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Transformacia manazmentu 'udskych zdrojov v kontexte priemyslu 4.0

Katarina Stachova, Zdenko Stacho, Dubica Vareckova

Institut manazmentu, Univerzita sv. Cyrila a Metoda v Trnave, Hajdoczyho 1, 917 01 Trnava
katarina.stachova@ucm.sk; zdenko.stacho@ucm.sk; lubica.vareckova@ucm.sk

Abstrakt

V suvislosti s nastupom priemyslu 4.0 sa ocakava vyrazny dopad na ludské zdroje, zmeny v
poziadavkach na ich Struktru i u€inné vyuzivanie. Zo spolocenského pohl'adu sa ocakéva i vyznamny
dopad na zamestnanost, vzdelavanie i rekvalifikaciu pracovnikov. Hlavna pozornost’ existujticich stadii
je venovana dopadom automatizacie a pocitacovej intenzifikacie na zmeny v zamestnanosti. Z pohl'adu
viacerych subjektov je dnes nedostato¢na vedomost o ocCakavanych zmenach v zrucnostiach a
sposobilostiach zamestnancov v priemysle 4.0. Na ocakdvané zmeny v spravani, poziadavkach,
zruc¢nostiach a spdsobilostiach zamestnancov, v§ak musia adekvatne reagovat’ nielen samotné podniky,
ale rovnako, ako uvadza koncepcia ministerstva hospodarstva pre priemysel 4.0 "Smart Industry for
Slovakia" aj vyskumné a vzdelavacie institicie. Tento prispevok aspiruje na vytvorenie skutocného
obrazu pripravenosti podnikov v oblasti riadenia 'udskych zdrojov na nastavajuce zmeny v konfrontacii
s prognostickymi §tidiami, ¢im poskytne priestor podnikatel'skej praxi na v€asni reakciu a na
implementiciu potrebnych opatreni, v zaujme zachovania, resp. odhalenia novych zdrojov
konkurencieschopnosti slovenskej ekonomiky.

Transformation of Human Resources Management in the Context of
Industry 4.0

Abstract

With regard to the arrival of industry 4.0, is expected a significant impact on human resources, changes
in the requirements for their structure and effective use. From the social point of view, a significant
impact on employment, training and retraining of workers is also expected. The main focus of various
studies is oriented on the impact of automation and computer intensification on changes in employment.
From a multi-subject point of view, there is currently insufficient knowledge of the expected changes in
the skills and competencies of the industry's 4.0 employees. However, not only the companies
themselves must respond adequately to the expected changes in the behaviour, requirements, skills, and
competencies of employees, but also research and educational institutions, as stated in the concept of
the Ministry of Economy for Industry 4.0 "Smart Industry for Slovakia". This paper aspires to create a
real picture of the readiness of companies in the field of human resources management for the upcoming
changes in confrontation with forecasting studies, thus providing space for business practice to respond
in a timely manner and to implement the necessary measures to maintain, or more precisely to discover
new sources of competitiveness of the Slovak economy.

This work was supported by the grant APVV-17-0656 entitled Transformation of Organizational
Management Paradigm in the Context of Industry 4.0



Riadenie Pudi v podmienkach virtualizacie - vyzvy a perspektivy
slovenskych podnikov

Jana BIStakova, Zuzana Joniakova

Fakulta podnikového manazmentu, Ekonomicka univerzita v Bratislave, Dolnozemska cesta 1, 852 38
Bratislava
jana.blstakova@euba.sk; zuzana.joniakova@euba.sk

Abstrakt

Technologické inovacie formuji virtualne prostredie, do ktorého vstupujeme. Stucasna pandemicka
kriza urychlila budovanie aj vstup do nového sveta. Podniky reagujii na technologické inovacie
digitalnou transformaciou svojich procesov. V nehmotnom svete zanikaji obmedzenia hmotného
prostredia a vznikaju bariéry v podobe (ne)schopnosti potencial virtualneho priestoru vyuzit. Globalny
svet prace vstupuje do virtudlneho prostredia, v ktorom zanikaji hranice trhu prace, pracovnej doby,
pracovného prostredia. Digitalne transformujuce sa podniky formuju a vyuzivaju virtualny priestor pre
podnikatel'ské aktivity, ktorého potencidl aj pripravenost’ nai je potrebné preskimat’. Opodstatnenost’
skiimania riadenia I'udi vo virtualnom prostredi je podporena aj intenzivnym apelom na udrzatel'nost’ a
zelené podnikanie. Désledkom st zmeny v nastrojoch riadenia I'udi v jednotlivych fazach zivotného
cyklu zamestnanca. Virtualizacia je alternativa interakcie I'udi, ktora vstupuje do sveta podnikania, prace
a vzdelavania. Povazujeme za dolezité preskiimat’ postpandemicky trend riadenia l'udi, ktory definuje
buducnost’ prace a vzdelavania.

People Management in the Era of Virtualization - Challenges and
Perspectives of Slovak Organizations

Abstract
Technological innovations shape the virtual environment that surrounds us. The current pandemic crisis

has accelerated the construction and entry into the virtual environment. Businesses are responding to
technological innovations by digitally transforming their processes. In the intangible world, the
limitations of the material environment disappear and barriers arise in the form of (in)ability to use the
potential of virtual space. The global world of work is entering a virtual environment in which the
boundaries of the labour market, working hours, and working environment disappear. Social distance
has become one of the current challenges for people management caused by the pandemic crisis. The
legitimacy of examining people management in a virtual environment is also supported by an intense
appeal to sustainability and green business. The results call for changes in people management tools in
the individual phases of the employee life cycle. We consider it important to examine the post-pandemic
trend of people management, which defines the future of work and education.

This work was supported by the grant No. 1/0412/19 Systems of Human Resources Management in 4.0
Industry Era



Priemysel 4.0 a Pudsky kapital

AlZbeta Kucharéikova

Fakulta riadenia a informatiky, Zilinskd univerzita v Ziline, Univerzitnd 8215/1, 010 26 Zilina
alzbeta.kucharcikova@fri.uniza.sk

Abstrakt

V sucasnosti sa 'udsky kapital povazuje za dolezity faktor, ktory do zna¢nej miery ovplyviuje Gspech
podnikov. S pokrokom v technoldgiach a zavedenim priemyslu 4.0 sa vSak pozicia l'udského kapitalu v
podnikoch méze vzhl'adom na oCakdvané zmeny menit. AvSak, nové prvky, ktoré prinaSa priemysel
4.0, umoznia lepSie pracovat’ s 'ud'mi a ich I'udskym kapitalom v prospech zlepSenia vykonnosti a
konkurencieschopnosti podnikov. Ciel'om tohto ¢lanku je poukdzat’ na oCakavané dopady vybranych
prvkov priemyslu 4.0 na l'udsky kapital a perspektivy prace s 'udskym kapitdlom uz aj v kontexte
Priemyslu 5.0 do buducnosti.

Industry 4.0 and the Human Capital

Abstract

At present, human capital is considered to be an important factor that has a significant impact on the
success of companies. However, with advances in technology and the introduction of Industry 4.0, the
position of human capital in companies may change due to expected changes. However, the new
elements brought by Industry 4.0 will make it possible to work better with people and their human
capital in order to improve the performance and competitiveness of businesses. The aim of this article
is to point out the expected impacts of selected elements of Industry 4.0 on human capital and the
prospects of working with human capital already in the context of Industry 5.0 in the future.

This paper was supported by VEGA 1/0382/19 Building a sustainable relationship with business
stakeholders through value creation using ICT, APVV-20-0004 The Effect of an Increase in the
Anthropometric Measurement of the Slovak Population on the Functional Properties of Furniture and
the Business Processes



Predikcia vyvoja motivacie zamestnancov drevospracujuceho priemyslu na
Slovensku

Milo§ Hitka, Lenka Sedmakova

Drevarska fakulta, Technicka univerzita vo Zvolene, Ul. T. G. Masaryka 24, 960 01 Zvolen
hitka@tuzvo.sk; xsedmakova@tuzvo.sk

Abstrakt

Riadenie Tudskych zdrojov ma vplyv na vykon jednotlivca a nasledne na celkovy vykon podniku.
Motivacia a napliianie potrieb zamestnancov, ako sucast’ riadenia l'udskych zdrojov, zasadne vplyva na
zvySovanie a udrziavane vykonov. Uroven motivacie viak nie je nemenna. Mozu na fiu vplyvat' rozne
faktory externé, ale aj interné. Medzi externé patria makro a mikro ekonomické vplyvy (rok 2008), ale
aj vplyvy pandemické (rok 2019). V praci na zéklade dlhodobého sledovania trovne motivacie
definujeme vyvoj irovne motivacie zamestnancov so zameranim na najdolezitejSie motivacné faktory
drevospracujuceho priemyslu na Slovensku.

Prediction of the Development of Motivation of Employees of the Wood
Processing Industry in Slovakia

Abstract

Human resource management affects the performance of the individual and subsequently the overall
performance of the company. Motivation and meeting the needs of employees, as part of human resource
management, has a major impact on increasing and maintaining performance. However, the level of
motivation is not constant. It can be affected by various external as well as internal factors. External
include macro and micro economic impacts (2008), but also pandemic impacts (2019). In the work,
based on long-term monitoring of the level of motivation, we define the development of the level of
motivation of employees with a focus on the most important motivational factors of the wood processing
industry in Slovakia.

This work was supported by the grants VEGA 1/0161/21 entitled Dependence of the type of corporate
culture on the industries of Slovak enterprises and selected socio-demographic factors, KEGA 005TU
Z-4/2020 entitled Economics, Management and Enterprising in Wood Industry Companies — university
textbook with visualization support in virtual space, APVV-20-0004 entitled The effect of an increase in
the anthropometric measurements of the Slovak population on the functional properties of furniture and
the business processes.



Personalny marketing v manaZmente rozvoja inovativnych foriem
podnikania

Ladislav Mura

Fakulta ekonomie a podnikania, Paneuropska vysoka skola, Tematinska 10, 851 05 Bratislava
ladislav.mura@paneurouni.com

Abstrakt

Pokrocila konkurencia prindsa nové a naro¢né situacie v podnikatel’skej praxi. Manazment rozvoja
podnikania je mozny len pri akceptacii stcasnych trendov a prispdsobovania sa trhovej situacii.
Z pomedzi vsetky podnikatel'ské subjekty sa inovativne formy podnikania povazuju za tie, ktoré
skryvaju v sebe konkurenénli schopnost’ a maju priestor pre svoj rast. Avsak rozvoj inovativne
orientovanych podnikov nie je mozny bez kvalifikovanej pracovne;j sily disponujucej nielen adekvatnym
vzdelanim, ale aj patriénymi skisenostami a zru€nostami. Manazment podnikov musi riesit’ otazku,
ako personalne zabezpecit fungovanie anapredovanie inovativnych foriem podnikani. Jedna
z aktualnych moznosti je uplatiiovanie persondlneho marketingu ako cesty k ziskavaniu kli€ovych
zamestnancov pre zabezpelenie realizacie inovacii, transferu inovacii do praxe a uspokojovania
sucasnych ¢i buducich potrieb zdkaznikov. Persondlny marketing reprezentuje jednu z aktivnych foriem
¢i moznosti ziskavania patri¢nej pracovnej sily pre zabezpecenie a dosiahnutie podnikovych cielov.
Cielom predlozeného prispevku je poukdzat na miesto a moznosti uplatiiovania persondlneho
marketingu v manazmente rozvoja inovativnych foriem podnikania.

Personnel Marketing in the Development Management of the Innovative
Forms of Business

Abstract
Advanced competition brings new and challenging situations in business practice. Business

development management is possible only by accepting the current trends and adapting to the market
situation. Among all business entities, innovative forms of businesses are those that have hidden capacity
for growth and competitiveness. However, the development of innovative enterprises is not possible
without employing qualified workforce. Not only the adequate education, but also the appropriate
experience and skills are essential. Business management must address the question of how to ensure
the functioning and progress of innovative forms of business. One of the current possibilities is the
application of personnel marketing, as a way to hire and employ key employees to ensure the
implementation of innovations, transfer of innovations into practice and satisfy the current or future
customer needs. Personnel marketing represents one of the active forms or possibilities of hiring the
appropriate workforce to ensure and achieve business goals. The aim of this paper is to point out the
place and possibilities of applying personnel marketing in the management of the development of
innovative forms of business.

This work was supported by the Ministry of Education, Science, Research and Sport of the Slovak
Republic, grant VEGA 1/0813/19 ,,Managing the development of innovative and start-up forms of
businesses in international environment and verification of INMARK concept”.



ManaZment talentov a angaZovanost’ zamestnancov v podmienkach
zdravotnictva

Viktoria Ali Taha

Fakulta manazmentu, Presovska univerzita, Konstantinova 16, 080 01 Presov
viktoria.ali-taha@unipo.sk

Abstrakt

Manazment talentov pokryva Siroku skalu procesov a praktik - planovanie, identifikaciu, nabor a vyber,
vzdeldvanie a rozvoj, udrzanie a odmeniovanie talentov. Ma vplyv na mnohé problémy, s ktorymi sa
dnes zdravotnicke organizacie stretavaju, ako je bezpecnost’ pacienta, v€asny pristup k starostlivosti ¢i
kontrola nakladov. Zakladom zamestnaneckej angazovanosti je silné emociondlne spojenie
zamestnancov voci organizacii a praci a z toho vyplyvajica ochota vynakladat’ mimoriadne Usilie na
zabezpecenie organizacného Uspechu. Ma mnoho pozitivnych prinosov pre organizacie, napriklad
vyssiu produktivitu a vykonnost’, niz§iu fluktudciu zamestnancov, pokles absencii, tirazovosti a chyb
anehdd spdsobenych l'udskym faktorom. Zohrava tiez klac¢ovt tlohu pri ziskavani, udrziavani a
rozvijani talentov. AngaZzovanost’ zdravotnickych zamestnancov patri medzi najddlezitejsie premenné,
ktoré vplyvaju na umrtnost’, zdravotné komplikacie, klinické vysledky a bezpecnost’ pacientov. Zaujem
o tuto skupinu zamestnancov je spdsobeny aj tym, ze zdravotnicky persondl, je vystaveny
kazdodennému enormnému psychologickému tlaku a stresu, a preto ma vyssie tendencie k vyhoreniu.
Pandémia COVID-19 eite prehibila vy&erpanost a vytazenost zdravotnickych zamestnancov.
Prispevok je tematicky rozdeleny do dvoch casti — prva Cast’ je venovana implementécii procesov a
postupov riadenia talentov, druha Cast’ je zamerana na skiimanie miery angazovanosti zdravotnickych
zamestnancov a identifikaciu organiza¢nych predpokladov angazovanosti.

Talent Management and Employee Engagement in Healthcare Conditions

Abstract

Talent management covers a wide range of processes and practices - planning, identification,
recruitment, selection, training, development, retention and remuneration of talents. It has an
impact on many problems that healthcare organizations face today, such as patient safety, early
access to care, and cost control. The basis of employee engagement is a strong emotional
connection to the organization and work and the resulting willingness to make an extra effort
to ensure organizational success. It has many positive benefits for organizations, such as higher
productivity and performance, lower staff turnover, reduced absenteeism, injuries, human-
caused errors and accidents. It plays a key role in attracting, retaining and developing talents.
Engagement of healthcare professionals is one of the most important variables that affect
patients’ mortality, health complications, clinical outcomes and safety. The interest in
healthcare staff is also due to the fact that this group is exposed to the enormous daily
psychological pressure and stress, and therefore has a higher tendency to burn out. The COVID-
19 pandemic has deepened the exhaustion and busyness of health workers. The paper is
thematically divided into two parts - the first part is devoted to the implementation of talent
management processes, the second part is focused on examining the level of work engagement
of healthcare workers and identifying organizational factors of employee engagement.

This work was supported by the grant 012PU-4/2019 — KEGA Vypracovanie edukacnych
podkladov pre novo zavadzany predmet ,, Talent manazment “.
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ZdielPana ekonomika vo vzt’ahu k trhu prace

Cecilia Olexova

Podnikovohospodarska fakulta so sidlom v Kosiciach, Ekonomicka univerzita v Bratislave, Tajovského
13, 041 30 Kosice
cecilia.olexova@euba.sk

Abstrakt

Srozvojom informacno-komunikacnych technologii a nasledne, vyuzivanim digitadlnych platforiem
v zdielanej ekonomike suvisi aj potreba pravnej regulacie prace prostrednictvom online platforiem.
Cielom prispevku je definovat’ pracu v ramci zdiel'anej ekonomiky a urcit’ vyhody a nevyhody takejto
prace. Hlavnymi charakteristikami prace pre platformu s vyuzivanie online platforiem na prepojenie
pracovnika a zdkaznika, rozdelenie prace na tlohy a vykonanie zadanej ilohy alebo poskytnutie rieSenia
zadaného problému, pric¢om ide o sluzbu na poziadanie a praca musi byt' zmluvne dohodnuta. Vyhodou
prace pre digitalne platformy je najmé vysoka flexibilita, tiez vlastna organizacia prace a moznost
vyuzit’ takito formu na zabezpecenie vedlajsieho prijmu. Na druhej strane, problémom je neistota prace,
socialno-pravna ochrana takto pracujucich l'udi (vacsinou ide o samostatne zarobkovo ¢inné osoby,
pripadne zamestnancov), rozvoj zru¢nosti pracovnikov a oblast’ odmenovania. Prehl'ad pracovnikov
pracujucich v rdmci zdiel'anej ekonomiky V literature chyba, naviac, tito pracovnici mozu pracovat’ aj
pre viaceré platformy a preto je vplyv zdiel'anej ekonomiky na zamestnanost’ otazny. Odhaduje sa vSak,
ze podiel pracovnikov pre platformy je 0,15% az 3 % celkovej pracovne;j sily (v zavislosti od krajiny
a sektora zdiel'anej ekonomiky).

Sharing Economy in Relation to the Labour Market

Abstract

The development of information and communication technology and subsequently, the use of digital
platforms in a shared economy necessitates the need for legal regulation of work through online
platforms. The aim of the paper is to define work within a shared economy and to determine the
advantages and disadvantages of such work. The main characteristics of the platform work are the use
of online platforms for connecting the worker and the customer, breaking of jobs down into tasks and
performing a given task or providing a solution to a given problem, while it is a service on demand and
the work must be contracted out. The advantages of working for online platforms are, in particular, high
flexibility, the ability to organize work independently and the use of such an opportunity to gain
additional income. On the other hand, the problem is job insecurity, the social and legal protection of
people working in this way (mostly self-employed persons or employees), the development of the skills
of these workers and the remuneration. An overview of workers working in a shared economy is missing
in publications, moreover, these workers can work for several platforms and therefore the impact of the
shared economy on employment is questionable. However, it is estimated that the share of workers for
online platforms is from 0.15% to 3% of the total workforce (depending on the country and the sector
of sharing economy).

This work was supported by the Slovak Research and Development Agency under the contract No.
APVV-19-0124.
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Abstrakt

Redizajn pracovného miesta je zvyc¢ajne ,,top-down* proces, pri ktorom nadriadeni ur¢uja pracu svojich
zamestnancov. Prednedavnom do povedomia vstupil novy spdsob redizajnu pracovného miesta, job
crafting, ktory mézeme charakterizovat’ ako ,,bottom-up* proces, v ktorom si jednotlivec prispésobuje
svoju pracu a jej podmienky tak, aby lepSie reflektovala jeho schopnosti a preferencie. Zamestnanci,
ktory sa rozhodnu menit’ svoju prace pomocou job craftingu, tak robia z vlastnej iniciativy, s cielom
dosiahnut’ svoje pracovné ciele. Vd’aka job craftingu zamestnanci mézu zvysit' svoju pracovnil
motivaciu, vykon, well-being. Vychadzajic z modelu poziadaviek a zdrojov cielom Sstudie bolo
verifikovat’ modely predikcie pre pracovni angazovanost’ a vyhorenie vo vztahu k Styroch stratégiam
job craftingu: zvySovanie Strukturalnych pracovnych zdrojov, zvySovanie vyzyvajicich pracovnych
narokov, zvySovanie socialnych pracovnych zdrojov a znizovanie obmedzujucich pracovnych
poziadaviek. Model vyskumu bol kvantitativny, realizovany na vybere 287 zamestnanych respondentov
vo veku 20 az 58 rokov. Vysledky ukazali pozitivne vztahy medzi craftovanim vyzyvajucich
pracovnych narokov (napr. zapajanie sa, vyhl'adavanie novych projektov, uloh), zvySovanim socialnych
pracovnych zdrojov (napr. spitnd védzba na pracovny vykon) a pracovnhou angazovanostou.
Behavioralne stratégie spojené s vyhybanim sa taZzkostiam v praci (znizovanie obmedzujlcich
pracovnych narokov) spolu s niz§im vekom respondentov fungujicich na manazérskych pracovnych
poziciach signifikantne vyznamne prispievali k vyhoreniu. Vysledky stadie st prakticky uplatniteI'né v
organizaciach vo forme stimulacii, riadenia a podpory stratégii craftovania prace, pretoze prispievaji
k benefitom a efektivite na arovni individualnej aj organizacne;.

Job Crafting Strategies as Regulators of Employee’s Well-being

Abstract

Job redesign is usually known as a "top-down" process in which managers determine the work of their
employees. Recently, a new way of job redesign came into, job crafting, which can be characterized as
a "bottom-up" process in which an individual adapts his work and its conditions to better reflect his
abilities and preferences. Employees who choose to change their jobs through job crafting do so on their
own initiative in order to achieve their job goals. Thanks to job crafting, employees can increase their
work motivation, performance, well-being. Based on the Job Demands-Resources Model, the aim of the
study was to verify prediction models for work engagement and burnout in relation to four job crafting
strategies: increasing structural job resources, increasing challenging job demands, increasing social job
resources and reducing hindering job requirements. The research model was quantitative, implemented
on a selection of 287 employed respondents aged 20 to 58 years. The results showed positive
relationships between crafting of challenging job demands (eg. involvement, finding new projects,
tasks), increasing social job resources (eg. feedback on work performance) and work engagement.
Behavioral strategies associated with the avoidance of difficulties at work (decresing of hindering job
demands) together with the younger age of respondents working in managerial positions contributed
significantly to burnout. The results of the study are practically applicable in organizations in the form
of stimulation, management and support of job crafting strategies, because they contribute to benefits
and efficiency at the individual and organizational level, as well.

This study was supported by the Slovak grant agency, grant scheme VEGA, contract number

1/0603/21, ,, Dark sides of information technology use: effects of technological stress on well-being
and productivity at work «.
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Budéjovice
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Abstrakt

Digitalna transformacia, ktora je spojend s nastupom priemyslu 4.0, prinaSa progresivne inovécie do
roznych odvetvi hospodarstva. V oblasti stavebnictva v Ceskej republike je predpoklad prechodu na
virtudlnu 3D dokumentaciu vyzadovany ministerstvom. Pre stavebné spolocnosti to znamena nielen
zmenu kompetencii pracovnikov, ktorych je na trhu prace nad’alej nedostatok, ale i zmenu nastavenia
sucasnych procesov. Odborne kompetentni pracovnici s dlhoroénymi sktsenostami v odbore
stavebnictva znamenaju pre spolo¢nosti vysoky potencial a konkurenént vyhodu. Otazkou, pred ktorou
stoja je, ako efektivne doplnit’ kompetencie tejto skupiny pracovnikov v rdmci prechodu na digitalne
technolégie. Jednou z moznych potencialnych ciest je tzv. ,,zdiel'anie kompetencii medzi generaciami.
Prispevok ma za ciel’ prezentovat’ vysledky pilotného projektu implementacie myslienky vzajomného
medzigeneraéného zdielania v procese digitalizacie v stavebnictve. Vysledky ukazujt, ze potencial
vyuzitia vzajomného zdiel’ania je v stavebnych spolo¢nostiach vysoky a prinasa so sebou sekundarne
pozitivne efekty. Rizikovy faktor aplikacie tejto metody je v spdsobe implementacie, kde je potrebné
podporit’ existujuce prvky zdielania napr. pri adaptacii novych pracovnikov a postupne ich
transformovat’ do zauzivanych vzorcov v ramci podnikovej kultiary stavebnej spolocnosti.

The Potential of Intergenerational Management in the Process of Digital
Transformation

Abstract

The digital transformation that is associated with the advent of Industry 4.0 brings progressive
innovations to various sectors of the economy. In the field of construction in the Czech Republic, the
assumption of the transition to virtual 3D documentation is required from the position of the state. For
construction companies, this means not only a change in the competencies of workers, who are still in
short supply on the labour market, but also a change in the setting of current processes. Professionally
competent employees with many years of experience in the field of construction mean high potential
and a competitive advantage for companies. The question before him is how to effectively complement
the competences of this group of workers in the transition to digital technologies. One of the possible
potential paths is the so-called "Sharing competences between generations”. The paper aims to present
the results of a pilot project to implement the idea of mutual intergenerational sharing in the process of
digitization in construction. The results show that the potential for the use of mutual sharing is high in
construction companies and brings with it secondary positive effects. The risk factor for the application
of this method is in the method of implementation, where it is necessary to support existing elements of
sharing, e.g. in the adaptation of new employees and gradually transform them into common patterns
within the corporate culture of the construction company.

This work was supported by the grant TACR - program ETA - project TL 02 000017,
Intergenerational management to support digitization in construction — INCOD
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Abstrakt

Zeleny manazment l'udskych zdrojov je jeden z najnovsich konceptov persondlnej prace a stava sa
popularnym po celom svete. MdZeme ho chéapat’ ako subor politik, postupov a systémov, ktoré stimuluju
ekologické spravanie zamestnancov podniku s cielom vytvorit environmentalne citliva, socidlne
efektivnu a socialne zodpovednu organizaciu. Stratégie trvalej udrzatel'nosti v dnesnej dobe rychlo rasth
v tisickach spolo¢nosti, ako odpoved’ na vyzvy a katastrofy, ktoré zmena klimy prinasa a stale viac hrozi,
7e sa budu pravidelne objavovat aj u nas. Rastuca tiloha trvalo udrzate'ného rozvoja v rozvoji
konkurencnej vyhody modernej spolo¢nosti vedie k popularizacii otazky, ako zaclenit’ ekologické
postupy do oblasti politiky F'udskych zdrojov. Aby boli spolo¢nosti uspe$né a napredovali na svojej ceste
k udrzatelnosti, je zasadny pristup zhora nadol, rovnako ako podpora vrcholového manazmentu, HR
a samotnych zamestnancov. Kazdy rozvoj a zmena filozofie v§ak so sebou prinasaju urcité ohrozenia
a neistotu. Ciel'om prispevku je zistit, ¢i st slovenské podniky pripravené na implementaciu zelenych
postupov do manazmentu l'udskych zdrojov. Prezentuje Ciastkové vysledky dotaznikového prieskumu
medzi slovenskymi podnikmi, z ktorych vyplyva, Ze manazéri ani zamestnanci slovenskych podnikov
zatial' zeleny manazment l'udskych zdrojov nepovazuji za najddlezitejsi predpoklad udrzate'ného
rozvoja podniku.

Green Human Resource Management as a Prerequisite for Sustainable
Business Development

Abstract

Green human resource management is one of the latest concepts in personnel work and is becoming
popular all over the world. We can understand it as a set of policies, procedures and systems that
stimulate the environmental behavior of company employees in order to create an environmentally
sensitive, socially efficient and socially responsible organization. Sustainability strategies today are
growing rapidly in thousands of companies in response to the challenges and disasters that climate
change brings and there is an increasing risk that they will appear regularly in our country as well. The
growing role of sustainable development in developing the competitive advantage of modern society is
leading to the popularization of how to integrate environmental practices into human resources policy.
For companies to be successful and move forward on their path to sustainability, a top-down approach
is essential, as is the support of top management, HR and employees themselves. However, every
development and change of philosophy brings with it certain threats and uncertainties. The aim of the
paper is to find out whether Slovak companies are ready for the implementation of green procedures in
human resource management. It presents partial results of a questionnaire survey among Slovak
companies, which show that managers and employees of Slovak companies do not yet consider green
human resources management to be the most important prerequisite for sustainable business
development.

The paper is a part of the solution of the project VEGA 1/0705/19 The responsibility of selected market
entities as a significant determinant for application of circular economy principles in Slovakia.
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Abstrakt

Pandémia koronavirusu vyrazne zasiahla do vSetkych oblasti hospodarskeho Zivota. Ciel'om je zistit’, ¢i
celosvetova pandémia ovplyvnila aj podnikovu kultiru v podnikoch poskytujtcich sluzby na Slovensku.
Vyskum vychadza z metodiky Camerona a Quinna. Realizoval sa v rokoch 2020 a 2021. Metédami
induktivnej Statistiky a prostrednictvom Tukeyovho testu na 5%-nej hladine vyznamnosti testu je
testovana signifikantnost’ rozdielov v podnikovej kulture. Z vysledkov vyplyva, ze pred krizou sa
V podnikoch sluzieb uplatiiovala hierarchickd podnikova kultira. Doéraz sa kladol na spolahlivost
dodavok, hladké plnenie harmonogramov a nizke ndklady. Pod vplyvom celospolocenskych zmien
doslo k zmene orientacie na klanov(i podnikovu kultaru. VA¢si vyznam sa zacal pripisovat’ starostlivosti
0 zamestnancov. Z hl'adiska budiceho smerovania podnikovej kultury by sa v podnikoch sluzieb mala
v horizonte 5 — 10 rokov uplatfiovat’ klanova podnikova kultira. Na zaklade dosiahnutych vysledkov
odporicame, aby sa stratégie podnikov poskytujucich sluzby orientovali smerom rozvoja I'udskych
zdrojov, uspech by mal byt’ chapany v suvislosti s dlhodobym investovanim do 'udskych zdrojov.

The Present and Prediction of Corporate Culture: The Case Study of
Slovak Service Companies

Abstract

The coronavirus pandemic has affected all areas of economic life. The aim is to find out whether the
global pandemic has affected corporate culture in Slovak service companies, too. The research was
based on the methodology of Cameron and Quinn. It was carried out in 2020 and 2021. Using the
methods of inductive statistics and the Tukey's test at the level of significance of 5%, the significance
of differences in corporate culture was tested. The results show that before the crisis, a hierarchical
corporate culture was applied in service companies. The emphasis was on reliability of supply, smooth
fulfillment of schedules and low costs. Under the influence of society-wide changes, there has been a
change in the orientation towards a clan corporate culture. Greater importance began to be attached to
the care of employees. In terms of the future direction of corporate culture, a clan corporate culture
should be applied in service companies in the horizon of 5-10 years. Based on the achieved results, it is
recommend to design the strategies of service companies towards the development of human resources,
the success should be understood in connection with long-term investment in human resources.

This work was supported by the grants VEGA 1/0161/21 entitled Dependence of the type of corporate
culture on the industries of Slovak enterprises and selected socio-demographic factors, KEGA 005TU
Z-4/2020 entitled Economics, Management and Enterprising in Wood Industry Companies — university
textbook with visualization support in virtual space, APVV-20-0004 entitled The effect of an increase in
the anthropometric measurements of the Slovak population on the functional properties of furniture and
the business processes.
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Abstrakt

Posobenie podnikov rodinného charakteru v sektore malého a stredného podnikania je coraz
vyznamnejsie aj v podmienkach Slovenska, hoci rodinné podnikanie nema u nas takt dlhu tradiciu ako
v zapadnych a anglosaskych Statoch. Na prvy pohlad sa zda, Ze v rodinnych podnikoch nie je potrebné
sa zaoberat’ otdzkami persondlnemu manazmentu. Nie je to vSak pravda a problémy, s ktorymi sa musi
vysporiadat’ vnutropodnikovy manazment na useku personalneho zabezpecenia chodu podnikania sa
dnes pomerne vazne. Po tridsiatich rokoch fungovania rodinnych podnikov na Slovensku je z pohl'adu
personalneho manazmentu mimoriadne pal¢ivym problémom zabezpecenie odovzdania podniku d’al$ej
generacii a realizacia generacnej vymeny. DoterajSie vyskumy a Statistiky ukazuju, ze za ukoncenim
podnikania viacerych rodinnych podnikov stoji fakt, Ze nebolo uskuto¢nené nastupnictvo a nemal kto
V podnikani pokracovat’. Je to vazny problém nielen pre personalny manazment, ale aj pre celkovy
podnikovy manazment rodinnych podnikov. Cielom predlozeného prispevku je vyzdvihnit' vyznam
a poukazat’ na urgentnu potrebu generacnej vymeny Vv slovenskych rodinnych podnikoch.

Generational Change as a Current Problem of Personnel Management in
Family Businesses

Abstract
The activity of family businesses in the sector of small and medium-sized enterprises is increasingly

important in Slovakia, although family entrepreneurship does not have such a long tradition in our
country as it has in the Western and Anglo-Saxon states. At a first glance, it seems that in the case of
family businesses there is no need to address the issue of personnel management. However, this is not
true, and the problems that internal management has to deal with in the field of ensuring the appropriate
employees to run the business are relatively serious today. After thirty years of operation of family
businesses in Slovakia, ensuring the handover of the company to the next generation and the
implementation of a generational change is a crucial issue from the perspective of personnel
management. Research and statistics show that the closure of several family businesses is due to the
lack of interest among family members to continue the business. It is a serious problem not only for
personnel management, but also for the overall management of family businesses. The aim of the
presented paper is to highlight the importance and point out the urgent need for generational change in
Slovak family businesses.

This work was supported by the grant of Grant Agency Academia Aurea - GAAA 5-5/2020
,,Development of family business in Slovak regions”.
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Abstrakt

Kvalita tdajov, pristup k tdajom a presnost’ dajov je téma, ktora sa opakovane riesi. Na druhej strane
v mnohych ¢astiach kde sa v minulosti hovorilo o potrebe pokroku v sucasnosti uz pokrok zazivaju,
pripadne v nich vidime va¢si pokrok ako sme predpokladali. P6vodny pohl'ad bol len sledovanie udajov
0 zamestnancoch. Pred 10 rokmi sme sa museli pozerat len spitne na ziskané informacie o
zamestnancoch a doplitujuce udaje bolo potrebné ziskavat’ z inych systémov. V sucasnosti ide o Sirenie
udajov, v ramci organizacii a analytickych skupin zameranych na pracovné sily. HR analyza je to
vyznamna oblast, v ktorej sme postupom casu zaznamenali vyznamné zmeny vo vyvoji. Ak ide o
centralizovany analyticky tim pracovnej sily s vel'mi Specifickymi obchodnymi vyzvami, mézu zacat’
skamat’, v ¢om je problém alebo prilezitost’, zistovat’ ¢i st k dispozicii tidaje, alebo dokonca rovno
zhromazd’ovat’ nové zdroje udajov. Preto ked ide o analyticky typ projektu, existuje prilezitost’ byt’
ucelnejsi v tom, ako manazéri prechadzaju r6znymi zdrojmi udajov, ktoré maji. Na druhej strane sa
stale CastejSie objavuju reporty prisposobené aktualnej potrebe. Pre priemerného koncového pouzivatela
alebo profesionala v oblasti 'udskych zdrojov je skuto¢ne narocné porozumiet’ tomu, ¢o je uzitocné a
¢o nie je uzitoné medzi vSetkymi tidajmi, ktoré sa v sucasnosti zhromazd'uj.

History and Relevancy of HR Analytics

Abstract
Data quality, data access, data accuracy is a theme that comes up repeatedly and it was there at the start.

On the other side some things that were discussed as pain points early on are now, we are seeing a lot
more progress in it. One would be just having data on employees. 10 years ago, we could look at
historical information on employees and supplementary data from other systems. Now it is almost like
a proliferation of data where organizations and workforce analytics groups. This is another area where
we have seen some changes in development over time. If it is a centralized workforce analytics team
with very specific business challenges, they can start to hone in on what the problem or opportunity is,
think about whether there is available data, or even collect new data sources. Therefore, when it is
analytics type of project, there is an opportunity to be more purposeful in how managers are sifting
through the different data sources they have. On the other side, more ad hoc reporting is reoccurring.
For the average end user or HR professional it is challenging really to make sense of what is useful,
what is not useful amongst all the data they are collecting.

This work was supported by the grant APVV-17-0656 entitled Transformation of Organizational
Management Paradigm in the Context of Industry 4.0
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Abstrakt

V priebehu ¢asovych obdobi dochadza k rastovym a hmotnostnym zmenam populécie. Sekularne trendy
su v mnohych krajinach sveta uz dlhodobo dokumentované. Ekonomicky rast zapricinil zintenzivnenie
globalizacie trhu spolu s vys$Sou celkovou zivotnou uroviiou, lepSou dostupnost'ou potravin a vyznamne
tak ovplyvnil stravovanie a celkovy Zivotny $tyl l'udi. Sposobilo to vyrazné zvySenie telesnej hmotnosti
populacie na celom svete. Hlavne medzi mladymi dospelymi l'ud’'mi dochadza k vel'mi rychlemu narastu
telesnej hmotnosti. To je potrebné zohl'adnit’ pri dimenzovani najroznejSich produktov dennej spotreby
(nabytok, odevy, obuv a pod.). S tym suvisia aj otazky technoldgie vyroby a odbytu. Snaha vyrobcov
optimalizovat’ a Standardizovat’ sedaci nabytok pre bariatricki populdciu musi preto vychadzat' zo
znalosti aktualnych telesnych rozmerov uzivatelov, technologie vyroby, podnikovych procesov
a v neposlednom rade aj 'udského kapitalu.

Production of Seating Furniture for the Bariatric Population and its Impact
on Corporate Personnel Processes

Abstract

Over time, there are growth and weight changes in the population. Secular trends have long been
documented in many countries around the world. Economic growth has led to an intensification of
market globalization, together with a higher standard of living, better food availability, and has
significantly affected people’s diets and overall lifestyles. This has caused a significant increase in the
body weight of the world's population. Especially among young adults, there is a very rapid increase in
body weight. This must be taken into account when dimensioning various products of daily consumption
(furniture, clothing, footwear, etc.) as it is related to production technology and sales. Manufacturers'
efforts to optimize and standardize seating furniture for the bariatric population must be based on
knowledge of the current physical dimensions of users, production technology, business processes and,
last but not least, human capital.

This work was supported by the grants VEGA 1/0161/21 entitled Dependence of the type of
corporate culture on the industries of Slovak enterprises and selected socio-demographic
factors, KEGA 005TU Z-4/2020 entitled Economics, Management and Enterprising in Wood
Industry Companies — university textbook with visualization support in virtual space, APVV-
20-0004 entitled The effect of an increase in the anthropometric measurements of the Slovak
population on the functional properties of furniture and the business processes.
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Abstrakt

Slovenska republika za jedného z najdodlezitejSich bilateralnych partnerov povazuje Pol'sko, ktoré je
nasim druhym najvacsim susedom. Spolo¢né hranice tvoria 541,1 km, ¢o predstavuje viac ako 15,4 %
z celkovej dizky hranic Pol'ska a39,93% z celkovej dizky hranic Slovenskej republiky. Vyznam
cezhrani¢nej spoluprace nie je mozné prehliadnut, pretoze slovensko-pol'ské pohranicie predstavuje
oblast,, ktora si je velmi podobna svojou kultarou, jazykom, histériou, prirodou, krajinou. Z tohto
hl'adiska medzi malymi a strednymi podnikmi na obidvoch stranach hranice dochadza k lepsej
vzajomnej komunikacii a lepSiemu udrziavaniu kontaktov. Vyznamnym nastrojom na rozvoj
cezhrani¢nej spoluprace Slovenska a Pol'ska je INTEREG, ktory poskytuje prostriedky z Eurdépskeho
fondu regionalneho rozvoja na implementaciu projektov, rézneho druhu so zameranim na cezhrani¢ni
spolupracu. Ciel'om prispevku preto bude zhodnotit’ stav malych a strednych podnikov v prihrani¢nych
regionoch na Grovni NUTS II, zistit’ ¢i malé a stredné podniky v PreSovskom samospravnom kraji
vyuzivaju ako potencial pri svojom podnikani cezhranicnu spolupracu a porovnat podmienky
podnikania na oboch stranach hranic. V neposlednom rade identifikovat’ pripadné bariéry spoluprace v
prihrani¢nych regionoch a navrhnut’ moznosti zlepSenia cezhrani¢nej spoluprace.

Development and Barriers of Cross-Border Cooperation in The Border
Areas of Slovakia and Poland

Abstract

The Slovak Republic considers Poland, which is our second largest neighbor, to be one of the most
important bilateral partners. The common borders amount to 541.1 km, which represents more than
15.4% of the total length of the Polish border and 39.93% of the total length of the border of the Slovak
Republic. The importance of cross-border cooperation cannot be overlooked, because the Slovak-Polish
border is an area that is very similar in its culture, language, history, nature, country. In this respect,
there is better communication between SMEs on both sides of the border and better contacts. An
important tool for the development of cross-border cooperation between Slovakia and Poland is
INTEREG, which provides funds from the European Regional Development Fund for the
implementation of projects of various kinds with a focus on cross-border cooperation. The aim of the
paper will therefore be to assess the state of small and medium-sized enterprises in border regions at the
NUTS Il level, to find out whether small and medium-sized enterprises in the Presov self-governing
region use cross-border cooperation as potential in their business and to compare business conditions on
both sides of the border. Last but not least, to identify possible barriers to cooperation in border regions
and to suggest ways to improve cross-border cooperation.

This work a part of the solution of the project "Regiondlne disparity v malom a strednom podnikani v
krajinach V-4 a na Ukrajine". Zamer 5: "Cezhranicnd spolupraca ako vektor rozvoja malého a
stredného podnikania.
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Abstrakt

Globalizacia a s fiou stvisiace podnikové trendy vel'mi uzko stvisia s 'udskymi zdrojmi, ktoré su aj
V dnesnom svete zakladnym a najdolezitejSim fundamentom kazdého podniku, ¢i organizécie.
Multikultirna narodnost’ takmer kazdej krajiny poskytuje Siroké spektrum pracovnej sily, no taktiez
vyzaduje naroCnu pripravenost zo strany podnikov ohladom tvorby pracovnych miest. Kazdy
zamestnanec predstavuje jedine¢nti osobnost’ so zvlaStnymi preferenciami a poziadavkami, ktoré by
mali byt predmetom spravneho pristupu personalneho manazmentu vo¢i zamestnancom. Maly, stredny,
vel'ky podnik alebo medzinarodna spolo¢nost’ s pobockami vo viacerych krajinach by si mal dat’ zalezat’
na kvalitne spracovanom personalnom manazmente a poskytovat’ tak Sancu I'ud’om najst’ si dobre
ohodnotenu pracu.

The Potential of Multicultural Specifics of Manpower to Increase the
Competitiveness of the Company in a Global Environment

Abstract

Globalization and related business trends are very closely related to human resources, which are in
today’s world the basic and most important foundation of every company or organization. The
multicultural nationality of almost every country provides a wide range of workforces, but it also
requires demanding job creation preparedness by companies. Each employee represents a unique
personality with special preferences and requirements that should be the subject of the right approach
of personnel management towards employees. A small, medium, large company or international
company with branches in several countries should care about well-designed personnel management
and thus provide a chance for people to find a well-valued job.

This work was supported by the grant APVV-17-0656 entitled Transformation of Organizational
Management Paradigm in the Context of Industry 4.0
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Abstrakt

Rychle a vyznamné zmeny v technologiach, hospodarstve, socidlnej a kulturnej oblasti priniesli po
celom svete Ziadice adélezité vysledky v mnohych diskutovanych témach, ako komunikacia,
informatika, vyroba, tvorba dat, spotreba a vnimanie. Tieto zmeny vo vel'mi vysokej miere ovplyviiuju
spoloCensky a pracovny zivot a ¢oraz viac pripravuji a oboznamuju I'udi s novou koncepciou priemyslu
4.0, digitalizacie a novej ekonomiky, ktora by mala zasiahnut' kazdu oblast’” spolocCenskych vied.
Prebiehajtici vyvoj priemyslu 4.0 prinesie do obchodného sektora vel'a zmien. Byt manazérom a vediet
sa rychlo rozhodnut' st zakladnymi piliermi na ceste k tomu, aby podniky za tymto vyvojom
nezaostavali. V rdmci prispevku autori na zdklade definovanych agilnych metdéd manazmentu
interpretuji moznosti ich uplatnenia s cielom zefektivnit' implementaciu konceptu priemyslu 4.0
v podmienkach podnikatel'skej praxe.

Use of Agile Management Methods in te Implementation of the Principles
of the Industry 4.0

Abstract

Rapid and significant changes in technology, economy, social and cultural fields have produced
desirable and important results around the world in many of the topics discussed, such as
communication, informatics, production, data creation, consumption and perception. These changes
have a very high impact on social and professional life and are increasingly preparing and making people
more informed about the new concept of industry 4.0, digitalization and a new economy that should
affect every area of social sciences. The ongoing development of industry 4.0 will bring a lot of change
to the business sector. Being a manager and being able to make a quick decision are fundamental pillars
on the road to not getting businesses behind these developments. Within the framework of the paper,
authors interpret the possibilities of their application based on defined agile methods of management in
order to streamline the implementation of the concept of industry 4.0 in the conditions of business
practice.

This work was supported by the grant APVV-17-0656 entitled Transformation of Organizational
Management Paradigm in the Context of Industry 4.0

21



SUCASNOST A PREDIKCIE ZMIEN V PERSONALNOM MANAZMENTE
Zbornik abstraktov z 1. medzinarodnej vedeckej konferencie

Editor:
doc. Ing. Zdenko Stacho, PhD.

Autori:

prof. Ing. Cubica Bajzikova, CSc.
prof. Ing. Alzbeta Kucharc¢ikova, PhD.
prof. Ing. Milo$ Hitka, PhD.

doc. Ing. Viktoria Ali Taha, PhD.
doc. Ing. Jana Blstakova, PhD.

doc. Ing. Monika Hudakova, PhD.,
doc. Ing. Zuzana Joniakova, PhD.
doc. Ing. Silvia Lorincova, PhD.
doc. PhDr. Ing. Ladislav Mura, PhD.
doc. Ing. Cecilia Olexova, PhD.
doc. Ing. Eva Roskova, PhD.

doc. Ing. Zdenko Stacho, PhD.
doc. Ing. Katarina Stachova, PhD.
Ing. Jozef Durian, PhD.,

Ing. Alexandra Filova, PhD.

Ing. Veronika Hrd4, PhD.

Ing. Lenka Lizbetinova, PhD.

Ing. Lenka Mikle, PhD.

Mgr. Ing. Lukas Smerek, PhD.
PeadDr. Lubica Vareckova, PhD.
Ing. Alexandra Barokova

Ing. Erik Hegedis

Mgr. Michal Hamar

Ing. Jozef Sedmak

Ing. Lenka Sedméakova

Vydavatel: Univerzita sv. Cyrila a Metoda v Trnave, 2021
Vydanie: prvé
Pocet stran: 22

Vydané online: www.ucm.sk

ISBN 978-80-572-0198-4



