zeolite — mineral, that can be used, in the connections. The product of cracking increases in

cement industry, together with common cement temperature, in which a reaction forms with catalys
materials, can affect the cement's characteristics Catalyst opens an alternative reactions path by
(Mansour A., Subhi A., 2015). This material, as a lowering the. energy consumpthn rate that is resglir
catalyst is used in the oil industry, and after the fOr the reaction to process (J. Oil Gas, 2000).
manufacturing process it is left as a waste. It ban
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Figure 2 Modified cement’s properties

Quicker
setting time

Impacted
cement's
properties

Better
thermal
insulation

Larger

strength

Part of the catalyser waste are used in concrete by mixing with cement’'s composite. In
Metallurgic factories. The waste of catalyst aredus  addition, the usage of catalyst waste in the cement
in the cement manufacturing process, because f the industry can provide competitive advantage by
chemical properties that enchants fire resistattas. creating new kind of materials, lowering cost ard b
estimated that when the catalyst waste is effebted  improving the social responsibilities activities thie
1000 CO temperature the structure of it changes andmanufacturing company.
when it is effected by 1050 CO the structure
disintegrates. The research indicated that becafise
effected zeolite structure by 1000 CO temperature
effects the cement mixture. The llluminated cement,
that has AL203 > 70 % hydrate, is hardening faster. The analyzed zeolite usage for the cement
With this material are created fire clay castablthw  manufacturing indicated exceptional properties,civhi
70% and 40% aluminium oxidants and with the usage increases the cement's quality and increases
of the catalyst supplement, respectively 2.5% and competitiveness. Additionally, alternative material
5.0%. Cement was compared with the new cement usage may create a new kind of product. Fire eshist
that was mixed with catalyst waste. It was conalude cement for special construction’s objects, which
that the new cement shows better properties: Fasterrequires a low thermal throughput.

hardening time, increased cement strength afteryS d The allegation of Europe union affirms that waste
of hardening time, better thermal resistance. C&sien  prevention, ecological planning, re-usage of wasig
mixture with 70% of AL203 has thermal resistance similar techniques may help EU enterprise’s to save
coefficient, while affected by 800 CO temperature - yp to 600 milliard euro net money or 8% from the
0.75-0.79, without aluminium supplement — 0.70. In annual revenue. The industry recognizes that it is
addition, by using cement and water interaction necessary to increase alternative material usage
mechanism, where forms additional heat separation, efficiency. The calculations indicated that by
witch accelerates cement's mixture’s hardening time increasing the alternative material usage effigieinc
(Agintas A., Valentukediene M., 2011). Zeolite  the whole supply chain the material consumptioa rat
waste can be used together with clay. When theymall yntil 2030 would decrease by 17-24%. Additionally a
treated forms new valuable construction substarces more efficient usage of alternative material would
ceramic tiles, fire resisted clay and isolationcksi save 630 milliard euros per year for the industry.
(M. Aleknevkius, 2010). Business developments, based on product's qualities
Another research indicated that after 7 days of modulation and circular economy, indicated large
intensive compression of cement with synthetic possibilities for the EU industries to lower madbri
catalyst filler the strength was 461 kg/cm2 anchwit consumption rate. This would result in to a 3.9%
the same material, just without the catalyst filet85 increase of the EU DGP by creating new markets,
461 kg/cm2. These results shows that bough resultsproducts and business. Therefore enterprises are
exceeds average strength (300-400 kg/cm2), which isalways searching for new and better resources
needed for compressing cement. management methods (Marafi M., Stanislaus A.,

In conclusion, catalyst waste is a stable material 2003).
that can be used in the manufacturing process of

3. The benefits of alternative material usage
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Table 1 The largest cement’'s manufacturers in thend (2010)

300 -

2220
250 |- 247
=
= 200 [
pra
=
E 150 |
=
]
g 100 |
= 74 73 GO 68 6o o '__'__
o _ 27 53 53 49 a7
w1l - 37 32
0
o w e I S o I e S S S
R S& 2 S° \'ag"b <<}?5\Q &F & \5}@
A QL 6\?‘ {\(}D 3\(\ ‘\\;,‘\Q’ @ QY
’&} S o
<~ &

Source: Thomas Armstrong, 2013

Table 1 indicates the world's largest cement
manufacturers by country. China is the largest céme
manufacturing country in the world that outpaces th
second place by 8 times. In the other places, tisere
United States and other part of Asia, but Europe
doesn't reside in the statistics. However, the Raro
industry could save up to 30 milliard euro per yedr
course this part isn't just for the cement industry
Alternative material usage in these countries could
increase competitiveness dramatically. In order to
determine the real impact to the possible profietail
statistical analysis is required, but it will nat done
in this research. However, a basic overview of

competitiveness is gained — manufacturing process
flexibility. Commonly, in order to diversification
products an investment could be required for
manufacturing phase’s alternation, new product line
purchasing or any other manufacturing process
correction. This kind of method usage can require a
large investment. On the other hand, alternative
material usage, in some cases, requires only ch@ngi
the raw material proportion. The consequence & thi
could be a better investment return, without adarg
capital.

Another important factor is innovation
promotion. In today’s world, competiveness is harsh

competitiveness strategies and economic indicators gnd new company’s has to invest large capital in to

could reveal the possibilities of alternative miatler
usage.

An overview of competiveness strategies will
be conducted to indicate the benefits of altereativ
material usage to the social, economic and
environment. Firstly, it is important to mentionath
alternative material usage can increases the yualit

high-tech usage and alternative process -creation.
Corporations that understand the benefits of
innovation are seeking to create innovation centers
and other alternative manufacturing possibilities f

competiveness advantage. The problem of creating
these kind of centers is not usually capital, lusi

experience and partners. In the world, many

the product and create an alternative product for a companies establishes innovation centers. Oneeof th

specific industry area. In the same time, the atites
material decreases raw material cost,
alternative materials are reusing the generatedewas
Habitually part of the capital assigned for raw enizt

purchasing and waste deposal.

best examples is Silicon Valley in the United State

becausewhich is one of the best known IT company’s cluster

Another good example is the Food Valley in the
Netherlands. Alternative material usage can help

Using alternative medium and small enterprises to join large inn@rati

materials in the manufacturing process these two clusters. On the other hand, large corporations can

budgets could be combined and in the result diet t

also use alternative materials, however this could

enterprise would increase its competiveness. Due torequire a larger capital investment by comparing to

lower cost and products subsidy another type of

smaller enterprises. This situation is occurs beead
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the economy of scale concept, which can create a
negative impact, by increasing fixed cost, howewner
the long run variable cost could be much lower.

The last benefit for the companies that uses
alternative materials can be customer acceptande an
image in the social environment. Today people
understand the importance of a sustainable
environment and consideration of world’s material
quantity. Before there was not such a belief, thest
important to leave an appropriate environment fier t
future generations to further develop a proper
economic. By implementing 1ISO 14006, ISO 26000
or other standards, which promotes social
responsibility and alternative material usage. €hes
standards can help increase enterprise reputation a
image.

Therefore alternative material usage in the
manufacturing processes can improve enterprisé¢s cos
quality, treasure the environment and world’s
resources. In addition, alternative material usege
become the groundwork for further development of
standards and resource management systems.
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rozhoduje redakcia. Redala rada si vyhradzuje pravo prispevok odmietiiivysledku upovedomi redakcia autora
pisomne alebo telefonicky. PokKiaie je prispevok prijaty, je redakcia opravnenaquha si jeden jeho vytkok. Na
uverejnenie prispevku neexistuje pravny narok.

Prispevok musi by pbvodny, tzn. Ze je originalne vypracovany autorom a d@yosebol poniknuty k publikacii
inému vydavatiovi.

Dizka prispevkuby nemala presiahit22 normovanych stran A4 (1 AH).

Rukopisy sa predkladaju v anglickom, slovenskom alebteskom jazyku v dvoch vyttenych exemplaroch a v
identickej elektronickej verzii vo formatdoc (e-mailom na: revue@tnuni.sk, alebo na péowdm médiu). Aspbd
jeden vytl&eny rukopis musi biypodpisany autorom ktory tym potvrdzuje, ze vydavdtevi bezplatne poskytol pravo
k publikovaniu textu v tl&Eenej aj elektronickej verzii (vo forméatedf) a ze prispevok vytvoril vlastnou tvorivou
ginnog’ou a neexistuju k nemu autorské prava inych oséb.
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nadpis prispevku vel'ké twené pismena (12 Times New Roman Bold) zarovnanyred;s
e Meno autora (autorow) bez titulov (pismeno 12 Times New Ronitalics) zarovnany na stred;
e Abstrakt (8 — 10 riadkow} v sloverine ¢estine) a angltine (pismeno 10,5 Times New Ronlgalics;
e Klucové slova (min. 5) — v sloveéme (¢estine) a angltine (pismeno 10,5 Times New Romiégalics.

Vlastny text: Uvod (vratane definovania problému, reflexie literativymedzenia ciéa, metodoldgie, predmetnej
oblasti skimania, vedeckej originality, resp. piciého vyznamu a pod.Yextje vhodnéclenit do kapitol. Nazvy
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e typ a vékos pisma: 11 Times New Roman,
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TabuPky a grafy maju by vylu¢ne ciernobiele ¢isluju sa a v texte musia na neftydkazy.Nazov tabiiky (Tab.1),
grafu (Graf 1) alebo obrazku (Obr.1) sa piSu pismed0,5 Times New Romabold Italics. Pod kazdym obrazkom,
tabu’kou alebo grafom musi Byuvedeny zdroj, z ktorého autéerpal tdaje (8 Times New Roma@ydroj: Cihelhova.
(2009). Sveta ekonomika, s.2¥od’a: www.slovakia.culturalprofiles.net/?id=-13602, (2018-03) Vzorce sa
ozna&uju ¢islom v gifatych zatvorkach.

Zhrnutie (Summary) na separatnej strane na konci prispevianglictine pre prispevky v slovenskoméaskom
jazyku a v slovetine @Eestine) pre prispevky v anglickom jazyku v rozs@600 - 3000 znakov (s medzerami): nadpis
prispevku— ve’ké pismena 12 Times New Roman Bold) zarovnanytmeal.s meno autora (autorobez titulov -
pismena 10,5 Times New Romaltalics); text — pismena 11 Times New Roman, zarovnanyldku, jednoduché
riadkovanie; JEL klasifikacia (& http://www.aeaweb.org/journal/jel_class_systemliht

Literatdra v zozname na konci prispevkusa zarduje v abecednom poriadku padpriezviska a mena autora a v
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(resp. prvého autora), rok vydanid&isla citovanych stranok diela (Drucker, 2005, s), &oré je uvedené na konci
prispevku v zozname pouZzitej literatarydwzor). Poznamky podiarou nie su pripustné.

Adresa autora (autorov): piné meno s titulmi, nazov VS, fakulty, katedryresh, telefén, e-mail.

K prispevku prilozte svoj kratky odborny Zivotopis (cca 6 — 8 riadkovjatane uvedenia plného mena s titulmi a
vedeckymi hodna®mi, poStové a e-mailové adresy a telefonngéia.
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« Title of the paper — centred, capital letters (bapfont size, Times New Roman Bold);

* Author’'s name — centred, do not include professioofficial or academic degrees (12-point font sizenes New
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objectives/hypotheses, methods, describe the mgafigour research)Body of main texshould be divided into chapters
and subchapters. Chapter titles are to be numbgtepoint font size bold, align lef€onclusion Notes.
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e 11-point font size, Times New Roman,
e single spaced,
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e do not paginate.

Tables and graphsare to be in black and white colour, numbered ireoaf their being referenced in the text. Tabledit
(Table 1), graph titles (Graph 1) and/or figureesit(Fig.1) should be written in 10,5-point font sizenes New RomaBold
Italics. Indicate sourcén 8-point font size, Times New RomaBource:Cihelhova. (2009). Sveta ekonomika, s.BY:
www.slovakia.culturalprofiles.net/?id=-13602, (2012-03) Formulas are to be numbered using a parenthesis.
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language for papers written in English (2600 — 36R8@racters, including spaces): Title of the papall €aps, 11-point font
size, Times New Roman Bold centred; author's namd(s)ot include academic degree — 10,5-point fa#, STimes New
Romanitalics); body of main text — 11-point font size, TimesviNBRoman, aligned to block, single spaced; JEL Cliassion
(http://www.aeaweb.org/journal/jel_class_system.html).

Referencesshould appear in the reference list at the endhefplaper. List references in alphabetical ordesioyame and
name of the author in line with the applicable Slostyle of reference/citation. References within tivet (name, date and
page number) may be given in parenthesis (Druck&52p. 87). Do not use footnotes.
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telephone number and e-mail address.
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e-mail address.
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