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Introducti on

The International scientific conference "Challenges, Trends and Inspirations within the Labor
Market 2022" builds on previous successful conferences from previous years 2018, 2019, 2020 and
2021 of which proceedings are registered in the Clarivate Analytics Web of Science database (2020
and 2021 within the process of evaluation). It is a series of traditionally organized events at the Faculty
of Socio-Economic Relations in the fields of human resources management, personnel management,
and the labor market. The conference usually takes placeint he s pa t o a&anske depliceTDue n | i
to the global pandemic outbreak, the conference was held within the hybrid mode at the Faculty of
Social and Economic Relations, Alexander Dub| ek Uni Veeasa]| ta@viadhe MS Teanisi n
platform. The conference and the presented proceedings belong to the series of outputs within the
projects of Slovak Ministry of Education Grant Agency VEGA r e g . no. The CcHabges 2 0
assessment within the qualitative structure of international economic relations under the influence of
I ndustry 4.0 with implications for the EU and Sl ova
1/0689/20 "Digital economy and changes in education system as a reflection on the requirements of
labor market"; and VEGA reg. no. 1/0357/21 "Multiplier effects of human capital quality on economic
performance and competitiveness of Slovak economy"”. The conference scope is focused on current
labor market issues and human resources management, job search, labor migration, sociology,
political science, legal disciplines, economic policy, international economic relations, international
trade, regional development, demography and the new technologies implementation in all areas of
economic and social life.
The plenary session will be held by the keynote speakers | n g . Mar t i n -Hhe §latiéaéal, PhD.
Union of Employers and Paed Dr . Luci a L e dTREXIMAVEEatis2vatspal. e ko8 The
International Scientific and Organizing Committee guarantees to meet the high-quality level of the
conference. Under its leadership, a peer-reviewed collection of papers within the Conference
proceedings will be issued and published and submitted for indexing to Clarivate Analytics' Web of
Science and Elsevier's Scopus databases.
The goal of the conference is to outline the principal questions set for the independent basic
research, which will be executed under the VEGA projects being solved at the Faculty of Social and
Economic Relations, Alexander Dublek University in Tr
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THE USE OF PROJECT MANAGEMENT WITH REGARD TO INCREASING
THE SUCCESS AND SUSTAINABLE DEVELOPMENT OF ENTERPRISES IN
THE SLOVAK REPUBLIC

Mi chal BRUTOVSKHh
Eri ka MOGKOVC

Abstract: Project management is currently one of the most frequently used tools for optimising and
innovating processes as well as introducing changes. In any project management that operates in the
current dynamic environment of corporgiejects, manags should focus on increasing the safety of
activities and processes, which is a prerequisite for increasing the success of the implemented project
activities of enterprises from the point of view of risk and sustainable developmentg Raiareness

of the possibilities and approaches to risk management in project management supports the success of
implemented activities, the development and increase of the knowledge level of all interested parties.
The aim of the article is to presenetbonclusions of statistical survey that mapped interest in key
project topics such as optimisation, innovation and transformation during the COVID 19 pandemic in
Slovakia in comparison to neighbouring countries over the course of one year.

Key words: development, ent@rise, management, project, risk

JEL Classification; O3, 125, L2

1. INTRODUCTION

In today's turbulent business environment, projects are the main tools for optimising and
implementing innovation and are characterised by their uniqueaeds uncertainty.
Businesses in Slovakia are making great efforts to address the challenges associated with the
current business environment to ensure their success and sustainability. For this reason, it is a
prerequisite that managers are interestechénpiossibilitiesof using projects as a tool for
introducing change and achieving corporate goals. By optimising production, business but

also administrative processes, companies can save financial resources and at the same time

increase efficiency.

The pessure of the busess environment to improve performance and the ability to respond
flexibly has become a factor that ensures the success, prosperity and competitiveness of a
business today. Therefore, project management is used to plan and execués,aosuplly

oneoff actions that need to be carried out in the required time with the planned costs in order
to achieve the set objectives. In the context of the COVID 19 pandemic in particular, project
management has emerged as an appropriate tool tcerede risk of fdure to achieve
objectives. However, it is not suitable for dealing with a crisis as such, where specific
activities are needed as part of crisis management.

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

1Ing., Faculty of secity management Uni ver sity of Gilina, 1Imalm8ja 32,
michalbrutovsky@conera.sk
2l ng., Faculty of security manageGliamSoyakidjerai er si ty of

erika.moskova@uniza.sk
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2. PROBLEM FORMULATION AND METHODOLOGY

The business environment in Slovakia is affected by the current global situation and the
impact of the Covid 19 pandemic, the conflict in Ukraine and the detattergy crisis, agell

as the unstable political situation and environmental changes. To ensure sustainable
development and business success, companies need to focus on optimisation, transformation
and innovation of key processes. Globally, project memagt is one of thenost widely

used tools for implementing change and achieving business objectives within the constraints
of time, cost and quality at the output.

The aim of the paper is to present the findings of a statistical survey that mappedrés¢ int

in key projet topics such as optimization, innovation and transformation during the COVID

19 pandemic in Slovakia in comparison with neighbouring countries over a period of one
year. In line with the stated aim, the methodology of the paper wasnchoghe first pa of

the article, an analysis was made, focusing on project management and key themes such as
optimization, transformation and innovation. Empirical research and analysis, synthesis and
comparison of data from statistical surveys weseduo assess theircent state of interest in

project topics in Slovakia and to draw conclusions.

3. PROBLEM SOLUTION

A project is seen as an activity that needs to be planned, thought through and implemented.
The following definitions and terminology ethe most commomni the literature and have

their own specificities depending on the methodology or standard in which they occur. A
project is a temporary effort aimed at creating a unique product, service or result

( PMBOOKEQui de, 2 0 1 3) dologyl tieénes Par mijectcas 2 temmperariy o
organisation that is created for the purpose of delivering one or more products in accordance
with an agreed project rationale (PRINCE2E2(
change in the form of a new prad design, an orgasational change or a change in the
processes that are carried out in the enterprise.

Project management is the application of knowledge, skills, tools and techniques to project
activities so that the project meets its requirementsinyblves planning,organising,
monitoring and reporting on all aspects of the project and motivating all those involved to
achieve the project's objectives (ICB IPMA Competence Baseline 2006). Project
management is closely related to concepts such asmiegtion, innovatbn and
transformation. By linking project management activities with other automated activities
within a company's information and management systems, work tasks are optimised and thus
costs are minimisedNowadays, innovation and inndi@ capability ofan enterprise is
considered as a necessary condition for its competitiveness on global markets. According to
the European Commission, innovation is defined as the renewal and extension of the range of
products and services and their ass®@d markets, thecreation of new methods of
production, supply and distribution, the introduction of changes in management, work
organi sation, working conditions and the qua

In an era of increasing globalisation and digitdilssaworldwide, innovation is becoming an
increasingly important determinant of business success. It provides businesses with higher
growth, increase efficiency, competitiveness and enable businesses to create new markets.
Particularly in the current dynamperiod, the need for innovation is even greater, as has been
highlighted by the current pandemic, during which businesses have been forced to react
quickly and flexibly to market changes. Despite the fact that there is already support for
innovative aterprises in Slovakia and efforts to create an innovdtiendly environment,

Slovakia's innovation performance still lags behind other (mainly Nordic and Western) EU
countries, which can be ranked among the gl o
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Every company that wants to be competitive in today's globalized market needs to innovate
and projects are the tool for innovation, therefore one of the key monitored topics in project

management was focused on innovation. The pandemic has also showssihesdes that

have focused on digital innovation are able to adapt quickly to new situations. Projects
focusing on digital business transformation are on the rise, as several studies show that this

digital progress will continue as the transition to @igiusiness is now considered safer and

brings with it an increase in profits. Businesses will also focus on building resilience,
automating other tasks and encouraging consumers to maintain some of their new digital
habits that require fewer fat¢e-faceinteractions (Aureusplus, 2022).

Recently, building business resilience has been linked to project management. For some time,
the term resilience has been used in project management research to address the ability to

organize under a variety of scenaridsiocertainty and sudden change, including disruptions

in the form of shocks or stressors. Resilience research goes beyond traditional project risk
management and the assumption that humans can manage risks. Risks are potentially
unknown in advance and tledore unmanageable, and projects are inherently sensitive to

external shocks (Bredillet, 2016). Recently, Nachbagauer and-8chirt k

(2019)

argu

past project management research has neglected risk and uncertainty in hierarchical planning
and a cotrol-oriented approach, whereas we need a resilient approach based -on self

organization.

4. PROBLEM RESULTS AND DISCUSSION

Raising awareness of the possibilities and approaches to risk management in project

management promotes the success of implementeftias, the development and increase of

the knowledge level of all stakeholders. The Google Trends tool was used to gathe
information on the interest in key project topics, which allows to get an overview of the

search for keywords or phrases duringefireed period of time. The reason for this was the
fact that the primary information we want to obtain about a particekuei is gathered

through the Internet. The key project management topics were statistically analysed over a
period of one year 2/20202/2021. This period is specific due to the impact of the ongoing

COVID-19 pandemic. The latter is expected to resulannincreased interest of industrial

enterprises in project management topics such as optimization, innovation and transformation
in any environment. A comparison between the Slovak Republic and the neighbouring

countries of the Czech Republic, Austria, igary, Poland and Ukraine was made as part of

the analysis. The obtained statistical outputs provided interesting insights.

How the 3ovak Republic performs in comparison with our neighbouring countries can be

seen in the overview of Table 1.

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

Optimisation Innovation Transformation
Country Ranking Country Ranking Country Ranking
Austria 72 Austria 137 Ukraine 28
Ukraine 142| Czech Republic 153| Czech Republic 78
Czech Republic 145 Hungar 167 Austria 97

Hungary 152

Poland 156 Ukraine 177 Hungary 139
Poland 181 Poland 145
Countries tota 170 Countries tota 193 Countries tota 154

Source:prepared by autors, according to Google Trend®021)
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The obtained results showed that the Slovak Republic ranks 164 out of 170 countries
surveyed in terms of interest the field of optimisation. In comparison, all neighbouring
countries ranked better, namely Austria ranked 72 and the Czech Replibl

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

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

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

As a result of the significardisruption caused by the global COVI® pandemic, many
companies and institutions around the world are experiencing ongoingulliés. These
difficulties are exacerbated by the consequences of the ongoing conflict in Ukraine, the
energy crisis, etclherefore, more time is needed to enable the systems to meet the conditions
of the originally set time windows and timelines for ttiéferent project processes. This
should logically lead to a higher interest in the mentioned topics, becauseptelisel and
innovated processes or transformed complex systems bring this advantage. The
implementation of project activities has a veryodu focus, whether it is the overall
transformation of the company, the transformation of the IT structure, theigtafta new
product line, the implementation of a new information system, the purchase of production
equipment, the optimization of prases, the construction of a customer centre, etc. Figure 1
shows that there was no significant increase in interest duitingr ¢he first or the second
wave of the pandemic. Paradoxically, a downward trend can be observed.

Figure 1: Evolution of the global interest in the project topic "optimisation" via Google search
over the period 2/202Q0 2/2021

/\//\'W-f\/\,/\f\

Source:prepared by athors, according to Google Tren@2021)

Same as with the topic of optimisation, the topic of innovation did not see any ground
breaking interest during the pandemic waves. This is based on the fact that innovation projects
entail a higher level of riskhan conventional projects. The higher the level of inactivity, the
higher the level of risk and often the financial burden of tlogept, which companies were

not willing to take during the pandemic. The development trend in Figure 2 can be considered
stable.
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Figure 2. Evolution of the global interest in the project topic "innovation" via Google search
over the period 2/2020° 2/2021

Source:prepared by authors, according to Google Tre(R{321)

Figure 3shows that the transformation theme has seeeralemcreases. This indicates that
businesses have shown interest in complex systems change rathéodhsing on process
improvement.

Figure 3: Evolution of the global interest in the project topic "transformation" via Google
search over the period 220207 2/2021

Source:prepared by authors, according to Google Tre({321)

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

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

The obtained results were confirmed the Survey on Project Management in Slovakia
conducted in July September 2020, which was attended by 237 respondents from different
levels of project management. Answers to the question focusttk @oom for improvement

in the field of project managesmt were oriented towards increasing awareness of the
importance and benefits brought by experienced professionals in project management, a clear
definition of the position of the project managers/her competencies and responsibilities.
Also the need tdntroduce project management into government administration, to train
people, to raise awareness and expertise (IPMA, 2020).

The latest project management statistics also show that 58% of orgarsdatly understand

the value of implementing project meement as a way to achieve better performance. This
means that 42% of companies underestimate the importance of project management as a key
component of project success. A robust project managesystem undoubtedly increases

the chances of success, emgosts and reduces risk. Project management "Pulse" statistics
show that higkperforming organizations with project management best practices are 2.5
times more likely to meet their original god89% vs. 34%). Also important is the fact that

risk managment is one of the most prevalent practices and only 3% of respondents said they
never use risk management practices (PMI, 2022).

16



Conference proceedingsCHALLENGES, RENDS AND INSFRATIONS
WITHIN THE LABOR MARKEZ(022

5. CONCLUSION

Project management is one of the tools to increasesulccess and promote the sustainable
development of a copany. It is widely used at a time when improving the efficiency of
business processes is essential and concepts such as optimization, transformation and
innovation are part of everyday manageriaisien-making. It is clear that managers have to

learn tolive with uncertainty and projects are a tool where we can take uncertainty into
account and manage the risks associated with future developments. A successful project
manager is one who can envisithe entire project from start to finish and is abledueve

the set goals. Raising awareness of project management and its application in practice would
improve the position of Slovak companies in the global competitive market.
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RISKS ASSOCIATED WITH THE PROVISION OF SUITABLE WORKING
CONDITIONS AND THEIR SIGNIFICANCE IN IMPROVING THE
PERFORMANCE OF EMPLOYEES IN SPORTS ORGANISATIONS IN
SLOVAKIA

Kristig&nm FURI AK
Katar2na BUWGANOVC

Abstract: A prerequisite for a successful orgaaiion is satisfied employees who have created
adequate working conditions. A suitable working envinent and conditions play an important role,
especially in sports organizations and their employees, providing room for improvement and
performance growthEmployes realize that employees are key because their potential and ability to
perform satisfactoly are directly linked to adequate working conditions and the working
environment. This contribution aims to point out the risks associated with ensuitalgles working
conditions and their importance in the field of motivation, increasing the satmicatid performance

of employees in sports organizations in Slovakia. For sports organizations in a dynamically changing
environment, the retention or acgition ofemployees is one of the key attributes that determine the
degree of its success and viatyili

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

JEL Classification: J240, J810, M540, M550

1. INTRODUCTION

Nearlyall living and working situations changed as a result of the CoMI[pandemic (e.g.,
remote working, virtual communications), requiring ongoing adaptation to shifting
circumstances and navigating an unpredictable environment. Due to the pangemg, s
organizatons had to deal with a variety of stressors, including an increase in workload, the
possibility of being laid off or fired, the risk of contracting the virus, difficulties in
communicating with athletes, a rise in athlete mental healtlesssundongoingoperational

and safety change&tress brought on by COVHDO may have severely hindered people's
resources, resulting in a high degree of stress that eventually led many to consider quitting
their jobs as a solution to reduce stress. Indeledto a moreconstrained ability to get
resources that would mitigate stress, these alterations may have endangered people's ability to
resist stresgHobfoll 1989;Chunet al 2022).

The number of sporting facilities is growing, which is escalating rivaltlgin the sector that
operaes these facilities. For a sports facility, the function of staff who interact directly with
clients at service points is essential to thriving in a cutthroat market. Particularly, a leader's
management of a sports center orgation dfects how itsmembes behave. It has a
significant impact on organizational success since it dictates the operational direction and job
performance. Having supportive coworkers can reduce stress and make it easier to attain goals
since social reltionshis can actuallyhavestressreducing effect§Hobfall 2002; Hrabek et

al. 2020) The ability of an organization to continue being financially and socially sustainable
has been stressed by sports organizations as a critical componentraintigeal stratgy

for decades. Selkadership is bem emphasized as @ucial component for the sustained
success of an organization and is one of the internal marketing methods to respond flexibly to

% Ing., Faculy of securitymanagement , Una, V.er mBi g 2 8 2 G iGhvkisge-mail:
kristian.fuiak@uniza.sk

4doc., Ing, PhD.Faculty of sectity management , Ut.im@eR si 0 % Ona BlévaRig ki in a ,
mail: katarina.buganova@ iza.sk
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the quickly changing business environméstitchenset al.2020;Ned et al. 2006 Stenling
et al. 2006).

The instability of the business environment pbds organizations has broughveeal issues

that need to be considered in ensuring their competitiveness. A stable working environment
and working conditionsre a perequisite for enhancing the performance of employees in
sports organizations and areated by several risks and thigpic will be addressed in this
article.

2.AIM AND METHODOLOGY

Sports organizations and their activities are an essentighamoent & contemporary society,
within which theyfulfil several important functions. In addit to the social aspect of
sporting activity, organizatics active in this field have a particularly important place as part
of the national economy, where yhereate asignificant number of jobs. The aim of this
article is therefore t@mnalyzeand preset the issue of the risks associated with ensuring
approprate conditions for employees in the sports sector and the importance of these
conditions in the motiation andperformance of these individuals. Indeed, one of the
specificities of the business sports is that the success or failure of an organizasioery
closely linked to the performance of its athletes, which is the basis for other important
indicators detamining the state in which the organization finds itself.

In line with this objectivean appropriate methodology was chosen for this paper, which
consists of the use of empirical research methods, analysis, synthesis, and comparison of data
obtaned from previous research and scientific literature in this area using exploratory
research ntbods. Based on the above, it is possible to construct a comprehensive framework
taking into account the environmental factors acting on sports organizatiordescribng

the relationships between the individual components useful for a closer undecgstahthie

issue of risks and their potential impact.

3. THE IMPACT OF THE WORKING ENVIRONMENT ON EMPLOYEE
PERFORMANCE

The work envirament and the factors thdéterminet are one of the key areas with a major
impact on the employees of an organizatiod ¢ghus on their work performance. Employees
are one of the most important elements in an organization, and the basic requirertitent for
success of an organiman in a market environment lies precisely in sufficient motivation,
reward, and care, all ofwch should ultimately lead to sufficient employee satisfaction. In
this context, human resource management is used as a tool dgwigoiedly to ensure and
implement ppropriate management of employees in the internal environment of the
organization ands the answer and the means to create appropriate internal conditions to
stimulate employee performan@@iamantids et al. 2A.8; Parket al. 2019.

When addrssing theissueof the impact of the environment on employee performance, it is
particularly useful to recognize that organizatiaserating in a dynamically changing
environment are influenced to a very high degree by specific factors of the external
envronment,which are also reflected in their internal environment. In this context, it can be
stated that the ability of an organimen to provide the appropriate conditions for an optimal
level of performance and satisfaction of its employees is largggrdinedby its ability to

cope with the effects of external factds d § nti020;B u g a nebal. 8021) To further
understand the impact of the environmentthe organization, it is necessary to define the
components of the environment itself. This dan dividel into the external enviroment,
representing the influence of factors that originate outside the organization, and the internal
environment, whoseattors originate from within the organization. The external environment
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can be further divided to the gldod environment, the macrenvironment, and the micro
environment. From the organization's point of view, it is further necessary to realize dhat in
globalized market, the organization itself has very little influence on the factors of theaéxte
enviornment and therefore, inhé vast majority of cases, cannot actively change this
environment according to its nee(B u g a neb al. 2021 Robinson2010; Varmuset al.
2019). The specific condions based on the individual components of the gater
environment have significant impacts on the situation in the organization and thus als® on t
functioning of the internal environment. The impact of these environments in their specific
conditions @termines the satisfaction and performance of thelsmes woking in the
organizationFigure1).

Figure 1: External and internal environmental factors influendng the success ofports
organizations(adapted from Buganovaet al. 2021, Robinson 2A0, Varmus et al. 2019

-
Z
ws
I =
=0
W
oS
wn
0 X o
o O
(@) 'L—)<
[t Z
@) E%
T o
2 =z
<
|_
zZ
U =
=
z ws
O
Iz
a4 FO
S W
Z S
L 0n =2
@ W
E_l
g‘é
T
'—
X
L

Source Ma n a gtmeinz glporvt ovigami z8&ci §ch,

organiz 8 ci 2

CLUBS

NNOCIIMENTQ

Policy
Procedures
Regulations

Guidelines

MAKRO
ENVIRONMENT

Economic
Social
Technological
Legislative
Political

RESOURCES

Human
Financial
Physical

SECTOR

ENV/IRONNMENT

Competitors
Customers
and members
Suppliers
Legal
agencies
Athlete groups

CULTURE AND
TRANITIONR

Style
Uniformity

Parental
involvement

Sport

RISKS OF THE
CANN/IDNANINCENIT

club

manageme

The eventual success or failurespfortsorganizationds largely determined by internal and

external environmental factors, which can be assesskdfatlowing levels

1 Macroenvironmental factors primarily influend¢kee decisiormaking of managers in
individual organizations, but may not directly affect a specific area or activity
associated with its operation. Very significant in the environmenthefSlovak
Republic, in this case, is the influence of legislatitwe, impact of which is manifested

primarily in the area of their financing (the amended Act on $port

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

1 Factors from the internal environment directly affect the mizgdion ard determine
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its very character. These primarily include mi documents, and resources of the
organization, considered important from the perspective of sports organizations,
including club documents, resources, club culture, and traditiGuodtural ard
traditional or values factors also strongly influence &porganizations in terms of the
external environmen(B u g a retoak Z2).

However, it should be noted that the specific environmental factors of the organization have a
major impacton the emfpyee's pdormance. For this reason, the conditions in which the
employee performéis or her work activity must be taken into account in the evaluation
Krav| 8kovs8 (2014) states that this aevwela i ncl
of technical seaity, organizational provision of work, remuneration system, safety, §patia
arrangement of the workplace, social relations at the workplacelastdout not least, the

level of management and the attitude of supefioBe d n 8 r Kk a 2 |0 &tialp 2020).

Thus, by taking a proactive approach to improving the conditions in which employees
perform their duties, therganization can more or lesgluence the level of theirggformance

and thus the level of quality of the work performed. It is in the fundamental interest of any
organization that its employees perform adequately and thus make a substantial contribution
to its development.

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

Sportsorganizationsshould be able to respond to and deal with the risks posed by specific
aspects of their business environmappropriately However, risks may also presarertain
opportunities that mvide organizationswith room for growth and further development. In
this context, it is most appropriate to reflect on the topic of the implementation of a risk
management process sportsorganizationsboth in relation tdheir business activities and

the impact of the working environment on the performance of their employees.

In the environment of the Slovak Republic, the issue of sportsniaajeons and their
functioning has entered general awareness, especially watltribis associated with the
pandemic COVID19. Currently, there are a total of 7233 entities operating in Slovakia that
can be considered sports organizations. These orgiangacan be further classified into
different types, with different types of @mizations having different regsentations. It

should be noted that a sports organization can be registered in several types of organizations
(Table 1)( B u g aet a. 2(®2)

Table 1: Representationof individual types of sportsorganizationswithin th e Slovak Republic

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

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

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

2).

Table 2: Represntation of different types ofsports activities of natural persons in sport

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

SourceRegi ster fyzicklch ostb v gporte

A large part ofthe natural persons listed in Table 2 can be consil@mployees of sports
organizations in Slovakia. This category does not include referees and doping commissioners,
who by their activities should be independent of individual organizsatimd interesgroups

that appear in the sporting field. Accordirgdata from the Statistical Office of the Slovak
Republic, a total of 2 409 199 natural persons were employed in the national economy in the
second quarter of 2022. Individuals employedsports organetions therefore,represent
almost 13% of all thosemployed in the Slovak Republicegal 2022 Statistic 2022)

Sports organizations represent a rather specific category of organizations. They move in the
sports business environment, which shows certifferences compared to the normal
business environment. In the curreonditions, sports business and sports organizations are
becoming a global phenomenon, with their activities expanding very rapidly. As a result of
this rapid and wide expansion, sggare becomingn extremely complex sector that requires
specific formsof management and approach in its particular circumstances. One of these
specificities is the involvement of a relatively large number of stakeholders, which can
include the communityof athletes, fas, sponsors, customers, community and -non
governmentabrganizations, as well as governments and public authorities. In recent years,
the sport has increasingly become an important component of the national and international
economic envionment and itsmpact in this area is growin@scamillaFajardoet al. 2020;
Pellegrini et al. 2020T ¢ k 2020).Sports en&preneurship has two main aspects: sport and
business. Although the two aspects represent different perspectives on sports
entrepereurship, they are ultimately integral and inseparable parts of it. In the fiefubdks
business, three main objectivesnche defined that sports organizations pursue in their
activities:making a profit achieving sporting resultsnakinga profit, and achieving sporting

results at the same timéhe management of a sports organizasbould keep these groups

of objectivesn mind and should understand that to succeed in the field of sports business it is
necessary to pursue both the sporting andikmess side of this activifarmus2019).
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The basic characteristics of an entrepreneur includenghasis on riskaking. Generdy
speaking, people in the field of sports are risk takers, regardless of what activities they engage
in this field. Groys that take risks in sports include not only athletes but sport event
organizers, officials, coachedub owners, and others. The deg of risktaking behavior of
individuals in sports depends on their characteristics, including entrepreneurial ardlphys
risk. There is now an increasing emphasis on activities related to the care of employees. As
employers increasingly recognize thtieir employees their potential, ability, and capacity

to perform satisfactorily are the key to progress, caring foem is one of the most important

HR activities. Today, sports organizations are affected by sevekalthat can fundamentally
threaten their operations or eventual survival. The main feature of such risks is the high
degree of variability and dynamaxcurrence based on external and internal factors. In terms
of employee performance, sports organizatiane currently most frequenttifreatened by
destabilization of the working environment closely linked to fundamental changes in the
external environnm of the organization, the negative impacts of the CO¥®pandemic
(canceledevents, closed venueseduced or no access to trainifigy athletes). Another
important factor is the conflict in Ukraine, which puts international sporting events at risk, or
the participation and participation of foreign athletes in sporting events in general. In the
Slovak Reublic environment, there arg@exific other risks, such as funding cuts and the
subsequent lack of financial resources in the organization, whicheamgain causes of their
failure. One of the most pronounced problems of today is the energy crisi$, edrites
several risks for spts organizations, mainly related to the almost unsustainable operation of
sports venues. Closely linked to the energgi€ns the political instability, not only at the
national level but also across the whole of Europbiclvis also affecting the warg
environment in the sports sector. In terms of the internal environment, the risks stem mainly
from cultural and intgresonal relations, insecurity and unsuitable working conditions,
inappropriate management, lack of ogpaities for career progressi@and development, and

lack of recognition for individuals and groups. The physical risks caused by the effects of the
COVID-19 pandemic on the health and performance of staff, which will continue to occur in
the long term, mast also be taken into accoynB u g a n o v 8 Heutd 8&lo.v 82 (2 2 ;a |

Experts dealing with this issue also mention the following risk factorsir gports
performance and its impact on club funding and fan interest, rising costs associated with the
current economic situation, loss of fan intérasd subsequent ecomic and performance

decline for organizations, problems arising from injuries tdetts, or the low number of

sports venues and their inadequate condition, often requiring major renovation. A particular
factor, in this case, is thaolitical obstaclesaccompanying the acquisition of some foreign
athletes as a result of the Russianckttan Ukraine( Ad 8 ;m0 R O ; Buganovs§ et
Hr abek et al . 2020; Ma r s h Furthérrddde, organidtiénk k o v §
operating in the field of sports face a range of business, innovation, and social risks that also
have a diectimpact on her internal environmentOliver 2006;KedarLevy 2008).Business

risks are most often taken by team owners and organizations offeringmilidth contracts

to athletes based on the assumption of their future performance. In addition, the cost of
expandhg stadiums and in@asing franchise fees add to the operational risk. Similarly, event
cancellations are generally considered to be a type of event failure. In this area, several main
reasons have been identified that cause event failure: deficiencgstégic planning ad

financial decisiommaking, increasing competition in markets, conflicting and socially
unacceptable behavior of participants or adverse weather conditions, military conflicts, and
epidemicqPocztaet al.2020.

Thus, the performamcand success of a sfds organization aratgely dependent not only on
financial security, efficient management, and material and technical equipment, but the main
and decisive factor is the employees or human resources. Satisfied employees are good
empbyees who can perfornbetter in meeting theineeds. To provide them with a stable
working environment, sports organizations need to implement risk management in their
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management systems. They can make use of the ISO 31000:2019 Risk Management Standard
- Guidelines, which appito all types of orgamations. Prevention in terms of risk assessment

and management will enable them to prepare for adverse circumstances that may arise from
the nature of their business environment, enabling their employees toimarkstable
environnent and focus on theperformance, and thus also be able to improve the overall
competitiveness of their organization.

4. CONCLUSION

The business of sports, like any other business in general, takes place in an environment that
is inherently unstable anéxhibits a high degree of variability'he factors that cause this
instability therefore also affect the sports organizations themselves and fundamentally
determine the degree to which they succeed or fail. One of the main taskmotaiions
operatingin such an environment is to ensutee thighest possible degree of stability
regarding the conditions of their internal and external environment to create a stable working
environment that enables their employees to improve theiomp@hce. It is the foic of
employee performance that iseoaf the key issues in sports organizations, as their success or
achievement is measured, among other things, by the sporting results they exhibit.

It is imperative for employers to be aware thaipoyees represent erof the key resources

of any organiztion, as their potential and ability to perform satisfactorily are directly linked

to adequate working conditions and the working environment. To this end, it is necessary to
continuously highlightthe potential risksassociated with ensuring appropriaterking
conditions and, in particular, their importance in motivating, and enhancing the satisfaction
and performance of employees in sports organizations in Slovakia. Not only retention but also
the ability to attractquality employees is one of the keyridnutes that sports organizations
should possess to survive, and cope with crises and their future development. Emphasis on
this area should therefore be an integral part of the sports busg#dss it
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INVESTMENT SECURITY FOR THE CREATION OF NEW JOBS IN THE
AGRICULTURAL SECTOR OF UKRAINE

Nadi'a DAVYDENKC
Zoya TITENKC®
Alina BURIAK’

Inna DEMIA NENKO?

Abstract: The welfare of the population living there is at the heart of the recovergearelopment of

rural areas of any country. Today, lack of jobs, unemployment, is often a problem in Ukrainian
villages Employment of the population in ruratems has its own character and peculiarity. The most
acute problems of the rural population areverty; labor migration; unemployment; decline of social
infrastructure; the deepening of the demographic crisis and the death of villages, which are directly
related to the sphere of employment. Population employment is one of the main indicators of
trandormational processes in the economy. A characteristic feature of the rural labor market at the
current stage is the preservation of a letegm negative trenth the growth of both open and hidden
unemployment among the rural population. The crisis inl#sé tenyear period led to a sharp
reduction in the demand for labor both directly in rural areas and bey®hd.purpose of the article

is to determine dirgtions of investment support for the creation of new jobs in the agricultural sector
of the econmy. The practical significance of the work is that the author's conclusions, new provisions
and factual material enrich the source base of the researchedgonoleixpand the cognitive canvas of
economic literature.

Key words: demographic crisisnvestmensupport, jobs, rural settlements

JEL Classification: E20, E27H32, J10, J43

1. INTRODUCTION

In the light of the activation of the European vector & tievelopment of the economy of
Ukraine, the implementation of the European experience in the development of rural areas is
gaining special relevance. At the current stage, the main problem a@éveopment of rural

areas of Ukraine is the reduction afal settlements and the aging of the population. Ukraine
has significant agricultural potential with scientifically based technologies and experienced
personnel. However, agrarian and land refdedso a socialemographic crisis in rural areas

of Ukraire. Thus, over a long period of time in Ukraine, the population of villages is
decreasing, the rural settlement network is shrinking. The changes that have taken place here
during the past quarterf @ century are amazing. Thus, at the beginning of 202te tivere
officially 28,254 rural settlements in Ukraine, which is 408 units. less than on the date of the
last preliminary survey (01.11.2005), conducted by the State Statistics Service of Ukraine
(Lanchenko, 2019)and by 616 settlements less than atlibginning of 1990. In addition,

394 settlements (1.3% of their total number) had no population at all, but they were not
removed from the register. The reduction of the rural settlement networkceasipanied by

a significant decrease in the density & tiral population both in Ukraine as a whole and in
individual regions.
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2.PROBLEM FORMULATION AND METHODOLOGY

Yes, we believe that unemployment and poverty of the rural population remain ihe ma
problems hindering the effective development of ruralagreThese processes led to
significant migration processes observed in Ukraine in recent years. An important place is
occupied by pollution of the natural environment in rural settlement netwwtksh is far

from the incentive that makes the rural artteaative for investment. Such trends led to the
flow of negative consequences not only in rural areas, but in the entire state. Under such
circumstances, a necessity ariaegvation of entrepreeurial activity as a key driver of soeio
economic developnm¢ of the village. It requires the implementation of a comprehensive
comprehensive policy for the development of rural areas, which would provide for the
creation of favorable conditions and therrmhation of a favorable environment for the
existence of busess in the agrarian sector of Ukraine.

In the process of research, general scientific and special methods were used, in particular:
dialectical - to determine the relevance affteoretical basis of the investigated problem;
abstractiogical - for determning the essence and relationship of economic categories and
forming conclusions; monographic, econosstatistical, system analysidor the study and
analysis of soci@conomicindicators of the development of the agrarian sector; graghic
processig and providing visualized information, generalization methifod summarizing.

3.RESULTS

Activation of investment activities of agricultural employers of Ukraine gre&t importance

for reproductive processes in the agrarian sector of the ecorfodiraine, improvement of

the structure of means of agricultural production, quality of manufactured products and
increase of jobs in the agrarian sector of the economy.urgatisfactory situation has
developed in the field of employmenthere is a rapi reduction of the labor force in the
agricultural sector, but alternative jobs have not been created, which increases migration
flows in the direction from the village tbe city or other countries of the world.

Agricultural enterprises invest mainly fachnical renewal and +eguipment of the machine
tractor park to ensure the timely implementation of all dgobnological techniques. A
positive trend is the increase the amount of capital investment in the construction of
premises (buildings and sttures), in particular for animal husbandry, and their
reconstruction. Reproduction of the fixed assets of agricultural employers requires a larger
volume of investmentspecial credit provision of working capital, the formation of a system

of state supprt and the corresponding organizational and economic mechanism of investment
in the agricultural sector. Deterioration of indicators of financial and economic activity of
animal husbandry caused their investment unattractiveness, which made furtherajrtheth
agrarian economy impossible.

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

Indicator 2017 2018 2019 2020 2021

Capital investments in the economy

o ; 448461,5 | 578726,5 | 623979,0 | 508217,0 | 528802,0
million hryvnias.

Growth rate of investments in the

o 1247 129,1 107,8 81,4 104,1
economy, %

Capital investments in agrculture,

- 63400,7 65059,5 58555,0 50189,0 49127.,4
UAH million.

Specific weight of investments in

agriculture, % 14,0 11,3 9,4 9,9 9.3

Growth rate of investments in
agriculture, %

127,6 102,7 90,0 85,7 97,9

Source: calculated by authors based on d&tanasyuk, 2022

- capital investments in the Ukrainian economy have been growing in recent years, although a
noticeable decrease in this dynamic2@202021 due to the Cowvidl9 pandemic;

- capital investments in agriculture have slightly decreased sirk® @mpared to previous
periods;

- the specific weight of investments, as well as the rate of growth of investments in
agriculture, shows downward trend, which partly demonstrates the real state of the sector's
investment attractivenes&t the same timethe indicator of capital investments in the
agricultural sector has an unstable trend, in particular, investments in the sector are
disprgoortionate to production, as shown in Figure 1.

Figure 1: Comparison of production and capital investments in the atigultural sector of
Ukraine.
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= Capital investments in agriculture, UAH billion
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Source: constructed by the authors

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

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

Source: Compiled by authors based on detanasyuk2022

According to Table 2the share of agricultural production in the economy has decreased by
4.2% over the past five years, which is quitengigant and indicates the gradual loss of
importance of agriculture in the economy. In 2020, the growth of added value in all industries
amounted to 5%, and in agribusiness it decreased by 1%. In addition, there are also certain
problematic aspects of &ssing the effectiveness of the current model of agricultural
production development, which are associated with the formation of an noéa@lstructure

of industry specialization, when the gross output of crop production significantly exceeds
livestock poduction (Kernasiuk, 2022).

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

An importart element in the assessment of investment potential is thebeiath of the
population, which is expressed in the abilityhtve a stable job and a high salary. 17.1% of
the country's population is employed in agriculture, which is a fairly high indjcatd also
confirms the importance of this industry for the employment of the population (Table 3). In
particular, it is impaant for rural employment, which includes entrepreneurs and owners of
agrarian businesses. The analysis of the dynamics of emeidyindicates the unevenness of
work: the most employed were in 20418 million people, and in 2020about 9% of people

lost their jobs. But in general, the decrease in employment in agriculture is logical, since the
level of automation of crop and liseck production processes is increasing every year. The
average monthly wage in the agricultural sector was UAH 9,757 in. 2080ould be noted

that in 5 years, the level of wages in agriculture increased by 2.5 times, which affected the
interest of thepopulation to work in this field.

Table 3: Employment in agriculture of Ukraine

. 2015 2017 2018 2019 2020
Indicators
year year year year year

g‘gg;tl’:r of employed population, thousands of | /455 | 151564 | 16360,9 | 165783 | 15915,3
Employed inagriculture, thousands of people 2870,6 2860,7 2937,6 3,010,4 | 2721,2
Employees, thousands of people 5930 5844 599,5 6369,6 6213,7
The number of agricultural workers, thousands 569.4 558.1 5457 535.0 4999
of people
;hare of the populatioremployed in agriculture, 17,5 17,7 18,0 18,2 171
Share of employees employed in agriculture, % 9,6 9,5 91,0 8,4 8,0
Labor productivity in ageulture, thousand UAH 624,0 755,4 867,7 928,6 857,2
Average monthly salary in agriculture, UAH 3309 6057 7557 8856 9757
The share of agorarlan wages in relation to the 78.9 85,3 85,2 84.4 84.2
average wage, %

Source: calculated by authors based on déanasyuk2022
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According to data for 2020, the average salary of the population in agriculture is 84.2% of the
average salary in the country. At the same time, the peak of wage growth in agriculture was
observed in 2012018, after which the level of wag in agriculture decreased compared to
other sectors of the economy. Today, the automation of agriculture sdemd a
cornerstone of its future development, as the reduction of labor costs leads to a decrease in the
cost of production, which allows m®export contracts to be concluded.

At the national scale, the directly proportional impact of investment volumes on the
employment level is confirmed by the results of research by Yu. M. Marshavin. He
substantiated three levels of influence of investsent the functioning of the labor nkat.

At the first level, investments form the quantitative and qualitative composition of jobs in
construction, in enterprises and in industries that produce means of production. The second
level of interaction betweenvestment and employment consistsha formation of new jobs
created at the stage of investment impact of the first level, and the modernization of existing
ones. At the third level, investments, causing structural shifts in the components of the
macroe€onomic system, contribute to the @wmpment of highly profitable industries and
enterprises. The elements of labor market regulation are defined as: investments; interest rate
on loans; taxes; net export; consumer spending; developmentrepreneurshi(Marshavin,

2013).

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

In the agricultural economy of Ukraine during the last decade, thereesddf increasing
investments, but the social and labor problems of the development of the industry remain
unresolved. In connection with the intensification, introduction of inatiens and
improvement of technical and technological equipment of any ptimhy the problem of
"substitution of labor by capital" ariséZoyarna, 2011)However,due to the conservative
features of the development of labotensive types of agricultat activity - cattle breeding,

pig breeding and fruit growing, where automat electrification and mechanization of
technological processes have already reached a high level, and many labor techniques are
difficult to adapt tothese processes, then suehproblem is less threatening in ensuring
rational employment in the fiel@akharova2010).

G. T. Kulikov, having studied the methodological and practical principles of creating new
jobs, generalized the value approach to thesessmen({Kulikov, 2015). This is necessary

for analyzing the costs of creating new jobs, forecgdgtieir number andalue for the future,
determining the amount of investments in fixed and working capital. A trend of increasing the
cost of creating one workplace in Ukraine has been established, which indicates the need to
increase investment volume.is different d@ending on the country, region and type of
economic activity.

In general, the average cost of creating 1 workplace in the agricultural sector of the economy
is UAH 999.1 thousand. Then, in order to ensure additional rational employment in
agricultural entgorises of 938.7 thousand people, it is necessary to attract 937.9 billion UAH
of investment resources. Thanks to the increase in rational employment in the formal sector of
the agrarian economy, the state can receive additional finaresalirces of UAH160.6

billion every year (taxes and fees, savings from unemployment benefits and utility subsidies)
(Lanchenko, 2019).
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4. CONCLUSION

Today, the domestic labor market remains in a state of crisis, in need of change, as well as
adaptationd globalstandards. In modern conditions, the main factors affecting the processes
taking place in the labor market are: structural restructuring of the economy, in particular, the
predominant development of the agricultural sector; accelerated econamit;gnaeasing

the potential of entrepreneurship; scientific and technical progress, informatization of society;
state regulation of labor potential development, labor market and employment.

Among the labor market regulation tools, the most promisinghaee tlat take into account

the objective influence of global trends and are aimed at activating innovative employment,
entrepreneurial activity of the population, ensuring the balance of the educational services
market and the labor market, forecastithg volune and structure of demand and supply in

the labor market, increasing competitiveness of specialists and expanding the circle of decent
jobs. The development of organic agriculture in the countries of the world has shown a
number of advantages fdre village, which can be implemented in Ukraine as well: creation

of new jobs in rural areas; increasing the efficiency of the functioning of small farms due to
the diversification of agricultural products; increasing the income of agricultural entsrprise
and, asa result, increasing the budgets of rural communities, other positive social changes that
are extremely relevant for the state.
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EFFECT OF PERSONNEL ASPECTS ON SUSTAINABLE DEVELOPMENT
OF SMES IN THE VISEGRAD REGION

J§n DVJRSKH
Marinko GKARE 10

Abstract: The aim of the article is to quantify and evaluate the impact of personnel aspects on the
sustainability of small and ediumsizeal enterprises in the business environment of the countries of
the Vygehrad Gr oup. caBedmut oni acsaniple of 4,585 amalt dnd meaism
sized enterprises in four countries of the European Union. The questionnaire was filley tet
owners or top managers of the enterprises. Correlation analysis and linear regression analysis were
used toevaluate the scientific question and statistical hypotheses. The subject of the investigation was
personnel risks, such as employee turnpeenployeesrror rates, or employee interest in learning.
Sustainable development was characterized as the corspaliljty to remain in the business
environment for the next five years. The results yielded interesting findings. All personnel aspects
affect the sutinability of the company. Employee turnover is the most important determinant that has
the strongest ithuence on the company's survival in the business environment.

Key words: linear regression, small and meditsized enterprises, personngsks, sutainable
development, Visegrad region

JEL Classification: L22, L26, M51

1. INTRODUCTION

A characterist feature of the countries of the Visegrad Group is cooperation and common
interest in the framework of European integration. This regi@nahstratgic location in the

European Union because it is in the center of Eu(BpeicS z y ma Es k Bvorskgebal. 6 ) .
(2022 said, that there is a relationship (strong connection) between the attractiveness of the
business environment and the stage of thestoamation process of each country. It is typical

for the business envimme nt of the countries of the Vyge
Czech Republic, Poland, Hungary) that it is a young market economy (time: 30 pétairs

1989). Membership in thEuropean Union was an important step for every country from the

V4 regin. The positive impact on the business environment (BE) is considered indisputable

in every country (Buganova et al., 2021).

Witkowska (2007) thinks that the integration and impleraton of European policies has an

impact on several PP indicators of t#é region. The BE of the V4 region is affected by: i.
conducting business, ii. competition, iii. consumer protection, iv. environment, V.- SOCIO
economic cohesion policy and also pgltowards SMEs. The integration of these elements
supports the improvemenf BE and better quality of Bih the V4 countries. On the other
hand, NeginskIlI & Fifekov§ (2014) state that
progressed differently.

Risk is defined as something unstable, indefinite, related to a phenomenon that disrupts his
purposeful beavior. Significant business risks that negatively affect SME business include:
sources of economic risk (e.g. macroeconomic environment, monetary policy and interest
rates, corporate financing); market risk (e.g. loss of customers, intense competiti@n in t

i ndustry, mar ket stagnati on) (Virglerovs e
insufficient profit of the company, indebtedness of the company, outstanding receivables,

9 Assoc. pof., Ing., PhD., Faulty of Managementrad Economics Tomas Bata Universitin Zlin, Mostn2z 5139
7600L Z In,Czech Republic, email: jldvorsky@utb.cz.

10 prof., PhD.,Faculty of emnomicsand Tourism Juraj Dobrila Univerzitaf Pula, Za g r &abuh B0, 2100

Pula, Coatig e-mail: skare@unipu.hr
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inability to repay obligations) (Civelek et al., 2019); sources of pdlitis& (e.g. legislative
environment, state regulation and business support, state bureaucracy) (Kozubikova et al.,
2019); sources of security risk (e.g. accidents and external threats (floods, fire, ...), misuse of
information, low security (safety and dlth protection at work), property crime) (Hudk o v §

& MasS8r, 2018) ; sources of operati onal ris
capacities, old production equipment, low level of innovation, increasing number of
compl ai nt s) ()Bsaweli ak soertes d persgnnelriekl(edgpleyee turnover,

employee error rate) (Gede Riana and coll., 2020). She also defined other business risks, such
as competition and a narrower business environment (e.g. Dvorsky et al., 2021).

Research question: Does the management of personnel riskg #feecsustainable
development of small and meditsized enterprises in the countries of Central Europe? If
yes, what is the magnitude and direction of this effect?

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

2.LITER ATURE BACK GROUND

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

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

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

Many authors dealing with the relationship between human capital and economic growth
simply equate human capital with schooling (e.g. GRayenile & Scholarios, 2019).
Human capital is one of the determinants of economic growth along with land, labor, capital
and technological progress (Batt, 2000). HRM case studies show that employees' voluntary
efforts increase their productivity (Mura et &Q17). It also creates a competitive advantage

for the organization (Valizade et al., 2016).

It is important to develop positive interpersonal relationships between individuals working at
different levels of the organization (Alnoor, 2020). As employeeperated with others in

building socialinterpersonal relationships, this confirmed the need for employee association

and belonging (Afsar et al., 2018). The theories of social exchange and reciprocity explain
how fAthe behavi or of etemanesatieeuakty ohthede redationshipsk e r s
and influences the judgment of employees (Redmond & Sharafizad, 2020).

In 20172018, the authors investigated the perception of key sources of personnel risk on a
sample of 487 managers in the Slovak businegsien o n ment ( Hud8kovs§8 & Me
authors consider the following sources to be significant: high employee turnover rate,
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insufficient employee qualification, employee mistakes (industrial accidents) and reduced
wor k morale and dMasgp) i a2@l18@Hud8kovsg &

Ol 8h et al .-20182vestiyated penceiv2d rbrvancial risks among small and
mediumsized enterprises in V4 and Serbia on a sample of 2110 entrepreneurs. The sources of
personnel risk were formulated in the same way asinthesprous case study (
Mas S8r , 2018) . The results showed that S MEs
most intensively within V4.

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

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

3.AIM , METODOL OGY, DATA AND MET HODS

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

Data collection was carried out in V4 countries in the period 2019/2020. 8,250 SMEs in the
Czech Republic were randomly selected; 10,100 SMEs in the Slovak Reud80; SMEs

in Poland and 8,750 SMEs in Hungary. The following SME databases were used: CRIBIS
(CR, SR); Central Statistical Office of Poland (PL), Chamber of Commerce and Industry in
Budapest (H). Data collection criterion. First: only the owner of tpemanager of a small

and mediunsized enterprise (SME; SME up to 249 employees) could complete the
guestionnaire. Second: Respondents' attitudes must be homogeneous. The questionnaire was
distributed by anail address (online version) and SMEs were alsdated by phone. The
research data includes 1,585 respondents. The research sample consisted of 1585 (100%)
SMEs in V4: CR- 454 SMEs (28.6%), SR368 SMEs (23.2%), PL364 SMEs (23.0%) and

HU - 399 SMEs ( 25.2%). Only the owner or top manager of th& $hreinafter referred to

as the respondent) could complete the questionnaire.

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

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

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

Items Independent variable$ Persomelrisk (PER) M STD SK KU

PER: | assess the personal risk in .the company as reas{ ,gq 1058 | -0461 | 0418
and does not have a negative impact on my business

!Employee turnover is low and does not have a neg 2495 1232 | -0758 | 0483

impact on my business.

The error rate of employees is low and does not h

negative impact on my (our) business.

PER; Our employggs strive to improve their performance 2666 1055 | -0506 | 0.259
work competitiveness prevails among them.

SD Dependent variable$ Sustainable developmel(ED) M STD SK KU
As an owner (manager), | understand the obligatid
SD1  |prevent thefailure of my company and to take appropr] 1.604 0.832 1.244 1.674
and adequate measures to prevent it without delay.
SD; |Our (my) company is not in danger faflure in the next }
years.
Note M T mean STD 1 Sandard deviation SKi skewneesKU 1 kurtosis
Source own data collection.

PER:

PERs 2478 1115 | -0.517 | 0.506

2.346 1.130 | -0.221 | 0.649

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

Hi_SDi_PER;j: The selected indicator of personnel risk (PER]) has a significant impact on the
selected indicator of sustainable development of SMEs (SDi), where: i = 1.®hdicator of
sustainable development of SMEs; j = 1,2,3j4indicator of personnel risk.

The structure of the respondents with regard to the selected characteristics (extept fo
country of business; se¢able J is the subject of table no. 2.

Table 2: Structure of respodennt according to the selectedemographic characteristics

Type of Company Length of Business Operation Business Sector
Micro Business 61.6%| Less than 3 yars 9.3% Service 35.3%
Small Business 23.4%| 3i 5years 8.8% Retailing 16.3%
Mediumsized Business 15.0%| 51 10 years 15.8% | Manufacturing| 17.0%
Legal Form More than 10 years 66.2% | Construction | 9.8%
Sole trader 30.2% Education to Business Sector | Tourism 2.8%
Limited liability company 56.7% Relationship Agriculture 6.1%
Joint stock company 6.0% | Related 43.3% | Transportation| 3.3%
0, 0,
Other 7.1% Related to some extent | 32.6% Another area | 9.5%
Gender
Highest Academic Degree Not related 24.1% | Male 68.2%
Age Female 31.8%
5 ——
High school with school leavin 26,19 ;esesdthsgtVS\Zgr?arSSJf aﬁe 19.7% | Position in the SME
qualification ' ygars 30.0%
- Owner 26.6%
Bachelor 14.39| A9ed between 451 541 5g 5o
years
Ing/Master 50.0% o o
PhD 7 5% More than 55 yearofage | 21.8% | Manager 73.4%

Source: own data collection.
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Linear regression modeling (LRM) was applied to quantify causal relationships between
dependent and independent variables. All variables (SDs, PERs) are evaluated on the same
scale §amemetrics - 1 "strongly agree" to 5 "strongly disagree"). The statements are
formulated so that the respondents' positive attitudes towards the independent variables
(PERS) linearly converge to positive attitudes towards the dependent variables (&®s). T
assumption of normal distribution of variables was verified by calculating descriptive
characteristics such as skewness and kurtosis. Correlation afigbgisvise correlations of

the coefficients were calculated and the results were presented irdiechaorrelation

matrix. The #test was applied to evaluate the statistically significant pairwise coefficient. The
least squares method was used to estimate the regression coefficients (RC) of the independent
variables. K is statistically significantfithe pvalue of the test is less than the significance

level. The general form of a linear regression model (LRM) is:

LRM:SD= ob 1bPER JbP ER 6P BRA P ER G (1)

wheee: i = 1,2; i1 indicator of sustaimble development of SMEs= 1,2,3,4; ] i indicator of persomd risk

The verification of the linear regression model wagiedrout according to the regression
characteristics: MCG Multiple correlation coefficient; R2 Coefficient of determination,

Adj. R2 - Adjusted coefficient of determination, SEtandard error, Df. Degree of freedom,

SS- Sum of squares, MS Mean gjuare. The impact of negative dependencies between
independent variables in the LRM was verified by the variation influencer fadte; critical

value = 5 and above). Autocorrelation was not checked because the research data set is not
time series data.lle Shapirewilk test (SW test) was used to verify the normal distribution

of errors. Homogeneity of variances was verified adiogy to Bartlett's test. The level of
significance was 5%. The result was calculation and implementation in IBM SPSS Statistics
software.

4. EMPIRIC AL RESULTS

4.1 Verification of dependences between variables

The modified correlation matrix of dependerscigetween personnel risk indicators (PERS)
and dependent variableSH and SD») is presented in Table 3.

Table3:Overenmisl p§ti me dizPERsBbse me n n T mi

MCM SDi SD, PER: PER: PERs PER4
PER: 0.197" 0.227™ 1

PER: 0.218™ 0.159 0.492™ 1

PERs 0.189" 0.197™ 0.397™ 0.621™ 1

PER« 0.150 0.145 0.336™ 0.368™ 0.434™ 1

Note MCM i Modified correhtion matrix Statistical significant correlation on the level of significalic&%;
19" 5%™ |
Source: own data collection.

The results of the correlation matrix (see Table 3) show that there are statistically significant
dependencies between the qmemel risk indicatorsRER,, ..., PER). All dependencies are
positive. The strongest positive dependence can be observed betmpyee turnover
(PER) and employee error rate (PER= 0.621). On the other hand, the results show that the
paired corriation coefficients between PERs and :1S@&r between PERs and Share
statistically significant, but with weak positive value deparuies.

4.2 Effect of personnel risk on thability of the owner/manager to prevent thailure of the
SME

Verification of he statistically significant influence of personnel risk indicators on iISD
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shown in table no. 4.

Table 4: Verification of the effect of personnel risk on theSD1

Regresion characteristics

Multiple correlation coefficient 0.2509
Coefficient of deteriation 0.0629
Adjusted coefficient of determination 0.0606
Standard error 0.8059
Total number of respondents 1585
ANOVA - LRM 1
ANOVA Df. SS MS F- ratio
Model 4 68.9201 17.2300 26.5269
Error 1580 10262572 0.6495 p-value
Total 1584 10951773 0,00
Estimate and verification of regression coefficients
Independent RC SE t-Stat p-value VIF
variables
Constant 0.9962 0.0669 14.8861 0.0000 -
PER: 0.0799 0.0225 3.5579 0.0004 1.5842
PER: 0.0772 0.0224 3.4501 0.0006 2.1768
PERs 0.0422 0.0142 2.9718 0.0122 1.8727
PERs 0.0385 0.0218 1.7657 0.0776 1.0146

Note RCi RegresionCoeficient( 6. bs); t-Stati Studenitest criterion Source: own data collection.

The results (see table no. 4) show that the proposed regression model of linear relationships
between the ability of the owner/manager to prevent the failure of SMEs and itte¢arslof
personnel risk is statistically significant-(&tio: pvalue = 0.000). The proposed regression
model explains only 6.06% of the variability of the dependent variable. Statistically
significant SO indicators are: PERPER and PER. Now we praeed to the formulation of

the linear regression functions:

LRM:: SDL= 0.996+ 0.079 P E;R0.077 P EER0.042 P ER0.039 P E;R U (2)
kde: SD. T ability of the owner/manager to prevent the failure of SME 1,2,34; j 1 indikator of personnel
risk.

VIF test values did not demonstrate the presence of multicollinearity in the regression model
(see table no4). Homoscedasticity was confirmed (Bartlett's testalpe = 0.376). The
normal distribution of the deviations was confirmed by th&/ Sest (SW test: pvalue =
0.271). Hypothesell;_SDi_PER, H1_SDi_PER aHi SDi_PER are acceptedHypothesis
H:_SD._PER rejected. The positiveffect of personnel risk indicators on the ability of the
owner/manager to prevent the failure of SMEs has been proven.

4.3 Effect of personnel riskon the danger ofailure of SMESs in the next of 5 years

Verification of thestatistically significant influence of personnel risk indicators orp &D
shown in table ndb.
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Table 5: Verification of the effect of personnel risk on theSDz

Regresion characteristics
Multiple correlation coefficient 0.2545
Coefficient of degrmination 0.0648
Adjusted coefficient of determination 0.0624
Standard error 1.0942
Total number of respondents 1585
ANOVA - LRM2
ANOVA Df. SS MS F- ratio
Model 4 1309948 32.7487 27.3549
Error 1580 18915390 11972 p-value
Total 1584 2022338 5.54E-22
Estimate and verification of regression coefficients
Independent RC SE t-Stat p-value VIF
variables
Constant 14913 0.0909 164137 0.0000 -
PER: 0.1780 0.0305 5.8373 0.0000 2.5742
PER: -0.0132 0.0304 -0.4356 0.6632 2.4585
PERs 0.1233 0.0329 3.7460 0.0002 2.1760
PERs 0.0447 0.0296 1.5106 0.1311 1.0789

Note RC i RegresionCoeficient( 6. bs); t-Stati Studenitest criterion

Source: own data collection.

The results (see table no. 5) show that the proposed regression model of linear relations
between thelanger offailure of SMEs in the next of 5 yeaend personnel risk indaors is
statistically significant (Fratio: pvalue = 5.54E22). The proposed regression model explains
only 6.24% of the variability of the dependent variable. Statistically significaptriglizators

are: PERand PER. Now we proceed to the formulatiohthe linear regression functions:

LRMy: SD; = 1.491+ 0178 P EIR0.013 P ER0.123 P BR.045 P ER U (3)
where SD» T danger offailure of SMEs in the next of 5 yeajs 1,2,34; j T indikator of personnel risk

The values of the VIF test did not demonstrate the presence of multicollinearity in the
regression model (see table B). Homoscedasticity was confirmed (Bartlett's testajue =
0.280). The normal distribution of the deviations was confirmed by-Wet&st (SW test: p

value = 0.233). Hypothesed> SD» PER and H>_SD» PER are accepted. Hypotheses

H> SD» PER and H2 SD» PER were rejected. The positive impact of personnel risk
indicatorson the danger dailure of SMEs in the next of 5 years

5. CONCLUSION

The aim of the articlavasto quantify and evaluate the impact of personnel aspects on the
sustainability ofsmall and mediursized enterprises in the business environment of the
countries of the Vygehrad Group.

Empirical results have shown positive causal relationships of selected personnel risk
indicators on the sustainable development of SMEs in the couatfies t he Vy gehr ad
The owner/manager's perception of the presence of personnel risk in the bus@ess (R
0.079), workforce turnover in SMEs (R= 0.077) and the error rate of employees in work
activities (RC = 0.042) are significant factors that deténe the ability of the owner/manager

to prevent bankruptcy SMEs. The perception of the presence of personnel risk in business by
the owner/manager (R= 0.178) and the error rate of employees in their work activiti€s (R

= 0.123) are significant factothat determine the threat of SME bankruptcy in-geér

39



Conference proceedingsCHALLENGES, RENDS AND INSFRATIONS
WITHIN THE LABOR MARKEZ(022

horizon. These partial conclusions support the fact that the management of personnel risks
affect the sustainable development of small and medigad enterprises in the countries of
Central Europe.Explicit evaluation of the scientific question is YES. The impact is
significant, but there are more factors that determine the sustainable development of the SME
segment.

The limiting factor is the location of the research, which consists of only fowwnse@f
Central Europe, and the findings are marginal considering the size of the business
environment. Another limiting factor is the reporting value itself, given the fact that the
attitudes of owners and top managers are often influenced by internakimdal factors.

Also, the statistical apparatus used in the analytical part has shortcomings, especially in the
investigation of causal relationships in only one direction. Also, the vafuie coefficients

of determination of the models (LRMindLRM>) indicate that there are several factors that
were not investigated in this article.

The authors' findings are significant for SMEs in the V4 countries; for educational companies
providing programs and courses dealing with human resource managerttenkoowledge

of owners and top managers in SMEs and national politicians who map the business
environment and make proposals for its improvement.Future research will focus on
identifying common and different characteristics among entrepreneurs fromuvitries in

the perception of other business risks, such as market risk, financial risk and legal risk. The
authors would like to prepare a new questionnaire with the attitudes of entrepreneurs during
the COVID-19 pandemic. The authors believe that theualéis of SMEs among the V4
countries will bring additional common, but also different characteristics.
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VAVOJ SOCI CLNEHO SYSTEMU V SLOVENSKEJ RE|

1993
DEVELOPMENT OF THE SOCIAL SYSTEM IN THE SLOVAK REPUBLIC
AFTER 1993

JaroslavE H K

JaroslavHOLOMEK*?
Abstrakt: Zal i at kom devaédesiatoydras%okls&oisn:kimunto@hoznset\
politickej situ8cie v postkomunisticklch krajinst
soci 81 nymi zmenami prich8dza aj utjr¥acnes froo kg cis &
transfor mal n@nskpjrepulikes yoj en®l ®s@vezvygovanzm efekt?v
V nagej pr8ci si pribl2gime postupnl vIivoj tran:
republ i ky. Taktagg®§wlq3h®dbil§lg§ me o0 @ i8 & Wam e ji lae giesjl
pod upnl hi storickl wvIivoj. V poslednej | asti S i p
republi ke a | iastolne zanalyzujeme ich dopad na

KO¥l ov ®sasil SolvnSa: spali i§tl inksaocTi Eddwmkyy srysfi o rpmalcre s s

Abstract: At the beginning of the nineties of the last century, in connection with the radical change of
the political situation in postommunist countries, which is connected végtitial, economic and

social changes, th&ransfamation of the social system also comes. In the following years, given
transformation processes in the Slovak Republic are associated with increasing the efficiency of the
social systemln our work, we willapproach the gradual development of trmmmational processes

in the social system of the Slovak Republic. We will also take a closer look at the basic principles of
social legislation in the European Union and its gradual historical development. llagheart, we

will take a closer look athie stricture of social expenditures in the Slovak Republic and partially
analyze their impact on the state budget of the Slovak Republic.

Key words: social expensesocial policy, social system, transformatiompess

JEL Classification: 0520,P340, P357130

bvOoD
Na %%zem2 Slovenska sa so RBR®dmc Bl Ryghlrdks kde st e n 2
ako uvsg§dza VeleSa (1996), p o Vv rioku 11887, poviine t e n T
p oi s erson & roku 1888. Tieto poisteni®va k ¥as k u r oz g2 r iokul9pGe nzi j n|
Dani8&8kon bol po vzni ku Leskos!| ovrekn %9 nahr
NositeOom penzijn®ho poistenia podOa tohto
Vykong8gval penzijn® poisteni e, ktor® bol o |e
[

spri8nvaloi,dm@mocensk®ho a starobn®ho poisten
vykong§vala BDstredn§ soci &8lna poisSovRa v Pr
1939 zriadila vlI8da v Apr2li 1939 ©Dslaredn¥
verenop Svna a zabezpelovala d*chodkov® aj nemo
novembra 1940 sa ®Dstredn8§8 soci&8lna poisSov

soci 8l nu p&imsSokRw,rey vznikli poisSwetacie o
poiseni a. Tieto vgak zabezpel|l oval. poi ©okueni e |
1948 aupevnen? mo c i Komuni sti ckej strany, s a

UClng.), TnUAD, rzTrt an Al @xak@ rainiBuGh lualeml wk® TRr,em®l 2n, SF
e-mail: jaroslav.ehn@tudent.tnuni.sk

2¢prof, RNDr . kauBGiBrzith AlexahdreeDul) é laamesv| Tme, Gtudentsk§ 2, 91
e-mail: jaroslav.holomek@tini.sk
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pol itiky. Od roku 1952 sa prebenireddiByss ha
Sl ovenskom Yr ade d!'chodkov®hodambdjezpbl asi a.
zrod2n na gt 8§t , ktorl zogt§&tni.l prostriedky
politiku =za pomoci podsyst ®movs osdikird ool 1 v s
soci 8lna |innosS gt8&8tnych podnikov a drugs
odborov®ho hnutia (ROH) a z8ujmovich organ
d*chodkov®ho zabezpel| e BratslaveS pd Fokwa IP @ * cdhoogd koo v
kviznamnej zmene vo vikoweS§kooo®l hehbtambezp
od| l eni l vikon d!chowdkkown®hme mmataskedheonippoias
poi sSovRa)

Koncom 80. a zaliatkom 90. e6Rakvp20useadmiroh
vichodo eur-pskych gt&8tov stalo centrom soci
Cel kov § regtrukturaliz8cia hlavne v ekonom
pl 8novanej ekonomi ky na ekonomt kgekbomiev ¥ pri
spojen® s takimi fenom®nmi, aklimi boli nezan
chudoba a skokovl n8rast poltu bezdomovcov.

prehl bovanie soci8lnychinajoswycitifmeh®d®an®ban
spom2nanlch gt S8tov.

Prvou zmenou ¥ o mt o smere Vv Leskosl ovensku bol o .
zabezpelenia a nemocensk®ho poisteni a, kKtor
Sl ovensk§8 spr §va ianceboyscoecnis&l®hyoc lp oviesat2e nn §r odn 1
dichodkov®ho zabeBpeolvemiskesa splrBiviyl s oldto Brl & e
pltsobila dolOXv¥ngmcirokuvansf or m8ci erokis D903 §I| ne|j
kvytvoreniu NS8er,odhntegt §d o8 s\Seorvenj nop rz&@vhmradwo viah gt
zdravotn® poistenie a fondy soci 8l neho zabe:

nefunkl n® vzhOadom na ©principi8lnu odligno:
organi zal nom8 rusdraSioapheein 2 DM n § sanutvol | nzo§&kS avdy ty
zriadenie pluralitn®ho sSysti@mhuwefdrpaov stSoivanh |,
svoju | iokun1®85S Soci 8§l na poisSovRa tTmto krc
kompetenci e n as kwihloemp adi'schhc @hov ®ho wzabteizeg| e
relat2vnu nezfedasbosBvbdhvigdevantnlich minis

fal g2m medzn2kom Soci &l§kejn ap wi ssSocvi rEil noarl g opi
Zz,ktorlI m umogni | Raspulténielot dcrh& drkeodvee jS ref or my . Ta

sa zal al reformovaS syst®m soci 8l neho zabezj
soci 8l ne poistenie, prilom vykong8vateOom je
nemocenskom poioan epnddi,s Vak'aRloodlkmovwoi st en? sa p
poi sSovne rozg2rila o poistenie Vv nezamest:Ht

poi sSovRa prevzala od N8§rodn®ho %radu pr8ce.

Cl EOMEATODOLCGI A

Hl avnim cieOom nagej 9Ir§e @musierske)republiteod T vo | a
jejvznikuvroku1993a denti fi kovasiabjehossriBmb&h a

ldenti HekBci pchaa jedgotlivTch Skovegskej repliteo j a s o
ai ch vichod?sk. Anal liz&al nse@dlppeaia®ino as g § e@uU s9g

str 8mrkeyd.i kci a alternat2v Nal gieho mogn®ho v\
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RI EGENI E PROBLEMU, VhSLEDKY, DI SKUSI A

1. Soci 8lny syst®&m po roku 1989

Radi k8l na zmena na zaliatku @tdadovebkbeh26bl as
spol ol ensk®ho givptaeskedyVyoeghekeajpotepunkl i k)
zvykaS ni el ekonomickejd mepypd§r skej 0 bmeansat ip,r i &gll ea
prostredn2ctvom formovania novej soci 8l nej p

Vtomtoobdob? Sl ovenskS§8 n 8#3zdaveinbra E09@a @tr§tj md ja s®B
soci 8l neho. zabmt p ebbl@zkabbeeozmd |Ydre® i e vIi konu dtc
zabezpaelramacensk@Phospoéedmnadtastm eo rcgssgnrodve lyo s
zdbezpel enioar T mi bol i

- Ministerstvo pr8ce a soci 8l nych vec?2 Slov
- Slovensk8 spr8va soci 8l neho zabezpel|l eni a,
- okresn® spr8vy soci 8l neho zabezpeleni a,

- krajsk¥®av%uokhdesn® Yr ady

Ministerstvo vn¥tra gisteovspavodlikostijSloverskeurdpublikik y a |
vo veciach wustanovenTlch 2z Skhenocmke)cstarssttivosti §1 n on
vozbrojenlch sil8&8ch prihl8omud . n®0¢%%LOBS| ace
li z.| P»2/0R9DW.2&8kwon/290905@ Bt nu spr 8vu soci 8l ne
vykolh8vmozsahu ustanovenowr otzimetdoz 2z §&k8oknoonna 4 j.
PodOa »8§kgotn8at n e j Sspr 8veel edwaii 81 nlediloy zarbge&mov
nasledovne:

Ministerestavgon ERaRk o Sustrednl o BRMEmMe gsddin&ljn
z ab ez p eodpevedale zavyprawmvanie koncepce soci 81 neho rmdilbezpel ¢
akontrolbovalov T k on §tv§t nve js oscpir§8 n p ¥l avaldsaz pneal eunzza t v §r
medzodrBirchvvzmloi 8§l nom zawmebigebbn2 z nabéz pelp
aspolupraovalos i nT mi gt 8t mi V . s d@ik§ li edm nmmd ima dnpoSgl ne
posudkov¥ komisiu soci 8l neho zabezpelenia na
sch@nosti Minist er pr 8ce a soci 81 nymadhovlecrta SZ Sokvleandse
z8kodatraRovaS tvrdosti, Kkt orh® szaa bveyzspkeyltenn¥ ap

Spr8vy soci 8| neyhkoo hBalme Bp eilee riadbezpel eno e na
z a b e nig eneneocens ® h o poi utdkmiva posrnosti soci 81l
poskytovania gt8tnych soci 8l nyS8honé&mo&k] ana ¥
soci 8l nej Sltoawreonsstkl 8§ voprnt8§va saokd §8dmedhm sptaBtery p
vwkonlBgaci 8l ne zable apkertrebmal e k r ersina®l i spr 8vy S C
zabezpel eni a v rdoaznskagnkuo rRasiti.a n o o cimseeastyea bof
samostatnou priSajai e koabrui aodsiotbeoQu,. k1 @ od®H & vay mer
minisler. Okr esn® spr 8§vy somal§i na hussreeabie&dbmlue ni a
plnenia povinnost v soci 81 nomorzepabieizzpgeeied ket or ® podOa z
100/1988 patrii:gt 8t ne podni ky, gt 8t ne hospod®r k&t c
organi z8cie, drugshsek®®opbpgganigé&€cee, depohplge
okresn® Ssprsg8vy S o cpriSwkoreShwa n z a betzHted eejni as pr §v
zabezpel eomaiab |[pos&kmta or gani z §ako gaodpovetibw r n¥a p
rozsahu svojej pltsobnosti za Yl el n® vynakl a
ktorT mi ilhospodG&ri

Posudkov® komzahbhezpmpolce il amehbmd $ udzadvaaNmivea n ®d rna
stavu a pracovne.jSlowcshkosp n®msrt § \8dorbd ha ommldab e z p e |
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poveri S okresn¥% spr8vu soci 8l neho zabezpele
inval i ditu, |l iastoln%% invaliditu, al ebo I n
soci 8l neho zabezpe!emioainTmaW,zz§m<IrI2a[daadnmed\zinh
odvodaok pr2padoch na Yzem? cel e]j Sl ovenske
spr8vy soci 8l neho zabezpelenia.

Krajsk®ean® Yestedy y§bh &t mepovevrBhoggt §t nej spr &
v obl algejdstarot o vioS t i a gtdB8wodprpr 3davigbmigboha de

pr 2 pdhlat gr2davkophe ntavundekeéj vsg§tnanet soeimdlt hych
za Yspoluprao v S obcami, zdrugeni ami obt &t nymi§t n
organi z8§ci ami, oblamnskymdbondpufmhovahanatci a
obciam a organi z8ci §mSoamio§Inu pstmeorco sat | viyvkoosnS
ng8vrhov a podnetov.

V. toku 1993 doglo v r8muiy tkrmineh®ohmtm8cii @n 8
usporiadara a vytvoreniu veN@joompeSvmeis sSagn e .t Yl in
dve nov® z8kl adn® skutol nost.i

1.zl %l ila wvikon zdravotn®ho poistenia, nen
zabezpel engtai wbig em@jefjt i omi mamostatnl mi fond
22v nadva@aznosti na novY% daRov% s¥“Wstavu odl |
gt 8tneho rozpoltu a vytvorila tri samostatne®
Z pr2spevkov gt s8gtu.

Spojeniez d r a vooptoni&ht eni a s fzoakdemd p es cecnii &l nsedh ol ason
nefunkln® vzhOadom na ich principi8lnu odli
organi zalnom wusporiadan? N§rodne,] poi sSovne
pluralin ®h o sxarnt@®mot nT ch poieg Spwn sSaiv@leai §voj u | |
ako verejnopr 8vnaationntai tz’8kil aa dwe rzd8kkw nl1la9 9 5

2.VIi voj po,tramlsd 020nE4£i a syst®mu zabezpelenia 1
Prijat?2m 28RosocE nloom 4éh st ®Iniz2 naj v znovadoeg j §i e

hist-rii s®lcogemselkapwliti kemem@Zomemyk anaegjvail $t an
d* chodkov oatarpaoziosvtoem 2poi st en?2 . P:sobnosS Soci
poistanie v nezarestnanosti agr an| n® poi steni e, ktorTch age
N8§rodn®ho Yr adastalipj Sve.obZmsny vIiberu poistn®]
|l i nnosti. od 1. janu8ra 2005 pribudls Soci
realou z8tcardobcrh®hdok ov®ho sporenia, t.] druhTm
rgmci starobn®ho dt*chodkov®ho Ssporeni a poi
postupuje ich dtchodkovim spr8§vcovskIim spol

d*chohkpuwpben?z,

Ngg va@|ggeadn® zmea blasatluddladzlnod/kov@ho zabezpe

Sika aGpankov§g§ (2015 keN kongtatuj Y, ge des:

d*chodkov®ho syst® U VYyznaduuvedisti/ic i € a slga menemae

hovbdt!sgagbo®mna oveOa vy frapsparentnostisrpd soPxl uf
hodkov

—

z8sl u

urlovania vIigky dtc . Od j a tractBpilierov.2 005 p
Z8kl adnT , prvil ppileiberavsmmolhéhwal kdiv ®dteaia, p o i
zabezpel uj %ci poi stencom spORaj %cim z8konn®
pilier je doplnenT pilierom druhTm, ktorl boc
z8kon zav8dza do d* cho dknodv Rhlac@soysgktk® reur i®p 0sj ae n
vytvE8ra na osobnlch % toch spravovanlch dtch
saot zv. kapitalizalnipdvimippiiéeereom gtedétaypo
d*chodkov®ho poi st esn' a d o®blanee®r? mdovnp i 2pai ld oi geernel m
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dobrovoOnosti. Tento pilier vznikol na z8kl a
123/1996 d opl nkovom d!chodkovonpopdooibsntee n&2k oz adweushtn
pilierom kapital@ zmillohi@a kRO ivd vidndidyanvi kon ¥l
sporenia. Spojen2m vgetklch troch pilierov
zmi eganl syst®m d!chodkoe®gé mizabez aelaemi a,d
anoveliz8ciami fbmguje do s¥ asnej do

3.Sy®m soepetr et a v

Z8kl adn® vichodisk8& soci 8l nej | egi sl at2zvy E
zmluvy z roku 1957 A j keN R2mske zmluvy s¥% zameran®
hospod8r skys ¥mowmoio j z DkelenevnetnS® maej Eair - pskeho spo
zamer as®cingl ny pokrok, zamesfabh9gdsS pastswpnl§
eur - pekhejslsaci 8y nej obtadulOkpeluvtedenl v

TabuOkRr ethOad najviznamnelj @2l dd adytkurmemyt os o a
zameran2m na soci 8l ny obsah

1. |R2mska zmluva o galmeGdm2anmHS,r sokt9%F71na ochrana, k v g
2. |[ESCH r . 1965 a jl19 z&8kladnTch | 18nkov + 4 dodat kov @
r. 1988 ob] anov
3. [Revidovang ESCH |[novl impulz ESCH, zohOadRuje z8&8kl ad
4 |Jednotnl eur  -psklyo®ki pohyb PS vygadoval vyggiu mie
5. [Koncepcia eur -pslcharta z8kladnTch pr8v pracuj ¥%cich,
priestoru r. 1988 (J. Delars)
6. Maastricht sk§g zmnov® znenie R2 ms ke zmluvy venovane
o EBD) spol upr 8ci
7. |Zel en8 kniha weurfrozvoj eur -pskych trad2ci? vzdel §va
politiky r. 1993 eur -pskeho vedomi a, spolol n® hodnot
pr2legitost?2)
8. |Biela kniha rastu, pracovn® pr2legitosti, invest2cie d
konkurencieschopnosti a zamestnanp r 8 c e , rovnak® pr2ledgitosti mugov a
r. 1993 soci 8l nej politike
9. |IBiela kniha, eurlnovli vzSah medzi hospod&§rskou a soc
cesta vpred EDB rmini m8lne gtandardy ochrany pracovn
soci 8l nej starostlivost.i, nov 8§ kval
nevl §dny mi ingtit¥ci ami
10. [Amst erdams k8 zmlpoarebng9o9mvera har moni z8cie v soci §
koordin8ci a, dekl ar 8ci a soci 8l nej k|
11. [Eur - pska strat ®glstat ®gia boja proti nezamestnanost. i
Luxemburg 1997 prisptsobivosS podnikov a zamestnan
12. |Li sabonsk§8 strat®@ygrbarEurR0pPY prisesabow® mil ®ni um, dl h
vedomostiach, nov® kvalitnejgie pra
n8vr at k plnej zamestnanosti, mobi |
soci 8l na agenda
13. [Zasadnutie ER v Nice r. 2000 prijatl eur - psky soci 88l ny program,
Charty z8kladnTch pr 8v obl anov ED,
14. [Zasadnutie ER v |GvbghBl mamestBaaabwnsS, spololn® kriteg
ob] anov, podpora kvality pr 8ce, ods
dl hodobo udr gateOnl dtchodkovl syst
15. [Zasadnutie ER v Barcelone cesta k bohat gej a integrovanejgeij
a vzdel 8vani a, zvigenie dtchodkov®h
16. Sevill sk® zasadnuptmtmigr 8ci a002zylov§g politika, konven
17. [Brusel s kT summitpi neBbD64z8merov Lisabonske]j strat ®d
terorizmu
18. IBrus el s kT summit|do. r»@@6 2010 vyllenenie 3% HDP na
vyt vorenie podmi enok pr e zamestnani
100 dn2?2 od straty zamestnani a, Vyt v
nezamestnanich
19. [Li sabons kT summi fprrn jakt0@7zmluvy o EBbD
20. [Brusel skT summit|prijaoeilLe otvoren®ho dokumentu strat

Zdroj: Stanek2011)
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KagdeSsurz- pskych kraj2n m8§ svoj vliastnl soci §I
gt §tu pre\danéjdrajmel/T@tejea“ederhzlavnlch d*vodo prel
d RaEbetg nejeavedenT , spol ol nT, j etdenjott m | d sroa@s t8il

spol2va wunik8tnosh$,avkioh8§8 z]egijekdneur zpskej

zrozdielnych gtandardpENdnS)d)(tii@ITm:dnj kp alj i miglky
rozdidnymi podmienlam i na pracovnlch trhochpolliitircka dni
trad2ci ami (Stanek 2011). S

ololnTm znakom v
@15s)o,l i ldeado u& 8 d 2 ¢
kT

Y
potvrdzuje aj Mar ti novoicci §( 2 0
ch eur.- pskych

pr8vniebéppr je z8kladom vget

Nejednotnl syst®m sbBbPi®@§nehak zapegpejennavih
odi ferenci 8§ciu vIigky soci 8l neoopadd @dkeavy u Ini
pl yohapir §va zamestnancov miSgwcuj “EDc prdeldoipm §
pr2kladov tak@hotad emri 2s tRapgly j(EHS) 1408/ 71 zc
syst ®mov soci 8l neho zabezpel eni a rmsbyarsamest na
ichrodinnTch pr2sl ugn?2rk8omep ok b b e tDsatsw®a mhmln y @ je ¥h |
vi acike 8¢ dopRov aam®t ual i zovan®, aby sa zohOadn
spol ol enstva vr 8tane rozsuctlodw\f)azﬁrmdnhyi:p\thﬁjwmrz
predpi sov na vn¥itzm@mEdwmejzmémownis.pom2nan®h
Nari adeni e Eur - pREREdho Epar pg mklo 68udd3isan28)dt0i@&im o or
soci 8l nehoa.z albeedanpdeldrsean kot @ r ®z S a htukj ye ppragpisygee
tkaj wce sa tlchto | ast? soci &8l neho zabezpel en

a) nemocensk® d8vky;

b) d8vky v materstve a rovnocenn® d8vky v ot
c) d8vky v invalidite;

d) d8vky v starobe;

e) pozostalostn® d8vky;

f) d8vky v s¥vi sl osdrdbanszpopalaaiaz ovnl mi  Y%r azmi a
g podpora pri Yamrt?2;

h) d8vky v nezamestnanost.

i) predd*chodkov® d§gvky;

j) rodinn® d§8vky

UvedenTl dovkzuSmaehndgjt &stamgch pr2slugn2kov |l enske@
pr2slugnost. a ly el iesickmoviy  gkpit 8etinksi adehegypéiiehali
pr8vpymdpi som jedn®ho alebo viacerddhnnllcems
pr2slugn2kov ®kiem pohossal toho nariadenie v
osob8ch, na Kkt or ®redpay j@@re@Srah valacles pcB8vheenskTl
bez ohOadu na tgtkgtcrhu op rozsstlby grkesNS s% i ch pozo:
| l ensk®ho gt 8t u, al ebo o0sobami bez gts8tnej
jednom z | mensklch gt§gto

Postuph m r oan@imr Ewr - pskej “%Ywnie a zall eRovan2m n
vichodnej Eur-py saigiavémnml memi Sstparacolvinan o
I ntegr8cia do ED a cezhranilnBekygbondi m®®ciaby
osoby nebl i proi sSahovan? znevlihodnen®, poki aO
Proces integr8cie do regul 8ci e cezhrani| n®
potrebou vyvg§gi S pr8&§va vget klogh | @b |Eansayp sk@. |
13. deembra 20 6 sv o] ng8vrh na zmenu a doplnenie
koordin8§ci. syst®mov soci 8l neho zabezpeleni
integralng8 etapa Vv koordin8cii osm®co®) n&khwor

vykazuje prvky ntergovernmentalizmu, nefoinkcionalizmu a postunkcionalizmu. Pri
rokovan? o n8vrhu Komisie na reformu nariad
medzivl 8dneho pr2stupu. Tento zKtv@mrmivy((pKdmias
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Rada a MWKgurp-aprsl ament ) . Zapojenie soci8lnych p
EHSV a oblanov ED drmofdﬂnskkcdsoinealcbsnﬁxz[(b v 8§ Mo
vplyv na visledok rokovan2 ani om@nddami mhanfnc ima

ingtitégtieamvi ac podkopal priebeh reformy. Dar
nielen na samotn® fungovanie ED, ale migu b
podmi enok soci 8l neho zabezpelenia v r8mci Eu

4. Refoma syst ®mh o s o echiadvBR e |

PodOa Programov®ho vyhl 8senia vl 8§dyi284ovens.}
sa vli8da na dan® obdobie v obl ast]i d*chodko\
dl hodob % ud!rcghaa dekOonvo&hSo sy s tv&tanohe p artbeyr amdd i%r ©@wd

d*chevedka navrhne zjednodugenie doterajgieho
d*chodkov®ho zabezpeleni a.

V uvedenom programovom vyhl 8sen?2 péBZmel enivd 8
refor mou vgetdkiTcchho bphdy Ple®my zlrpgivdr datnad@n
dlchodkov®ho|delscth®anuiukya pzwel gobl anov. V. prvom
dl hodob% wudr gateOnosS vzhOadom na demogr af.
transparentnost nossSy s p@mal cikukioy&k eadbow ina
demografickl vIivoj. V druhom pilieri chce
investiln% politiku na z8klade rozhodaut?2 pi
Y%l el om real i z 8§ cauiveporiadpajo swoV p Iz a ravje jssaih §wle§ d ai a$ R
obdobie napl 8novala zmenu Vv obl asti al ok §c
medzingrodnlTch benchmarkov. Takt i e dierazpeevedi e

poistencov do 35 rokov sang n o s Siowi ppSasr preom Ipiken, ak sa tak poistenec
akt2vne rNalh@pdmeplj$enova8idm keanoldmdobie rokov
hal gou pl 8novanou podst agzameral egriesddad rByyymaolga *
acuj Y%ci m dprcihsopdbjkeuc dasSvrlo d i | @entonu z Vyindridvaciehp e
kladu (napr. asign8ciou odvodov).

c2 a rodiny preedvllo8jdiyl on onvae | ruo GzoSskaoen82 soa Jsealc i
kon | . 125/2022. T8to novela pring8ga z8sad

Zmena pri odchode do d'chodku. Rezort pr
YWbor opatren? ,jnkodse 2j e djzsdn adw edo voarol dckhiu  rpook 4
8§t o zmerga hjleavwmrel eogmr e Oud?2 , ktor2 nedok8gu v
eku ale naopak =zal ali pracovaS pomerne sk
tch
1 ch
02zi

r
8§
a z8klade programov®ho vyhl 8senia vlIgdy dR
e
8§

odkov®ho velOgkuwmaggiswatealn%TEWad plzanmmia fs§
odkov,di@mar esttao@Bevi @Qu na d!chodku Vv _priemer e
itzvny vplyv na dl hodob% udr gateOnosS dt!c

Zmena aktus8l nej d*chodk®vd}chodhyptga( ADH
odOa§ lak e jok advt ecjh oh o d neost yr, a skttioer 80 dsnt o percent p
dr gat eOnost.i cel ®ho syst ®mu, dtjde k spomal
urluje kagdl r ok So c22 ADHpredstavoje podied prictreermegdr e r o Kk
Zisterg) za tret?2 gtvrSrok v roku 2021 a priemer

p
z
N
v
z
1
S
T
v
d
d
p
2
p
u

3. Rodilovskl bonus. RodilovsklT bonus bude
popr.i starobnom dbodedliBwci §Yyph8§pas sBov Radaa
Ydajovvregisti fogki okTb pre biologick®ho rodila a
mtcS presun%S v prospech svojich rodilov 1,
Rodi |l ovski bomws vi ezkwi ¢pid vsoadmotSa vp §mae wa Rikrue b L
budeaco dkw hdet 2 . Ng§vrh rezortu prs8ce bol sct
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maxim§|nej Tgky ‘hrubTch z&8robkov dieSaSa,
rodi | om. hvs8§l emBl ne8¥r i, 28 in&g s mankzodny ndeisead anSe
(MPSVaR).
ZCVER
Soci 8l na politika na Sl ovensku pregl a od

Transf or manlerplr eori ®dhemshe nniaa cze§k Ilsaadesi t uS§ci e v kr
svet e, ale existuj¥% viStagine® ispguajk¥s éwlrrebaye f ekkttc
reflektovaS a rTiieegtioS vokieoviye ksoac @ 04 K Phtol kmq iVs t e
najd®chodkov®ho zabezpeHaenrsdo boluarkown,d?2lco osYs
gt 8tu. Ako uv§Idaz|agt§b{eolssloe:|g§(tm@ﬁzﬁﬁ)m|snade)ko (a
vibec) t8to ingtiSttuegai an§o @adne ppcetgg;aSteOno
dost8va do gt8dia expanzi e adg?2azglead®ddny. |Paprienl ch
ekonomickej, politickej @ema@ r a f i cykseojc i I8l 2n2 h e Y4g it §déxistentson o/
rozvinutlch soci 8l ngbhlhl egjt Srpaodeg apWuaejljep2vd H a j aav «
prispineevsapjl¥mekni u o]l ak§vasn?2 spejs@niachhve®R sSoCi
nerovnosti, nepdarilo sa obred z i S c hudoblueSa at(NIkazo&Ee
demograVvi c&Pao pot vr dzabrpz/s onceig8altmevhany & ablzpred v
SRSpolu s klesaj¥%cou plrodnosSowj &l @@k ajgipu
Tieto fakSy nbhuidaj s a ipekidedkg na fungovanie
ktor® sa prejavia ako v obl ast.]i zdravotnej
sl asnom d!chodkovom syst ®mei rsa mpoaocewarhioau jpe i
osl abi Y2 jkehonaazninepbr dembgojafi cZkkalvedeni e aut

stabiliz8torov do priebegn®ho piliera splso
vplyvom na ¢givotn¥% Y%roveR sl owen snkaiNcah ed ! czhodhc
viznamni vl torheujo Bfsamvove kelWNge dicpodiera bud
dosahovaS ag pribligne dve tretiny a |1, pi l
Aj druhl pilier bude mukiedNgepmejspd niilelpodleinn

od viac pilier’® ho syst ®muepbbaengieh. Exi stuje niekoc
za najd!'legitejg? sa povaguje neodborng 1| eg
kontraprodukt2vna (Sika, Vidov§ 2021).

Na z8klade uvedena®hyos | jia@dBdnhklgittp® medbud zgst §t u .
NavrhovaaVgthzanlT ch je viac riegenk%kodt r ecd
rvahadn8§r @padnisSmvac?2ch spolno,l\/lebizﬁﬁpimsbd/ci%pmaa\jy
sf ®T&kti eg z agragndvzvaaudoleen e mvard e?] dani , al ebo e[
z8kl adn®ho pr2jmu ud¢okrointiaessl&ik umr W® hv igg I1Se cbk:)

pomocnl mi prmprsda gpeadhk asno c iv8 | mlevidang oblastitpriniesyi . VeO
opatrenial gmi8n &e&ivimagceng dopadov poapnadt® neinobu sQooovji e

19. Sy nt ®z dohop mhkdabé tdépadvdanej pomociiv 8 mc | jednot !l ivl
by mohli niaegehicoblasksecid B8y neho zabezpelenia.
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PRACOVNC MOTIVCCI A AKO DDRORVIA h ASPEKT
PRACOVNEJ SILY

WORK MOTIVATION AS AN IMPORTANT ASPECT
OF WORKFORCEDEVELOPMENT

Eva GRMAWRNOVC
Jozef BARTEK

Abstrakt: Pr a c amon § \j &c i ddmlageftomktoT ovpl yvRuj @ kngalpirtilamyr
voyv na wirlkeBodmdt eni e ugitolnosti vlastnej pr §ce
CieOom vedeckej gt udi eugiet alrh 0 St igvpedkavej skop@j] hprd § o
zamesnanej mladej pracovnej silya gpecihfoidh®t ehnastuigi vbadtamayjej pr 8§
pracovne,j sily narBBHhEDABI chede oka@ji agh Ydi i j e pc
konvergenciea kaela | n T d iHadnotemiew gi t ol nost i zanksd ntamesjj Brt aia e«
pracovnej sily vo veku 554 rokovjepozi t 2 vnej gi e ako hodnotenie zam
vo veku 1824 rokovKonv er g e mdieviRo d momtden2 voélmesdcmeyepogEeh vsk
povagujeme zaPon@aRumpureska s¥% krajiny, kdbach ® z aos

vekovIch Bikaitpo nkrcanj.i ny by sa mali najviac zamer a
kpozit2vneewi tlhodgisttmlejoStroyemsak o zaost §jivami za o0s
vhodnoten2 vlIastnej pr §axveku 25 mokos.t nan e j pracovenij
KO%| ov® rsd oovv8n§ motivsgcia, zamestnan?2, beta konyv

Abstract: Work motivation is an important aspect that affects the quality of work and has a direct
impact o work performance Evaluation of the usefulness of one'snowork is an important
motivational elemeniThe aim of the scientific study isitentifythe specifics of the evaluation of the
usefulness of one's own work in the age group of the employrd wotkforce and the specifics of

the evaluation of the usdhess of one's own work of the older workforce at national levels within the
EU28. The beta convergence method and correlation diagram are used in the scientificTtedy.
assessment of the usiekss of one's own work by the employed older workforcel &§64 is more
positive than the assessment of the employed young workforce agddItls consideed to be of

little evidencethe convergence tendencies in the evaluation of one's own wdistlinage groups.
Poland and Romania are countries that laghind others in both age groupkhese countries should
mostly focus on personnel policies that would contribute to a positive evaluation of the usefulness of
one's own workSlovakia lags behinather countries in the evaluation of the own work of the
enployed workforce aged 564.

Key words: work motivation, employed, Betanvergence

JEL Classification: 1250,J20, O47

1.bvOD

Vi skuot iwBchaaesfovmdwapiti Ouds bjovceh pzedirson§l ne
manag me nmacavran ano p,jevag@j @ednou s najrozsi ahl ej gi
antiky (Armstrong & Taylor, 2014)s renesancioui nd u st raiga Ipioz &d4liasnos S,
hOadaj % aktu8lnej gi e t eapohybepracoknejsilw@ hiDy dlo enp diae
rtznorodos$i pl¢ kigehtairvagkvi@e ®vng sila dost §va

konkur enl| rfSteers et 8lL.BOO4YTyi ri em i n&§rodmambs @k ®wname

13 doc. RNDr. , PhD Tre nidnska univerzit?Al e x andr a Dubl|l ekak & Xr eWlil 8mle2 n Gt u
S| ov e n s k §enaie gvaigsnhanokag@tnuni.sk

Y ng., FakekbpaombckBEFEhewmkBSahekaDud reakver Er ¢dné BAnNek § G3 u
911 50 Tr e n lepublika, ethdil:qozed bakek@student.tnuni.sk
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gt §tnw e st wgrdmovdazvoja pracor sly. Pr acovng motiv8cia je
prerozvojp acovne|j sily a pr &«aky®utdisrk ®hlon Kk ampu It t8il pl.

Jednim z |initeOQov pracovnej motiv8cie je p
vli ast ndjk vap 8 odh.wvoveartarn®v augi t ol nost i vli astnej
Nazopovedanie tejto di kamestnang mladejvwra®@wne iy vos k u p i
veku 1524 rokovast ar g e |j pr ac o v-64ergkovs a | y § k lo hodden kodt Seth 3 o
ugi tol nospgrizdd tassht8zeyj Eur ostatu s pougit2zm n
korel al n®ho diagr amu.

1.1Pr e hlitesad Yar y

Viskumom motivgcie sa v minulosti venovali v
pre te-riu a prax. VJgeobecreinot vz8acsi®ma sio b owma m ?
opti m8I| n e HospelBaebuta n(i 20 0 6 ) k nasledovn®mu | | ence
procesn® te-rie, te-rie r ozMootd ovv8acniigaozb@ar & v &
Kasaeva(2013) vi sl edn% funkci u swss twaBavtizodcenl § madp U .
zdravoto u, s&«ai §lanmPbor mal nou zIl ogkou, ktor® tvo
svlastb s Sami i novat 2 ynansky.Z, phk h©®atuv iOtuypsokdl Gcah z d

Deadrick & Gibson (20 8&iy§cioeblpaastS 2v Tnmsekduznmu sat apt

Na def i n2 cmout ipvr8acci cev me/h @d dzyn,0 r DeRYji | aegjpeipnsEa o | O
jej charakteristik ¢ tysov a nil8 n #&wvalos et al. (2014)pr acovn¥% motakov 8ci u

, ., proces, kt_orTvvéaaldtoi\,{,ljjnm,oscbriieantpuojdep,orwje S p
dosiamut i w,c i zea@Pmder(@008 i t owGhehabet al, 2022 s. 9 ako,s ¥ab o r
energeticklch s2], ktor® vznikaj¥ vo vnYtri

zal ati es¥si amameojsts pr8§cou a url|l eniw.Pjagoviny§p u,
mot i v § c iTramblpyoet &(2009 c i t owFemaRdes et al2020)vy c h §d z aj Yc
gk8ly pracovnej mo t js&| 8l cel nehtrimmickt ¥& - ma tei vs8echiauu r (] vemn
extrinzick¥a mot i v 8 ci,u Kk(tvoorn8k aoj bgsyaahjuejgeux g8ecyirti®, t ynt r oj
identi fi kov dledg@dylt,2016)da eagmaemtvlicon$c iduief i novyaenile sa ol |
poug2svami®ni m8|l ny mik oo whemomii ¢ k makoweny mot i vEgci
(Ryan & Deci,2000; Becchetti et al., 201 BlurDalila et al., 2014; Chehab et,&022)

Signifikantnim faktorom pracovnej moti vs8cie
pr §ce | Rozvojpracowvngj siym§ by S n §rprozmocjprdcovieik ar i ®r y
(Armstrong & Taylor, 2014k t grel vn2 manl alk op rmtfnsothwp ta amine | e n
(Johnston & Burton, 2017Roche(2009,c i t owJahns®n & Burton, 2016. 458 kladie

pri rozvoj.i pracovorganj z aslzild®a dg! raaHPmeagmaeayl, c h,
kolegov n a d r ¢hamdemi o st i gkol eni a/ profesion8lneho
financovanie , k malprgoevissilu sa  n aakena §vysoko rozmarita s  odl i gnT |
potrebami ap(Steereet ah 2081 \vsk383mi

Gt wdi e potvrdzuj ¥% dleljezditloySakmzyejida®Ipa aco\
mot i v(8coild 8r,i kg i tedBudaska®a, 2015 Ngai, Cheung, & Yuan, 2016

Dolganov, 2018; Yang & Chen, 2019; Hitka et, @019 Bazarov & Karpe, 2Q0;

Bohorquez et al.2020. Sk Y2mani e h o dnnoosttein ival ausgtinteogjl pr 8c e,
za zIlogku pracovnej motiv8cie ako agsjpektu
prepojen® s rozlioll elhmik ®h®h eas PEwixkpm-mo ci §1 ne |
motivs8cie a pracovnieg tsepmotkoo | vp S a hodnptedtmmrodielr
vn2 magejfol nosti p r(Sjaldeen & Arelerserp 2013 | aroasnSn e vy g g i
vn2Zmanie wugitolnost:i vli astnej implengecnet oj@nlmz
environment 8| n(kamftanchy & Bekodiey 201 Qi t ka & (BOlIYgkov §
zistptedsgyavaj egji¢adninmsz iont8i svtorvoajnoiva sve bparnac oV I
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aBagi 207y § ge spol ol enskl viemgim naejuyfin omontoisV
liniteOumkpmosta .

2CIl E0OC A METODOLCGI A
T8to kapitola je rozdelengrnavame mnhasviskiym
“daj & druhej | asti popi sujeme pougit® met - -dy

2. 1. Ciae Qudparj8c e

N aagwede c ky§ Yushi cdentuena zamest nan¥ Vpr8arcco v nilo tsiivl8uc i
zameriavanaihodnot eni e ugi t el @aozgeenineisvtl saspnmeig v m& v8ac e
s fhodnoten2m ugitolnost.i v | aHodnotenjeviaginej§ c e 0 1
pr&8cpovaguijdeéinegiztal aspekt FDI’I’dCOO/\ﬂ[ZE|ijFROJtJIeV§FC
pot ermraim®lst.nfandicth2 vne |haodtnmdjenpe §oe bjo&kT mrepoc
Zz8uj mom o pr88cu.

Objektom sk¥%mani{ daj ej.2 B/BeRisdpgeigk prém v sozdiy

med z i mz amé sni rmandtmdr @3 minhavzlapnr odu kt 2w no &mecvie k U
Ahodnotenia wugit odjaedoakg ar owlrpa8styameejd zpr §eedmm ot | i
kragjinamiED2g8r oveR sa mamanril @wna es a@gbackvi gk kv Ivc hr §
skuawrmnkcriaj 2 n ED28

Mt geme zedren@sSm wed ¢ ek aljr | g tSYdjipee © § ifnbsti Bastejp d no t e
pr8ce vo Veiwoestegne mladgnadovne silyavo vekovejskupinest ar g e j
pracovnej si |l ynahwar ngcBB@8nl ch Yar o

Skupina starg2ch zar8e svtenkaonv oclbb-64j eekoe\gSkupamab 2

ml adl ch zajmeswymadzédn§ visRXiookav.HHosikwpgiyn ak az ov a
sWyjadreme® cent 8§ch z Pohjf e g momdtsaconFaomstan h .

(2022) poe_ewcs_743, ktor 8 nwv §d zuak alcaovat e Oa VPrp2&r ol 1
zverejnen® YdaRes Ise/Zd z®& zrvoekr €2 On0eSN\W® rYaddaezpe asnva |zl
sa zameriame na sledovankonver genl|l nlchpr to®@hpe n Qiozs | @dinT
zverejnenlch Yud aj cow ah B &by znidvedlna®@ hoovuadGek &kzo nv e r
tendenci’ T voj a ukanbdabéOaokov 2005 ag 2015.

V r 8Smnacpil nenia ci@@ansal pame¢ Micameésl ohy:

- Vyjadri S popirshiedieytvath edn ktyem? uugitol nost
medzi skup n a mi ml adl chl]>2d me otl mdmincghbach ZH&Bde st nan
rol nvl ckhr ag® & c h

- Zisti§S |ko®vdreqare nEcHi2e®  krr8amic?arz o vimdnetédia
ugi tol nopt Bvc &lraasjti nnb®anhe EdDs kalpi n8ch.

- Pomocou korea | n ®h ou wri laigS Bl 2a8itoi ®y v r 8mci analy:
ukazova e Oa zaost8vaj’ zaEDE8 &«ttrolr® sa wrzlNia®ul a
r&§mci ukazovat eOaividstogfpgctee wi & r ag i chcglic mahlEWdp ivn §

- Di skuziovwta&ni a a sformulovaS z8very.
Na anallzu sme pougil.i Mi crosoft Excel a gt a

2. 2. Met - dy

Vo vedeckejempt adp&kwedimleansediu anal T zWa wd#:k o mp al
empirickej pbapt sisti®yjpbedamé sn@ na gtati sti ky %Yro
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variabil i tgme(rwydjag chrv? Nmae d (hh)TdInlou)e.nvi e konvergen
vyugi j eme met - du bet a konv &g @pai- enyeetab kor e
konvergenciebudej vyugitie regresnej anallzy.

Bea konvergencia a korelalnl diagram

Vsl ade s vytlTlenTm cies@om aedeazmadiang harid i val

absol %t nu konver gen deta koneergencieukajoi rj eel nedlagia®dnto - d u
Mbsol %t na bet a konvergreagikonyvas g3y &, kkerNov
ust 81 en®MmK o wt&lla2011, s.399).

Po dKazurela(2013s.)sa vzSah pre bet atvdkeonver genci u

1 Yir
1710%(*1.:) = +f8 Iogi’ +yZ; +e. 1)
(z Barro & Salai-Matrti, 1992)

Pril om

Yoj € hodnot a itejkmjineovpg at en@mddpl?,

Y:j e hodnot a itejkrajmeonvaa tkeoac iv anal yzovan®ho obdo
Yij e n §h oavi-tgj krajiheo g k

Zj e mnogi na fakterabo g®nnych

aje kongtant a

T+lj e pol et obdob?

b,oj e regres.nl koeficient

Paramge i ne 8r ne|j regrmeeat edosua nvay jmedvVgpraZtpadeé v o rga
regresn8jdurkeisaj ca,predalkghjooez mé emdenci i
Vpr2padeges & f ymrkcriaast “aca, ptreekvaljoyéiceme t end
divergenci. Vr § mc i anallzy j e dideaeegrini@ 8xyjeadrkits
hodnoty zintervalu od 0 % po 100 %/ y j adr uj e k wealkkvejvapabiitycje n t z
vysvetlenej modelom. A k m8 koeficient determin8ci e n?2 ;
konwergertiu,res p. di ver genchnt.tzosn np§leop aptireedunk® zd op | ni S
okorel aln{Mdhagrea®et al

Korelal n T di agram | e grafick® zobrazeni e, k de
poliatol nl tddnotyhroad n zta | i(lgzovk o0 ® haonaiodb)d.o Na 0Si
| ogar it movan ®& nh®hdon oktoye fpPrciieermet mnir ak o e@f i ci ent
T TlYi,I’
\JYE_.D (2)
Po rozdel en? Kk odvednad nk®d1|om|?d1nhd)arg®sa|amnéch§dizaj1/4 a
priemermis a gr af rozdet§roavegl@etkkayadarnaanltyyzowan@ 0bj
4 skupiny. Kvadr ant S nadpr|emernlmsnadproémemlrtmllnlm
priemg n 1 mi koeficprewni SRbinv aknshy, jetor® sa vzNaC
Kvadrant s podprlemernlrmnapiqn!riiazitrpcmr!rineﬁmriairnﬁumdl
koeficienamirastujed r uhT Ro®¥%Wkwajiny, ktors®um&ag payv @&mde
kvadrantu. Kvadr ant s podprnilTenmer hd cdhid @topabgiri iacaned r n T n
priemern mi koef|C|enteamI?om|Sé/l§rt\an ijney , ktor® zaost
Kvadrant S nadpriemernl arslpoqmrmleraetrorlelnﬂrmnlnprhodl
koeficientami rastu jg t v r tSR/o kvajiny, kio r ® maj Y% ptrersdienr/sSi uw os a r
kvadr ant etal(203n a S2 k
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3.Vh SL E D K DISKUSIA

V hodnot en? ugitol nost. vl as t2d egkov mir §&me z an
pozorno®dacSt® r oz di el yNa( ozbar|8izaotkk ul )a nhialdgsiatdav a n ® h o
njniggi wkhaeaowat eOa)Li tNaa k(o5n7c,i 1obdabia Hogiahlmv a n ® h
naj ni ¢ggiRumunskal(B7g8b)uNaopak naj vyagizea lahakdnkiot y
andyzovan ® h alobia HosiahlaMalta (87,7% a97,99%. Zpopi snatcitsag kOk e 1

] e zrej mo, ge meadtyzkvapomamwmbdeld2 vzn2gil a
smerodajnou odchT!| kou, |l o mtgeme hodnoti S
v analyzovanomo b d o b 2 n8rast ukazov a28,e%)aol vwN aF 2vnysgkgu?.
Twto zmenu vhodpaoziR Mmeer@kl. uwka as vzazmameralo aj

Ne mec ko 237 &), Slevinskop n § r 208 %) adHolandsko( n § r 2083%0). Ay

tieto krajinym® geme zar adi S poziskupmnyimmndkiziayps aihisc h
zamestnancov. Naohpadknotl §@lk ni k Poidsdlskipek®so bol v
16,5 %) a voGv ®d fékies 012,5 %). Tieto krajiny m: g e me z askupidyi S do
snegati2zmengmmvmo t i mE a ddamestnancov.

TabuOlPapi sn® gtatistiky hodnotenia ugitobRnosti v
rokov

Arit mg , - 0 , 0 Dolnl HornT 0

Pol Priemer (%) Me d i (B){Minimum (%) |Maximum (%) kvartil (%) |kvartil (%) Sm.odch.(%)
2005 28 73,2071 71,8500 57,1000 87,7000 64,5000 | 84,7500 10,1105
2015 28 79,1964 79,4500 57,6000 97,9000 72,8500 | 85,3500 9,2788

Zdroj;sp acovan® na z8kl ade Ydajov Eurostatu (2022)

Obr §z tlédnofenieuwj i t o]l no s pri§ cvel azsatmmeesjt n a RAirakovvoor veku 15
kr aj iEnB8Bc h

100
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40
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o
I
I

Lo T e L T i T = T = = T e T I o e o T o o TR = TR Y = o e e T I o I o I i ™ o IR = T Y = o
wwwwwwwww L I T e T e T T T O T T e T O T e Y o Y o Y o O o ¥ Y oY |
2SS 8 £ 82888 e c P c r me R o oo ccoX o o.m
= E o c L S 2 FE¥EEZHESEZEFEFEFEEEEEC
=2 S EesS Gt s S 2"25=2=2585S5E £3E
= = 2 8 E2ec£°8 EEEE~2EBEB TEFE
wh B = = [=] = = n o
el = = ac_:c: =2
@
=
m 2005 m2015
Zdroj: spracovan® na z8klade %dajov Eurostatu (2022)
V. hodnot en? ugi tol nosti vI asf6hdejroRopfce Yaz &zm

ngrodmostdi @1 y . Papi;ir®s zgotka t doystt & Gkay sulk a uavbeudCekne® 2v.
Mi ni m8 | n wkatoeadenddsiahlan a z a4 m alt k2o v a n ®&hGk §o bBJroi bti §an |
(74,7 %) Na konci anal ydowd m@®H @ oladRd Q#a,8e%) hodn ot
Naopakmaj vy ggi e h atkuraoatyzovadhaabdabe ldasiahlo Slovinsk@l00 %)

ana konci analyzovabh o obdobi a Hol Medd skdajioami(sp7r,i8e m¥é)r .n §
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“wwroukRzowvahalOwuzovanom Zpodd g Tathk Gt 2ol refRg m® ,

geri emer n§ YiroO®a& Rp rudmnstiancgwonvaeku526 4 r okov je v
VYyggi a skagino zamestaancov vo veku-%54 r ok ov . Hodnotenie za
pracovnej silyvoveku564 rokov je teda pozit2vnejgie ak
pracovnej silyvo veku 1524 rolov. Me d z i r 1 z nnyi mi s kvuepki onvabmdiely s ¥4 t e
vhodnoten2 ugitol.nolsejid®leashnejzmpacad hikS z §|
vhodn® pr2stupy .k pracovnej motiv§8ci.i

T

TabuOPap2sn® gtatistikylhetneij eceptin8d®d &hiz v@mbdvektui 5V
rokov

Ar it me . - 0 . o Dol n| Horn
Pol Priemer (%) Me d i ()| Minimum (%) [ Maximum (%) kvartil (%) |kvartil (%) Sm.odch,
2005 28 87,9607 89,0500 74,7000 100,0000 83,3500 | 93,1500 | 6,8720
2015 28 888714 89,6500 75,2000 97,8000 84,5500 | 93,4000 | 5,7950
Zdr oj: sprB&kdawWen ®dmg ov Eurostatu (2022)

Val gina Kkraj?amadyzmamanman aeobWdob? n8§rast wukaz
0141 %)bolVEst - nsku. T8t o psokzuitddi vimayse i WeSdsit2a rog 2 c h
zamestnancov Est - ns ku. Ve Okd n anl ®r asjt NamdlHBk®w), (nsr a
Belgicko (n8§reakt8 o0depPudl %kaa (n8§rast o 9,2 %).
do skupipgzktayaynmso tzime§saimir gigamohv .z aNtaeo pak v 1 r
poklesvhodnot §ch uk®pO®s hatueQaokbk swunsku (pdklesi8,7%) , v
%), vChor vgtsk®2 %paoNkd deasr sok u 8(,plo k%)e.s Toi et o kr aj
zaradi S do slkgpi A ynengnminjo2t @issEr g2 ch zamestnancoc
vhodnot §ch uskleapBRaavt eaCka bnaay. | en mi er

Obr 82élbdnotenie ugitolnosti vl astédedhpv pkiBazjei z&ale s
E £28
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9
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|
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-
]
- _______]
-]
.
-]
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Belgicko
Bulharsko (2
§panielsk0

Franctizsko
Chorvatsko
Taliansko
Cyprus(1
Luxemburg
Madarsko
Portugalsko
Rumunsko
Velka Britania

m 2005 m 2015

Zdroj:spr acovan® na z§8kI| 28023 %“%daj ov Eurostatu (

Varigbilita uka z o vat e Oa pr evo whkurs®d 84trokevnvyjasile n § smer odaj
odchlvakdoywzovanork!| ebtdab?2 | o m?! geme hodnoti S p
oboch skup2n je zrej nmr,e (zea nveasrvekadhBbdirckiv@e uk a z c
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virazmegi me arkioabi lita ukaz o wa teku(524 mhkoe Tedaa me s t n
variablita ukazovat eOa oneedQa ukamegjnares & @ir gjee¢ pr acovn

V. nasl eduj acom kroku sme anal mnpzlicwmalk i e lkaolnnw®& r
diagramy.

TabuOkRarZametre regr esWlegs Sanbadtlaz yk csskwpau p€h ci e pi
rol nlch

b Sm.chyba 1(26) p-hodn,
zb
Abs . 0,1430 0,0300 4,7591 0,000
X -0,0750 0,0161 -4,6442 0,000®
Zdr oj : smpa az 3dasa) ddestatuf2022) programe Statistica

V taBs@kegamet er r egpreeskping 1524 n aloll nfecghr esnlT koef
j e z8lpogIin®unkcia je klesaj ¥%cahodnKto4sB4%. i ent {
Konver germemez ap ongakgn pAnal T zu s me dopl ni | 0
(obr 8zok 3

Obr §z&lbr &1 al anm preskupiui52 4 1 @lhn

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

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

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

#5 #26
o o
#24
o

)

X

Zdroj: spracovan® na z8klade %“dajov Eurostatu (2022)

Pozn.: oznalenie kradghd&®2zke | 2sl ami ak

Zkor el alagra@ofuo bari§w p gl BYytar, mBjea d/r ant e smjinyiach §dz
Est -nsko, PoOskoliat Rumoaskay z Naopak Maltaj s z a
aLuxembursko sa vzNaOuj % od ngszsktoalt ook cahi b rivoSg Im o
pr2kl ad.

V t alds @74~k @ ar amet erl Tpregkupirel gamesimeoa w veku 5564 rokov
Regresnl koeficient je zBpefn®i eadas| ded &kimk o B
hodnotu38,9 %.Teda 38,9 % z celkay variahlity je vysvetlenej modelomKonvergenciuz
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t oho dplowoadjeu jzean m§ InovAp aze smeao p | ni | i o korel al
(obr 8&zok 4)
TabuOkFaar4a:r~netre regresneij] anallTzy ako s¥W iasS be
rol nlch
b Sm'ZCEVba 1(26) p-hodn.
Abs. 0,1124 0,0275 4,0849 0,00038
X -0,0676 0,0142 -4,0678 0,00039
Zdrg : spracovan® na z8kI| prdgeamé/Blatisticav Eurostatu (2022) v

Obr 8§z &del 4l nT di agr am64rrod ndikcthpi nu 55

Bodovl graf z y proti x
y = 0,1124-0,0576*x
0,008 . T

0,007 ¢
0,006
0,005 f
0,004 ¢
0,003 ¢
0,002 ¢
> 0,001 }
0,000 ¢
-0,001
-0,002
-0,003
-0,004
-0,005 |

-0,006 : : : : : : :
1,86 1,88 1,90 1,92 1,94 1,96 1,98 2,00 2,02

Zdroj:sprcovan® na z8kl ade Y“dajov Eurostatu (2022)
Pozn.:oznheni e kr ajakowmobj8z kl?csh almia 2.

Zkorel alagr@m@otdri § voykp| 4y ar egemvkvadrante sa n
krajiny1 Gr ®cPkoon k o nskoR SR Tietorkjinyz a 0 st Sovsatj &4 rzlamsa. Mal i
zamer aS$S nakpoé|®g|bly|yz}hodaptpa@eet/haetmm Vo Vve
rokov. Z|l epgeni e hodn?t u k a z o v mthelQuéu zamgstnancovh | 0o p
predOdirS ciow m BulhajskovFoarc. %z s k 0, aH®Y mmuwss k ou j s/a owlz Na
ostatnlch. Moagbao gitke§hoypivemsh g @S pr 2 k1l ad.

PoOsRomansko s¥% krajiny, k tobro® hz aveeskto&J ajh¥ SKe
Tieto krajiny by s a pea slmenm@iitky, Wi carc® ZJmlme pa &
kpozit2vnemu hodinoh ewli aus tunge jt od m&®cse .i

Viskumaudk&§8zZ)e vn2manie hodnoty udgitolnosti vl :
neg pre mladgi u. Hoci nevi eme® dake® Culg il wondy
ugoiltnosS vI ast nregg psrtSacreq?2hh@®® dyd nddermmatilu spamua

popul Boseupn®ho predl govanild mreadosv m® kkar &kiv
pracovnejsily j e to pvoozntf&entyuflak/pﬁmraad(wmnmz@adéjmotl
mogn® koncipovaS a i mgalpeacoens;tsiyatk Slhodoter apti @g i e
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rimeranegracxwyniaspat ¢ ncah &0 hdia duuheBstrane, postoje

| adge] gener8§cie s¥% vZdieBwawi prengpmedcnByat
bl asti OQOudskTladcovzadriojsaypnli adoymigprgnan2 hodnot
vli astnej pr8&ce j@zdleho dvobz@&haomuh Oakdtiosrkea podst af
kapiZaglzwr m! gu (koksg 23] Skipok ®hesadv | i popredn
akoMalta, Luxembursko  F 2 Memécko, Slomsko a Holandsko

p
m
0

4.ZCVER

Hodnotenieu g i t o]l nost iz avnleassttnnaenje jp rs8tcaer g e j-64poko& C O v n € |
jepozit2vnej gi ap @ éshviasinejdp® ozaneestnarej mladej pracovnej sily

vo veku 1524 rdkov. St ar gi a ilphodnd 0 W m8 vo v a | gianten % rm@mij & mu
pozit2vnej gi e akPRr emnlaanda8l ypzroavcaorv® 8o bsd d¥ddi.@i na& c |
kr aj 2 nzazEaefafavskupine152 4 r o | aj Vskupinesb% 4 r ol nl ch n
podi el u z apkersz nhhlingiveahjt u pr § ¢ uV shupioe 1R @i tr @l m¥Lch b
nnjvngguet F2Vheskkkuli n8&r ast uk az dNenetke, Slavinsk@aaz n a me r
Holand%o. Tieto krajny mal i pozvimoZ V v& c z ueenasinaam. [Pokles

uk azowanagz@Qaanom dbldBb?Ptugal sku . ¥skupime 584 ®d s k u
rol nich bol mlajf vy e had\sSia sats t z ad Nemeckay al o
Belgicko al. e s k § r.@®gklesbvhodiomn2 ugit ol nosholivPodsisu nej
Rumunskyv Chor v 8avBlaNar skflu et o krajiny m!geme zar:
snegat2vnymimok me8ami gt ar g2 c hh ozdannoet s§tcrha nuckoavz. o \
nasthaj v SR a v lgbal len mierny.

Zk or el a |agra@nohodnaténia i t ol nost iceprelskapsa 1624 poEnT ch
vypl T vtar,e §jeemmdir ant e <mjinfiEch §mzs&joy PoOSikoo a Ru
krajiny zaost Neopk Maltzahuxembursdt slamiv.z NaOujS4 od o0 s
to krajiny, zkt oril chr eba Wka$ epmiagpdnaliodnot eni a ugit
vl ast nprg skypinlg5®é rokovv y pl T viar e §@em vkvadrante sa n
krajinyi Gr ® cPkoo@sRumunskoaSR. Tieo krajiny zaostg&vaj ¥% za
zamema Spol it izklye, i @gkidIoiat® rbiye vI astnej pr6dce zar
rokov. Z1l epgeni e hodntt uk az o v ezhedutiu zbmestnamooln | o p
predOgpraw r51v o fBulhaats.k o, FranchHebhiaodsIiCypsasvaNa
ostatnlch.y Skertoh &rajraeba braS pr2kl ad.

Dodatok

Tento pr2spevok bol vytvorem/®3§7~/\21Mu§mbplipkao!jru
efekty kvalitty§l @Dudkl®@bokioklkaps 81 a Kkonkurenci
ekonomiky SR.
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HUMAN RESOURCES AS A RISK FACTOR OF THE SMALL AND
MEDIUM - SIZED ENTERPRISES ACTIVITIES

Katarina HAVIERNIKOVA®®

Abstract: Human resources in smalbnd mediumsized entemses (SMEs) present a significant
research area of scholarship. Researchers havesstdthe importance of human resources in SMEs

to enhance these enterprises' competitiveness and economic performance. Human resources also play
an inevitable role in stategic management as well. The main aim of the paper is to evaluate the
perception othe selected aspects of human resources as risk factors that could affect the activities of
172 Slovak agricultural SMEs. The results of this resdeahowed, that the nsbimportant risk factor

for SME entrepreneurs, is the qualification of employeesdifferences in the perception of selected
aspects of human resources according to the size category of SMEs, the region in which they operate,
andthe educational levedf ertrepreneurs were not confirmed

Key words: human resources, riskmall and medimsized enterprisegjualification, education, and
mistakes of employees.

JEL Classification: 015,Q19, L26,G32

1. INTRODUCTION

SMEs are condered to be the backipe of the economic activities in most European
countries. SMEs perform activities wrarious sectors and they can vary in shape and size.
SMEs significantly contribute to economic growth, contribute to job aneatind ensure
socialstability, and theyoperatemainly at the national level. SMEs are increasingly sensitive

to changes in busess conditions, also due to this fact, various action programs have been
adopted to increase the competitiveness of SMEs through research avali@mand to
improve MEs' access to finance. The current dynamic situation not only in Slovakia or the
European Union but within the global space had affected the behavior of SMEs in an
entrepreneurial environmefits ee al so PoSocédam8k®»O@WRThe 20 2
entrepreneurial environment is characterized by strong competition, unstable customer
preferences, and unstable romic and political situations. Important topics in business are
corporate social responsibility, indualization and technological changes, and green and
circular economy. Situations in which SMEs carry out their activities create not only
opportunities for development and market success but also generate significant risks.
According to Kramarova (201@he risk is perceived rather negatively, although it can occur
even ina positive way not only from the theoretical (statistical) point of view, butialfoe

real economicworld. The role of corporate ristaking is an important element in firm
performance (Sipa and Smolarek 2015) and has by strategic management researchers
highlighted the importance of idiosyncratic risk as a source of competitdvantages
(GorzenMitka, 2018)

SMEs are established primarily to accomplish predetermined set gahlsbgttives. In

achieving these goals and objectives, the work of human resources (employees) plays a
significant role.Nowadays human resourceissrgaing a positi on as o6t hi
(Amrutha and Geetha, 202umans or men are the most import assets for SMEs rather

than money, materials, or machines because without skilled and competent workers no
activity can be performed efficiently ammbsteffectively (Shafeek, 2016). This is simply

because organizations, irrespective of other resoyficesicial, land, technological) at their

15 (Ing., PhD.) Faculty of Sgial and Ecaomic Reat i ons, Al exanderr ®obt mk s@GtBuder s
3,91101T r e | n 2 n,emdl:lkaiaank.hagiernikova@tmni.sk
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disposal, cannot achieve anything meaningful in terms of attaining their set goals, without
human resources lyanizing all other resources (Abasilim et al., 2019).

Human resources can also be considered asitivpadement of SMEs, but as well as a risky
element in this constantly changing environment, and from a negative perspective, they
represent a greatsik f or the SMEs6é ability to achieve
errors including managemendilures, insufficient abilities, personal characteristics, or the
failures of individual employees in work attitudes can occur in any area of an enterpris
activity and can thus significantly influen
2018) Nowadays, the importance of human resource risk in organizations has greatly
increased, and some thinkers refer to it as a core competency and agasitality for any

human resource professional (Kermani et al., 2021). According to Diao & Gho2edd)(

human factors are a potential source of risk regardless of the level of process and production
automation in the industry. Human resources risknisnherent part of company operations,
whereas the social stdystem is an indispensable key factor the smooth running of
business entities. Therefore, human resources risk should be managed, as any other risk type
(Bombiak, 2017). Human resources agisk factor can become a substantial part of the
business activities of SMEs.

The bearer of the basproduction factor of work is represented by a man. In general, people,
their knowledge, and their skills are considered to be the most valuable eeaotwmmpany

has. For implementing sustainable management in business life, there is a need to create a
commitment to the sustainability of every human being (Okreglicka, 2018). Focusing on
human resources is considered a priority that the management pmi@s) has an obligation

to enshrine in the strategy of the organization. This segment is a key elefimrginess
development, due to the fact that human resources change the competitiveness of businesses
(Hajduovs8 and Sebest yt®the agritlt@rd gector. Theigrewthaahds o0  a r
development of the agricultural sector are conventionabnsto lead to the growth and
development of other sectors so if the agricultural sector is not developed, the supply of
factors and inputs will be impad for the activities of other economic sectors (Ataei, 2020).
Agriculture can create jobs and has #islity to offer activities with a positive impact on
society. It is a useful tool for rural development. Agriculture has a huge potential towards
addressing the issue of poverty alleviation mainly in countries with poor economic systems
(Jhariya et al. @19). The role of human resources management in the agricultural sector is
selecting, recruiting, managing, and maintaining the workforce. The workiorcée
agricultural sector is diverse from specialized experts, skilled workers;skdlad workers,

and even the unskilled. The recruitment and selection process of the company should be based
on its longterm goals (Javed and Cheema, 2017).

Agriculture is one of the oldest production branches of the national economy in Slovakia
Despite the urbanizatiamend, a rural character prevails in Slovakia in the area of population
settlement. Small rural communities, where most of the population lives, foratuaaln
reproductive base of labor forces for primary agricultural production. Due to these facts, our
study is focused on aspects of human resources in agricultural SMEs, because research that
contributes to the development of the agrdustrial system eahelp solve problems related

to the development of SMEs in this sector. In 2021, there were regig@i&b agricultural

SMEs and only 1 large agricultural enterprise in the database of the Statistical Office of the
Slovak Republic. The agricultural SMEoperate in an environmesignificantly different

from other sectors of the national economy, thelprge to the least competitive firms and

their regional location plays an important role in the determination of firm competitiveness
(Dvoul et and Bl agk ohe8ompefitior2réqlires busiBass praeticed of n g i
SMEs and the development andmagement of human resources from entrepreneurs.

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

2.PROBLEM FORMULATION AND METHODOLOGY

The major purpose and principle of human resources management, more so in SMEs, i

make proficient utilization of existing human resources and the desire to have skilled and
competent workers to make their firm more effective than their competitors (Shadba€s,

The capacity to generate knowledge and disseminate it in a fironsdered a primary

strategic competence for attaining competitiveness. Knowledge literature reveals how relevant

it is to increase interest in recognizing and managing knowledg®ant in workforces and

ot her firmsé dynami c todenpfiafioin availbble kreowlddgeavithina | | o w
the milieu (Medase, 2021)How LemanskaMajdzik (2022) stated, the kowledge is
considered as the most important source allowing for gaining a competitive advantage, and
knowledge management is becoming a vitahponent of the entire management process of
organizationg.ools to improve access to knowledge should be based on the support of in
house research activities, technistrtups and sphoff companies, enhancing partnerships

and networking for collaboratn on innovation activities, building clusters, and knalgke

hubs, or many other tools (Hrivn8k and Mori-tt

In general, for every occupation, the required lesfeéducation and practical skills for the
achievement of optimal job performance is dex Individuals whose education level is
higher than this required level are classified as -edercated, and those whose education
level is lower than this requiredvel are classified as undeducated (Quang and Tr&tam,
2019).

The education level foemployees is a topic often discussed in the literature. Educated
employees can be a significant benefit for SMEs in several areas, such as innovation and
faster adagition to changing customer requirements. On the one hand, educated employees
contribute significantly to the activities and market success of the company, on the other
hand, educated employees are more likely to leave the company if they get a mor@nmpteres
job offer (Demirkan et al., 2022T.here is no need to increase only aimlesslyicidlly the

number of people with a university degree, the crucial issue is which sectors are promising
and soon there will be an increased demand for them on thersbket( | vanov g et
2021) Unlike large enterprises, where employee learning gaurazationally formalized, in

SMEs, it is more about learning from interactions with stakeholders such as customers or
suppliers. It is due to the aspects in which SME®r from largesized and professionalin
organizations, in their learning mechanssibecause of differences in their management,
operations, internal structures, and resources (Querbach et al., 2021). SMEs use learning
practices differently due to é¢ir resource constraints, different workplace conditions, and
varied business nature (fhiaand Grey, 2016).

Education and qualification relate to another area that is important to observe. If unskilled or
technically incapable employees are doing taskgy firobably will make more mistakes,
than qualified employees. The practice also showed,a lot of owners or managers in SMEs
often direct and control every move/task performed by their employees (Ndidi et al., 2022).
Both situations bring a higher lehof risk that their employees will do a mistake or will fail.
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Agriculture plays an important role in many economies in the world. However, poor farming
methods and natural resource exploitation have taken us to an extent where the survival of
human beigs is threatened by factors such as global warming and climate change (Javer and
Chema2017). However, the literature on the use of human resources in agriculture by SMEs
lacks frameworks that can help academics and practitioners understand how sestainabl
functioning of SMEs in the agricultural sector can be achieved based on the useaof hum
resources, which on the one hand are of significant benefit to the enterprise, but on the other
hand, they can pose a significant thréltte above creates space fm to determine the
research hypotheses:

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

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

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

Within the frame of the project VEGA reg. n. 1/0718/22p#tudy among SMEs with a
focus on human resources aspects in agriculture was redilzegilot study took part in 171
SMEs represented by an owner/manager (a responsible person in SME) from eight self
governing regions (BA Bratislava, TTi Trnava, TN Tr en | % Gi | Z AlaNjtra, RBR
TBansk§8 ByisRrre gcoav,K o BKGEc eonding toAEuropean Commission's 2015
recommendations, for determination of the size category of the enterprise, the number of
employees (SMEs employing less than 25Gs@esi micro: 09, small: 1049, medium: 50

249) is the primary criterion and the othewo criteria, annual turnover, and annual balance
sheet are merely supplementary criteria. Figure 1 presents the main characteristics of
respondents according to sizategory and region, where they belong. Most respondents
(67SMESs) carry out their activii es i n the Tren| 2n region and
region.

Figure 1: Regionof S M E sgeration and size category of respondents
120,00%
100,00%

80,00%

%

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

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

Source:researdhhor 6s
Most respondents in our research had secondary school education (79 people), @igoeople
secondary professional education, 26 people had bachelor's degrees and 57 had master's

degrees. The structure of respondents according to the size category of 8N\pearof
education is presented in Table 1.
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Table 1: Education level and size categgrof respondents

Education secondary | professional| Bc. MA | Total
micro number 47 5 15 26 93

% 27,49 2,92 8,77 | 15,20| 54,39

small number 26 4 11 22 63

% 15,20 2,34 6,43 | 12,87 36,84

medium number 6 0 0 9 15
% 3,51 0,00 0,00 | 5,26 | 8,77

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

Source:researdchhor 6s

The respondents could express their perception of three observed areas related to education,
gualificaion, and mistakes of their employees as a risk factor by using 6 points scal® (from

T no risk to 5 catastrophic risk). They also express the probability, that these three factors
could occur in their activities by using 6 point scale (frorm@ probabity of occurrence, to

5 with very strong probability)lhe value of risk was caltated by using the formula:

R=RPxP

(1)

Where: Ri the value of risk, RP risk perception, R probability, that risk factor will ocur
activity.

in the SMEO®GS

For evaluation, we used statistical methods (desceptatistics and the Kruskalvallis test),
and the calculations were realized in ¢hatistical software STATISTICA

3.RESULTS

The evaluation of results by analysisvafiance in the case of H1 is shown in Table 2. In this
case, the size category 8¥1Es was the grouping variable. The null hypothesis was tested by
using the KruskaWallis test (KW): The difference in mean values of perception of the
educational level ofemployees among the size categories of SMEs is not statistically
significant. Thecalculated pvalue of variance intensity analysis of rated perceptions is higher
than 0.05. The null hypothesis is not rejected. It means, that there is no difference in the
perception of the educational level of employees among the three size categiésas a

risk factor.

Table2 The statistical

Wallis test for WH1

characteristics

Educational level of employees

€

o

u

perception as risk

2.40

1.30

value of risk (perception x probability

6.14

5.89

KW test

H (2, N= 171) =2657 p =026

Source: aut hor 6s

calcul ations

of

respondert

The evaluation of results by analysis of variance in the case of H2 is shown in Table 3. In this
case the size category of SMEs and the region in which SMEs operate were thengroupi
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variable. The calculated-palue of the KruskaWallis test confirms the null hypothesis. It
means, that there is no difference in the perception of the qualificationoeeehployees
among the three size categories of SMEs as a risk factor. Thessaoma the point of view
of the eight selyoverning regions.

Table3 The statistical characteristics of respondel
Walllis test for WH2
Qualification of employees € G
perception as risk 2.56 1.32
value of risk(perception x probability) 7.01 6.13
KW test (size category) H (2, N= 171) =2504 p =029
KW test (region) H (7, N=171) =13(37 p =0.06
Source: authordés calcul ations

The ewaluation of results by analysis of variance in the case of H3 is shown ia 4 .abhe
grouping variables were the size <category o
owner/managerThe research study of Emmanuel (20%fApwed that there is a signdant

positive influence of entrepreneurship education on the performance Bt SA8 well

Kl ul ni kov et al (2019) stated t hat mor e
innovativeness proactiveness, and autonomyhile less educated executives have higher
propensities in risktaking and competitive aggressivened$s. our research,the nul

hypahesis was confirmed for both grouping variables also in this taseeans thathe
perception of empl oyeesd mistakes doesnot d
level of the SME's owner/manager.

Table 4: The statistical characeristicsofesp ndent s 6 and-the res

Walllis test for WH3

answers

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

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

H (2, N= 171) =020p =063
H (3, N=171) 9.787p =0.85

Source: authorodos calcul ations

4. CONCLUSION AND DISCUSSON

The results of this study showed, that there are no differences in the perception of the
educational level of employees, their qualification, and their work mistakes from the point of
view of entrepreneurs of SMEs within the three observed categs@escategory of SME,
region in which SMEs operate and the education level of the person responsible of managing
the SME.From the point of view of the answer to the research question stated in the part of
Introduction, we can conclude, that the perceptibthe three aspects of human resources as
risks is relatively on the same andddle level. The mean values of the perceptions ranged
around 2.5. The highest value of risk achieved the factor of the qualification of employees.
The qualification of emploses is the focus of various researchers, who executed research
studies from various points of view. Mura et al. (2017) in their research found, that the size
category of SMEs affected the decisions of businesses that are motivated to hire qualified
employes. They stated, that more attention should be paid to mentoring employees who can
become highly qualified and trained, and loyal. It is important due to the fact, that highly
gualified employees are more in demand in the labor market, which makes thgnforis
SMEs. SME employees perceive the importance of learning practices differently in the
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workplace. Their choices are strongly linked to how effective the practice will be for work or

how convenient it is for them to practice at work. Likewise, SMEstoptise learning

practices differently due to their resource constraints, different workplace conditions, and
varied business nature (Tam and Grey, 2016) .
gualifications at work is a significant motivating factor employees themselves, whereas for

the employer the actions taken in this field constitute an element of the ‘naswamces

policy by motivating the employees and strengthening their attachment to the company, hence
creating the comaa20lP) She iesults pleKozul{ktwa et al. (2020)
showed, that as the most important sourdeunfian reseourcessk, the respondents inz€ch

andSlovak Republic onsi der #fAi nsuf fi ci Alhtheseaspectsangthe qu a
results of our widy provide areas for the next-depth research focus on the element of
empl oyees6 qualification as a risk factor of
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CAUSES AND CONSEQUENCES OF THE CAPACITY CRISIS IN HEALTH
CARE ORGANIZATIONS

Eva HOKE!® ,
Romana HEVNzOVC
Kamil PETEREK!®

Abstract: The presented paper deals with the lack of employees. This situation is called the capacity
crisis. The capacity crisis in th€zech Republic is plaguing companies and organizatiorthen
private and public sectors. The paper aimed to map the situation in all hospitals in the Czech Republic
using a questionnaire survey and to find out what consequences this capacity crigisehsisuation

is even worse now that the Covil pandemids straining medical facilities like never before. A
weighted average for each category was used to evaluate the questionnaire survey and individual
preferences. The results of the analysis comitrithe assumption of the author's team. All hospitals
face an acue shortage of doctors and nurses, regardless of the size of the organization. A clear
consequence of the capacity crisis is the overloading of staff, which is often in conflict with the Labo
Code. The paper concludes with a summary and discus$itovwto improve the readiness of
hospitals in the future. Only a system solution can improve the situation.

Key words: capacity crisis, health care organizatiori3yvid-19, human resource managen.

JEL Classification: M54, M12, O15.

1. INTRODUCTION

Therisk management process is in a constant development, as organizations have to always
be prepared for the unexpected and aware of the stages in the risk management process, since
a successfulnactice contributes to meeting the objectifigshai, Viadut, Dutu, Dutu, 2020.

Risk management involves structured management control activities and internal controls,
that is, it is a process of identification, measurement, monitoring, controlling, and mitigating a

c o mp a ny (@gerkaufer8antante,Dallabaa, Fabre, 2019. The main objective of risk
assessment is to help to comprehend the factors which lead to the occurrence of a specific
risk, by giving information about its impact, to avoid it or reduce its eff@z#atesNobrega,
Teixera,et al, 2020) Thebusiness of the healthcare organizationsegges a large impact on

the society by three dimensions: economical, environmental, and @deiethado,Scavarda,

Kipper, et al, 2015. Risk management in healthcare facilities focuses on processes whose
performance is specifically defined in standards and guidelines that the organza@bes
according to its needs. Similar to other higgk systems, the complexity of healthcare
systems generates errors and adverse events if not controlled pi(éfudadk, 2018 Ortiz-

Barrios, HerreraFontalvo,RuaMunoz, 2018. Risk management in healthcare is associated
primarily with patient safety, whichsia global issue. Despite significant advances, patient
safety remains a critical public health conc@frankin, Gandhi,Bates et al, 2020. Demand

for healthcare is signiycantly higher t han
healthcare departmentélhassanNketiahAmponsah Spiekeret al.,2015. In the wake of

the Covd-19 pandemic, the shortage of doctors and medical stafidesne one of the most
significant operational risks in medical facilities. The relative shortage of hospital resources is
a growing issue that can influence the practices of physicians andultsegsent care
provided to their patient&SenrCrowe, Sutherind, McKenney, Elkbuli, 2021). Over the past
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few months, Covidl9 has ravaged health systems and economies in countries across the
world. While many would argue that a pandemic of respiratory disease was predictable, the
systematic failure of the responseame as a surprise. From the shortage of hospital beds and
medical equipment to the gross insufficiencies in national surveillance systems, supply chains
and laboratory capacity, CovilD has laid bare the health care limitatigdensenKelly,
Avendano,202]). Hospitals play a critical role in providing primary health care to people,
especially in natural or humanade disasters. Pandemics can lead to an increasing spread of
disease, with irregular and suddenly increasing patient demands that carhadfectp i t al s 0
capacity and the overall functioning of the health system. To cope with the difficulty of such
an epidemic disaster, hospitals must have completed their preparations before these events
occur. Nowadays, an overwhelming majority of the worldighting aginst an epidemic

called Covid19. The world faces the demand for infected patients who arrive at the hospitals
heavily and irregularlyGul, Yucesan, 2021)

As the Covid1l9 pandemic spread across the globe, its novelty and highly infectious natu
have resulted in an urgmedented demand for health care sernviégben,Bridges,2020.

This fact is also confirmed by studies from abroad, which are conducting research to
determine the capacity crisis. Participating services have prepared to res@owid19, but

their capacity to responday be limited by lack of staff support and resourid@sufkhed,
Hardinh, Kutluk, et al, 2021 Desalegn Deyessa,Teka, B., et aJ.2021, Maben, Bridges,

2020. Together with the expansion in care facilitieg ttemand for health care workers rose

on the already insufficient workfor¢®aben,Bridges,2020. In a bid to raise the manpower

to serve these patients, thanidtry of Health (MOH) called for medical professionals from

the private sector, those who hatired and those who were medically trained but no longer
practising to sign up as volunteers to fight the pandemic. MOH also redeployed manpower
from other ndustries that were affected by COVID to the health care sect@heow,

2020. This fact shavs how the pandemic has expanded labor capacity requirements. Under
the International Health Regulations (IHR), countries are required to prepare response plans
for public health emergencies of international conc@iorld Health Organizatign2018).

For Europe, the World Health Organization Regional Office has published a checklist entitled
AHospital Readine$80Checkhketi hot h€ociodt ext
emergency preparedse procesgWorld Health Organizatigr2020). In this da@ument, they

have advised hospitals to manage the preparatory process under ten critical components as
follows: surge capacity, infection prevention and control, case management, human resources,
continuity of essential health rséces and patient care, rseillance: early warning and
monitoring, communication, logistics and supply chain management including
pharmaceuticals, laboratory services, and vital support services. Hospitals are facilities with
complex processes, mostlyrotected to external suppamd supply linegHaghani,Bliemer,
Goetandt,2020. Fighting against the pandemic is carried out with the proper management of
human resources, equipment, materials, and information. One of the essential parameters in
combating pandemics is planning gasces in environments where resources and time are
limited. Hospital preparedness is a vital component of an emergency plan that can
significantly reduce the impact of largeale epidemic&Gul, Yucesan202]).

2.METHODOLOGY

A research question has bbeéentified regardingo the capacity crisis of hospital facilities in

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

Table 1: Structure of respondents to the questionnaire survey

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

Source: Research survey

The quesbnnaire consisted of ased and open questions related to the capacity crisis in
hospitattype medical facilities. The closed questions were dichotomous. Respondents
supplemented their observations, commented on clesddd questions or commented on
their evaluations in opeerded questions. The two questions of the questionnaire were
designed so that the respondents rank thepmpared statements (facts) according to their
importance. In this way, preferences in the consequences and possibilitidsing soe
capacity criss in individual types of hospital facilities were monitored.

A weighted average for each category was used to evaluate preferences. The weights were
determined according to the number of possible answers with a maximum of 6 @e mo
important) and a mimum of 1 (the less preferred) for the six answers to the question on the
consequences of the capacity crisis. Similarly for five answers on the question of possible
solutions to the capacity crisis, where the maximum was equaaitd Bhe minimum was 1.

After evaluating the responses in the individual monitored categories of hospital facilities, the
values were averaged according to the number of facilities in the corresponding categories.
The answers in the questionnaire, which tespondents had the apfpunity to rank
according to their preferences, were determined based eregwarch conducted at five
selected hospital facilities before the survey.

3. RESULTS

A null hypothesis was established from the research question:

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

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

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

Source: Research survey

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

The answers of the respondents declare the lack of medical staff. The shortage of doctors is
evident in all addressed district hospitals. On the contrary, the serious shortage of nurses is
evident especially in the universitypgitals. The lack of nemedical staff is more significant

in regional hospital facilities (only 33% of the addressed facilities), but in general the lack of
norntmedical staff cannot be assessed from the respondents’ answers as fatal for the
preservatiorof health care. Althouglthe return on the questionnaires was only about 40%.
The consequences of staff shortages in hospital facilities are presented in Table 3 and for
better visual interpretation also in the form of radar chart, see Graph 1. Respaadked

the six consequeees of the capacity crisis according to preferences. The set indicators were
sorted by representatives of hospital facilities according to the preferences. These preferences
were scored and averaged in the individual types ofitatlsgxamined. The redslare also

shown in Table 3.

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

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

Maximum =6, minimum =1
Source Research survey

The main consequence of the capacity crisis is the overload of staff across all types of hospital
facilities. Closing the department was preferred in the second place in university and district
hospitals, in theegonal ones it was onlin the third place. The extension of the waiting time
was the third in the order only for university hospitals, for regional and district only in the
fourth place. The reduction of beds occupied the second place in regionairdngace in
district ard the fourth place in university hospitals. There are noticeable differences in this
factor. The order of the remaining factors is already the same for all monitored categories of
hospitals and they occupied the last two placdsnanitored types of ho#al facilities try to

avoid reducing the quality of care provided or refusing patients. The differences in the values
of the individual categories are better apparent from Figure 1 which shows that university and
district hospités have roughly the samevaluation of indicators (except for the reduction of
beds). In the case of regional hospitals, they also prefer to overload existing staff first, but
unlike university and district hospitals, they prioritize the reduction of bibds, closing
departmentand only then extend the waiting times for examinations.
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Figure 1: Weighted averages of indicators of the consequences of staff shortages in hospital
facilities

Staff overload
S

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

Rejection of patients,
delegation to other
medical facilities

Closing the department

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

Bed reduction

Source: Research survey

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

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

University Regiond District

Hospitals Hospitals Hospitals
Staff overload 5,0 4,8 4,6
Employment of foreign nationals 3,4 3,5 3,2
Financial motivation for overtime pay 2,8 2,3 29
Targeted education of high school students 2,4 3,2 2,8
Targeted education of university students 14 12 1,5

Maximum =5, minimurs 1
Source: Research survey

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

Staff overload —&— University Hospitals

St —m— Regional Hospitals
District Hospitals

Targeted education
of university students

Employment
of foreign nationals

Targeted education Financial motivation
of high school students for overtime pay

Source: Research survey
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All monitored types of hospital facilities gier to overload existing stafind to employ

foreign nationals when solving the capacity crisis. University and district hospitals have
roughly the same evaluation in other selected aspects. Regional hospitals also prefer targeted
education for high schéstudents to financial motivain for overtime pay. For all monitored

types of hospital facilities, targeted education of university students is took the last place for
solving the capacity crisis.

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

4. DISCUSSION

The research results confirmed that the Czech healthcare system is facing an acute shortage of
qualified staff. According to the President of the Czech Medical Charkloéek, 2018, the

Czech healthga system has become dependent foreigners, both doctors and nurses.
Without staff from abroad, some medical disciplines and some workplaces would not exist.
Another problem that complicates the situation is the unfavorable demographic development.
The arerage age of doctors in somilfls is rising alarmingly. Forecasts predict that the
number of young doctors entering the Czech healthcare system does not cover the departure
of the old ones. More than twhirds of medical graduates are women, which patscular

surgical discipline at risk, physically demanding. There are, therefore, several reasons for the
capacity crisis. Other essential factors include i{trgy dissatisfaction with working
conditions in healthcare. This dissatisfaction culminatethe fact that young doctornd

nurses go abroad. This phenomenon is called brain drain. The current setting of the European
labor market places minimal obstacles for the work of a Czech healthcare professional in
another country. Mutual recognition bédth education is a matter agburse in the countries

of the European Union. At a time of economic recovery, the number of job opportunities with
higher remuneration and lower responsibility is increasing. It is also often the case that
gualified nurseslso leave the field of healtbare. Dissatisfaction is also related to the poor
financial evaluation of medical staff. This is because healthcare is underfunded. With
insufficient staffing, the burden on those medics who remain in medicine increastsgaea
vicious circle. Dissatited health professionals are overwhelmed, and their conditions
continue to deteriorate, thus further increasing the risk of leaving over time. This lack of staff
logically results in overburdening people and persistent tiwols of laws and regulationkn

a shortage of staff, continuous health care is provided only at the cost of violating the Labor
Code, the Act on the Education of Physicians, and other legal regulations, endangering patient
safety. Optimizing the curresituation will be very challengg. It's a longdistance run. The

whole approach requires a system solution. The Czech Medical Chamber proposes personnel
audits in hospitals.

Human resources are a vital input in the provision of health care, which magprbached

as systematically ahcarefully as the management of other areas of the health care facility's
operation. Four data sources are available to evaluate the quality of medical and nursing care.
This is information obtained from patients, externapeets from audits, and quality
indicators. The information obtained from audits and indicators is considered to be the most
reliable. One of the tools for solving the local capacity crisis is the JAC (Joint Accreditation
Commission) accreditation, whicls iaccredited on a national basiJAC's accreditation
standards require the hospital management to plan its workplaces' staffing and present the
numbers of staff, their education, and qualifications during the accreditation investigation. If
this plan is ot fully fulfilled for some reaon, eg, due to a lack of staff, the hospital must
document what measures it has taken to ensure that this does not affect the quality and safety
of the services provided. One of the other requirements of this standarmdeistostrate the
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possibility ofcontinuous lifelong learningbased on the individual needs of each employee.

It, therefore, means specifically developed plans for individual employees with records of
their fulfilment. The achieved education and practare essential conditions for h#h
professionals to perform professional activities in providing health care. As an employer,
JAC's accreditation standards oblige the hospital to determine each employee's specific scope
of work activities, ie to determinme duties, relationships ofigeriority, subordination, and
competence in detail. Insufficiently set competencies are listed as one of the dissatisfactions
of medical and healthcare staff. At present, around 70 medical workplaces have accredited
this standad.

5. CONCLUSIONS

Thanks © a questionnaire survey, the paper aimed to analyze whether the Czech healthcare
system suffers from a shortage of medical staff, ie, a capacity crisis. These findings were
assessed in various types of hospitals in the CRephblic. The results confirntean acute
shortage of workers. The Covi® pandemic highlighted the seriousness of the situation. The
main tasks for the future will be to stabilize medical staff and attract young people. Trade
unions should play a signifart role in negotiating not dy working but also financial
conditions with the government of the Czech Republic. It is necessary to support the system
of public health protection, which has devastated financially and in terms of personnel over
the pastwerty years. The Covid9 pandenic has shown the full extent of how irreplaceable
hygienists and other professionals are. The concept of health care should be based on the rule
that prevention should take precedence over treatment. The most challengitmngoe the

future will be hav to address increase the share of funding the Czech healthcare system
adequately? The amount of money spent on protecting human health must approach the
European average. At 7.5% of GDP, the Czech healthcare system isimblestf the main
interest isaccessible, higiquality, and modern healthcare. Health, its maintenance, treatment,
help must be the number one priority!
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OHS MANAGER - AN IMPORTANT JOB POSITION NOWADAYS

Katar 2 n d&° ’HOLL'C
M§ria HUDCKOVC
Peter KARDOG

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

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

JEL Classification; L23, L52, M11

1. INTRODUCTION

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

The safety and technical service provides the employer with consulting services in the field of
professional, methodological, organizational, control, coordination, educatiasial &nd

other tasks in ensuring health and safety, especially in terms aflégriacy of work spaces

and structures, work processes and work procedures, work tools and other technical
equipment, work environment and their technical, organizational arsdnpel security. In

order to optimize working conditions, the safety and ezl service influences the attitudes

of the employer, managers and employees towards safety and health protection at work (Act
no. 124/2006Coll.). The tasks of the safety ameihnical service in Slovakia are currently
performed by:
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A safety technician,

A authorized safety technician,

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

safety.

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

From the above, it follows that th@ccupational Health and Safety (OHS) Manager job
position should include the professional competence of a safety technician, but also other
necessary competencies, i.e. knowledge, skills and peityoaasumptions to ensure the
entire OHS management systemthe company.

2. PROBLEM FORMULATION AND METHODOLOGY

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

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

A The baseline analysis was used in the process of evaluating the competences of the OSH
manager based on the processed results |OBk Institution of Occupational Safety
and Health.

A The key methodological source is our own reseairolediat determining the position of
OHS managers in enterprises in Slovakia as part of the project ARPNDG03 -
Development of risk assessment tools for the purposes of selected enterprises and
professions in the Slovak Republic in accordance with EUiregents.

A Generalization of current knowledge about the importance of the risk manager job
position for enterprises in Slovakia resulting from global trends, e.gOEHA - the
European Union information agency for occupational safety and health ansl othe

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

A Proposal of the competeyn framework of the OHS manager for Slovak conditions
(knowledge, skills, persorigt assumptions, tasks and responsibilities) for the creation
of a job position OHS manager.

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

The Institution of Occupational Safety and Health #)Sis the world authorized
organization for health and safety professionals. With more than 49,000 members in more
than 130 contries, the institution is the largest professional organization for health and safety
in the world (IOSH, 2022).
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In accordance with the strategic goals i.e. improve, collaborate and influence, the institution
of IOSH set the condition to pay more attentio building skills throughout the profession.

In 2022, they released ampdated OHS manager competgriramework after extensive
research and consultation with OHS experts, employers and other stakelididenpdated
framework reflects the significahanges that have occurred in the workplace over the past
decade.Today's health and safety managers need a widege of skills, knowledge and
behaviors to influence and manage chandéss is more important than ever as economies
recover from the globapandemic.The framework includes 69 competencies in three
categoriestechnical, basic and behaviorabmpetencies of the OHS managd#ne range and
level of competence required for each individual role will vary and will depend on factors
such as the stor, the individual's seniority or career level and the size of the organization
(IOSH, 2019, IOSH, 2@.

Fig.1 The IOSH competency framework Occupational Health and Safety (OHS) Manager

Incident
management
Risk
management

Health and
safety law Sustainability

The
competency

framework's —
three categories g Stakeholder
and 12 areas 5’ management
L
2
Be =

Planning

Leadership and
management

Source:Competency framework IOSH 2019, 2022

The IOSHCompeteng Frameworkreflects current best practice in occupational health and
safety. It is designed to be actionable set of standards to help employees and employers
maximize performance and minimize risk.

The competery framework provides a set skills, knaviedge and behaviorthat managers

and employees can use to lead and take responsibility for their own learning and development.
Each individual's development needs will vary by role, level and industry. Emphasis on
specific core or behavioral competenciegy vary from compay to company due to size,
structure or cultureThe I0SH Competasy Framework can improve performance by
managing professional development and recruitment proceSshnical and core
competenciefocus on what the employee must ddjile behavioral comptenciesprovide

clear guidance on how the employee should perform their T@ken as a whole, the
competency framework can inform about job description, recruitment processes and learning
and development plans. It can also supparfiopmance managemeand help embed positive
behavioral values that add value to employees' technical exgétiisd 2019, 2022):

A Technical competences of the OHS manager

This part of the framework includes a summary of OHS technical competencisspibat
theadvisory capacity. They include an understanding of legislation, policy, risk management,
incident management and the impact of health, safety and welfare on people. This section also
includes new technical competencies such as sustainabifiigal pratice, human capital

and community impact
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1. Health and safety law

A Health and safety policy development

Principles of health and safety and other legislative frameworks
Health and safety governance

OHS management systems

Performance management

Hedth andsafety auditing

Continuous improvement

Quality management

I > >

2. Risk management

A Horizon scanning respond to changes time

Risk identification and profiling

Risk assessment and analysis

Risk prioritization

Risk control, mitigation and resilience

Risk monitoring and reporting

Integrating health and safety risk into business risk processes
Occupational health and wellbeing

Business continuity

Pl i

3. Incident management

A Incident management

Incident investigation

Incident reporting

Supporting a legalefense

Proficiency with incident cost analysis

> > > > >

4. Culture

A Organizationatulture

Vulnerable workers

Employee welfare

Understanding of worker wellbeing

Occupational balth and safety competence
External visitors, suppliers amntractors
Responsiveness to changesh@amodern workplace

> I I I > >

5. Sustainability

A Sustainability

Human capital
Community impact
Financial sustainability
Ethical business practices

> > > > >

B OHS Manager core competencies

It is a set of skills needed to support @mdble good decisiemaking in the workplacel hey

include competences related to strategy, planning, leadership and management. The
development of these skills will significantly increase the general effectiveness of the OHS
manager

6. Strategy
A Strategy deglopment
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Business context (internal and axia)
Diversity and inclusion

Stakeholder management
Influencing

Knowledge management
Learningorganization

I I > T

7. Planning
A Planning and implementation
A Financial management
A Data analysis
A Decisionmaking

8. Leadership and management
A Functional management
Visible leadership
Teamwork

Project management
Managing change

Conflict management

> > > >

C OHS Managerbehavioral competencies

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

9. Stakeholder management
A Collaboration
A Being the 6trusted advisoro
A Negotiating

10. Personal performane

A Peasonal responsibilities and accountabilities
Selfmotivation and discipline

Prioritizing work

Driven by results

Problemsolving

Innovation and creativity

> > > > >

11.Communication

A Communicating effectively

Advocating for safety and inspiring people
Providing consucive feedback

Active listening

> > >

12.Working with others

A\ Selfawareness
Commercial mineset
Empathy

Professional integrity
Coaching and mentoring

> > > > >
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3.2Competences evaluation of the OHS manager in Slovakia

In Slovakia, the OHS manager ensures compliancetefrer i seEs processes W
requirements in the field of occupational health and safety at the workplace. He therefore
ensures that the cgmany meets the OHS requirements an
processes using guidelines, work prhwes and other documents and that these processes are
properly implemented. He is also in charge of managing risks arising from health protection

ard his responsibilities include compliance reporting, negotiations with the auth@Ntfes

2022; BOZP0O2022).

The roles and responsibilities of the OHS man&get no. 124/2006 Coll.; NIP, 2022):

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

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

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

analyzes work amdents, evaluates their causes, proposes measures to increase OHS,
performs internal or external audits in the field of OHS management system and
environmental management system,

applies legislative requirements in the field of health and safety anaherement in

the conditions of the enterprise,

oversees the safe handling and storage of environmentally hazardous material,

identifies hazardsral assesses risks in the field of health and safety,

identifies risks, environmental aspects and impacts,

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

acquaints the employer, statutory bodies topl management with the obligations of

the enterprise according to regulations and standards in the fieddtbf &and safety,

promptly solves problems and the organization of work in the event of breakdowns,
accidents, floods and other emergeaugnts,

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

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

assesses and evaluates technical and organizational ecological measures, prepares the
impadoft he enterpriseEs activities on the en\
assesses the planned production process, technologies, materialapncagsind
investments from the environmental protection point of view,

examines individual cases of violation of stami$ and legal regulations in the field of

the environment,

checks the state and level of safety measures in the work procestakingrover new
machines, equipment, buildings, etc.

carries out a inspection of compliance with safety regulations, usageotettive
equipment, aids and compliance with safety procedures,

processes and submits complex reports in the areas of healtsatatgy and the
environment to the company management,

proposes measures aimed at eliminating identified occupational laedldafety and
hygiene risks,

creates and issues company regulations and standards for occupational health and safety
and lists ofrisky workplaces,

participates in negotiations with control and inspection bodies in the field of health and
safety and thereironment,

> > > > > > > > > > > D> D>y D> D> D> D> D
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issues binding instructions to ensure safe work for employees and workers of supplier
organizations,

ensures cooperatiowith the police force of the Slovak Republic and the state health
and safety supervision authorities in the investigatfosooupational accidents,

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

realizes the fulfilment of selected obligations in the field of fire protection in
accordance with valitegd regulations.

> > > >

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

The proposal of the occupational health and safety manager's competence framework for
conditions of Slovakia is created on thasis of the longterm experience of the authors from
solving scientific and research projects at the Faculty of Sedemigineering (FBI) UNIZA,

as well as from the assessment of the competency framework by IOSH, which is a world
organization dealing whtthe issue of occupational health and safety and other institutions e.g.
EU-OSHA (2022). On the other hand, the progbsempetency framework is the starting
point for the modified study program Crisis Management at FBI UNIZA, which includes a
trajectorytowards the issue of health and safety.

The proposed competency framework of the OHS manager respects current gludsl tre
(IOSH, 2022; EUJOSHA, 2022; ILO, 2022; ILO 2021; ACCA, 2021; VUBP, 2022) practical

as well as legislative requirements (Act No. 2206 Coll.) and normative requirements (ISO
45001) in the field of OHS in Slovakia. An important source is knowledget @be changing
conditions in the external and internal environment, the expected sources of OHS risks and
thus also the expected devahert of the content of the graduate's profile, previous
experiences from the educational process and from the appiicdtgraduates in practice.

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

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

OHS
MANAGER

Personality

assumptions

Source: own processing
1. Occupational health and safetyprofessional knowledge

safety and health protection at work,

work safety,

lecal regulations in the field of health and safety (e.g. Act No. 124/2006 Coll.)
OHSmanagement system according to ISO 45001,

security of technical systems,

principles of safe operation of technical equipment,

> I > > I
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environmental management (types of wastethend impact on the environment),
environmental protection technology,

environmental regulations,

environmental management system I1ISO 14001,

working environment and working conditions,

work accidents and occupational diseases

categorization of works,

prevention of industrial accidentscauses and solutions of emergency sibuns
fire protection.

2. Occupational health and safety skills:

create, enforce and develop an OHS policy,

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

implement and update the OHS management system in the enterprise,

monitor changes in legislative and normative OHS requirements,

identify dangers and threats in the enterprise,

apply the principles of technical safety in the performance of the OHS manager,
check,register and report work accidents and occupational diseas
communicate with control authorities,

check the effectiveness of preventive health and safety inspections at workplaces,
check the completeness akeks OHS documentatioap to date,

evaluatehe economic effectiveness of the OHS management system,
implement training in the field of health and safety

DDA DD PP ) DD D D

3. Expert knowledge of risk management:

risk management,

OHS risk management,

identification, analysis and evaluation of OHS risks,

proposing maaures to reduce assessed health and safety risks,
monitoring and reporting to top management,

risk management methods and techniques,

OHS audits,

creating of OHS risk management documentation,

creating a register of health and safesys,

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

I v I T D D D D

4. Professional risk management skills:

the ability to identify, analyze and evaluate health and safetyirigikse,

master risk management methods, techniqodgools,

skills to monitor sources of OHS risks,

propose measures to reduce OHS risks,

the ability to enforce measuresremluce OHS risks,

skills in applying the principles of risk management in the field of health and safety.
assessment of suitabilitsnd effectiveness of proposed measures to minimize OHS
risks.

I I D > D D

5. Managerial knowledge:

A Management planning, strategy del@ment, organizing, leading people, control,
~decisionmaking, communication, motivation,
A Crisis managementaccidents
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Quality mamgementi audits, continual improvement,

Production managementoperational processes, technological procedures,
Change margement,

Business continuity management,

Project management,

Personnel managementonflict management,

Financial management,

Information systems, data analysis.

anagerial skills:

to forecast and recognize the effects of changes iexteenal and internal environment

of the enterprise in time,

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

objectively implement and evaluate health and safety audits,

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

investigate and eliminate nonconformities in the field of health and safety,
coordinatecooperation with other processes in the enterprise,

propose solutions to adjust the OHS goals,

propose measusdo improve and innovate the OHS management system,

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

assess interpersonal rietmships at the workplace,

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

7. Personaity assumption and other skills:

8.

> PP DD DI DD D D D P

analyzing and solving problems,
communication (dealing with people, ability to expresserisnegotiate),
providing constructive feedback,

handling stressful situations,

teamwork,

empathy,

intuition for detecting possible risks,

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

creativity,

information literacy,

profesional integrity,

ethical business practices,

organizing and planning work,

personal development.

ther qualification assumptions of OHS manager:

higher education in the field,

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

intermediate English language etc.
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4. CONCLUSION

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

The profession of occupatiahhealth and safety manager should be a permanent job carried
out in accordance with theoretical training and practice, which will bring in the management
of the enterprise an increase in thelatlity of achieving goals, higher productivity,
optimizaton of the processes, an increase in the application of preventive measures, an
increase in the overall value and success ofettterprise The proposed solutions are also
beneficial for the margement of FBI UNIZA to reach more potential students the
position of OHS manager.
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DI GI TALI ZCTRHA PARSYSEEL£ MZDE IVANIA V SR

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

Eva | VANOVC ]
Veroni ka®GCRSKZC

my s e mindlgstih aj mseW| oal s¥coisit i v pod v
notlivlich krajing8ch musia |
dc e&kdaajshe i cdy ® jrea or® ncohM nogshS®

Abstrakt: Tak akopo| as prie
d gitalautaz@at ietchygpcri 87 e d
s ¥l asstndv od tTch pre
pracovn® miest a rech8dzaj Yhiwkiar a/z nakngnikelmeeRn@vngi a

p
Tieod potenci 8l nych pracovn2zkov vygaduj Ya, aby disp
kvalifik8ciou. VI zvouprperteo ssyts§vBamyv |vazsd ed Svead @v as
apred2sS tden Byt sScoisioi |guwiug:ney %l ad medzi ponuk

adopytom po pr §cior etiiecCkoyka W ¥l ngendkmie § Sem tdeo ph §d2a n a
pod vplyvom aditgintaa lioigBSdiee dakT ka syak @mmisuh z dse&d §
vy g a®ovanpzrlk@kient oho je nagim ci2g @omizirat in®,z ames t
SR podOa dosiahnut ®ho stvenpRap vad@a| shium2n agti upiojdn
sa eviduje na Yrade ptov¥ Qwacujelvov y & k Tuoth patmaen @t |1 mab s ol
pouk8&8zaS na kmogrd@®@nir iszai kbu,des musi eS SR vysporiada!

KO%| ov ®absolventid§ g i t adliozv8ecnisak, 8§t rrhe punb8 oék@ag kol sk® vzde

Abstract: As in industrial revolutions in # past, labour maets in imividual cowntries are facing
changes under the impact of digitisation and automation. What makes the current situation different
from those of the past is the speed witlich new technologieare being introduced. Many jobser
undergoing majorchanges o disgppearing altogether, while at the same time new jobs are being
created. These require potential workers to have new skills or completely different qualifications. The
challenge for educatin systems is therefore to respdadhese demands a timely manrer, thereby
avoiding a future situation where there is a structural mismatch between labour supply and labour
demand. The aim of this paper is to theoretically defihat changes are ocming in labour markets

under theinfluence of digisation ard autamation how this affects education systems and what skills
are required of workers. In addition, our aim is to find out how the unemployment rate in the Slovak
Repubic develops accordintp the level of education attainegthat share of uwmersity gaduaes by
groups of fields of study are registered at the labour office, or what share of university graduates work
in the field they graduated from, and thus to poirtttbe possible riskshat the Slovak Republic will
haveto deal with.

Key words: digitalization graduateshigher educationlabour marketSlovak Republic

JEL Classification: 123, J64, O30

1.bVvOD

V dt'sl edkue da gautad mat§icai8ci e trhy prs8§ce vo v
posl ednomm| adda wfetnggiz.mi Teamvyvol 8va potrebu

zameriayaérk}tnlalnegs%ladv medzi ponukou pr 8ce a
pracovnlch midshjieko@Ok®megt ekmrebol.i pol et ne
prs8cu, ktor8&8 na nich bola vykon8vang8 nahr §d

2ng., CSc, T r eamgkaUniverzitaAlexandra bl e k a v , Fakudtasici§ loe k on o mi Skaholv, vz
Gudens k 8T r3e n91250Slovenk§ r ekp, e-madlil: eva.vanova@truni.sk

2Ing., doktorand, Tr e n Uriverzits Mlexand a Dub | re&mk 2v FTa k nnd-akamomiskolw i § |
vzIBav, &t8u d3entTr e, Slovenk gepOblkd, entaid veronika.zarska@tmi.sk
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vplyvomtechw | -pgri&ca st 8va menej fyzicky n8rolnou,

pracovisky jnevynamNatl e§, nakoOko |l innost. Vy
vygaduj % doppm&anow. Oids%wiusl osti s tTim sa ob
na potec i 8h nyyamestnancov, rozsah i ch odbornej
vli astnostt?2n® Pzememmaynem¥%t i a jednotl i v® organi z8§
vzdel 8vani a, a takisto ved¥ k tomu, ge mod
foryhivazce |l 8vac2ch ingtitYcii. Nejde iba o to,
naj m2 hoadinosSodbud¥%cu potrebu pracovnej sily v

pripr@®udva8 perspekt2vnych odborochekelly s%| as
sa mnoho absolventov nezamestn8 adekv8tne v
gt 8toudnoti S ako neefekt2vne vynalogen® n8kl
kontrolkuuge ak ug teraz m8me prebytok ak&obve®&nto
pracovn® miesta je problematick® obsadi S, n
spr 8vne.

2VPLYV DI GITALI ZCCIE A AUTOMATI ZCCI E NA TRH

Rozgirovanie digitaliz8cie a automati z8ci e
Yl i nkamij.edM e j stranepnfbe8dzamwijeni Owedk ej k
pracovnlicheRmRiegak s8rmuluje tvorbu novich p
nebol i potrebn® (1 sl am, 2018) . Aj keN prio
nemoganozasoberaS iba teuy ngkpOldemhoh@l!| rmo
Pol2tale efmhrmdadovnd ch miest a funkwi 2, m
sl tovn2kov, | i telef-nnych oper8torov (Lee

ha ®ownl ch miest, raldeksktriohvpohtoej prac
|l yvnakb. rTohlo bud¥% procesy diogiatSalai zagkca
hl o bude trh pr8ce n¥%tenl vysporiada$S sa
hl osSou sa baldddgircokz® i mogmds ttiecehnako bud¥
ruBl % nahr8§dzaS predovgetklimwrwco¥nRa&apwv?2 js
zamestnaniach (Autor, Dor n, 2013). chwtnd®mat i
Yl ohy, ktor® wvgkiohiS8kay&n2n2z&wm&stnanci . PoklI
ul i tTch oblastiach naznal uj@ ,%lgoehysa kttomr ®z $3a

edne kvalifikovanl zamestnantbr ® Naypdrlnaej
ijati ah dtigdahmdlnygi 2 predpokl ads§ daoowp | nenii
| smeier, Woerter, 2019). Pre spololnosS a
povolan2 a vznik inTch neptéedpbhas @ r newm
lo¥echiS§id zcal o k rovnakIim scen§rochutvlimoddy
y bol pomal gi e.

a Osborne (2013) vo svojej gt Yadi i real. i
soko ohrozdamildlz §mri ®@c @s miatdmEp® i mSes ea, |k
byS zautomahiepvan@Prpemehonenmnbchg8dzaj?
pracovi®@ mi esta v doprave a |logistike, vo vIirobe
ge idbBrub@ odhady nakkooOksok uetxoil sntowsjte ,nikekoor@® |
procesy. ldenaj2 o pol itick¥% aktivitu aouegpbmhO®| %

—<

zavs§dzanie novlich technol -gii, ale iakoe skut
k1 8sS odpor voil iaklemkan®J ekyiicrklimMm zmen8&m. KIm
egtevipgdal o presvedl|leni e, ge phacOud® B8iae ssti
nezamestnanl mi, teda hrozbou sa stanegtechn
ukazuj e, ge hobhiOadi skkra8t kojddd ®ko pokl esu p ol
dlhodobomhor i zont e technol ogickl poktrakdk bole yt vor:
zrugenlch (Trexima, 2021). D!jde vgak k sigr
pacovn2kov. Pr8§veozortmochstD |dodrveaozd uvisaac pupr i am
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ktor ® bybymé schopn® zabezpeli S Yg£ri e ht plotpreda
novl mi zrul nos Sami

Netreba vgak zab%daS, ¢ge meadail njRe d ogukb ied Tymiv
sastavgfa k procesom d|gltaapodpzrékeﬂcoeblaasawtorNaanzy&c

krajiny si uvedomuj % nevyhnutnosS i nvestova
poz2cie a zostaS aj MaNaé¢adiy &owkskemomksohoj
technol ogick®ho pokroku, W ymnackh Tacdha j e n eojr awzy s
rozvojovich koapings8 yenovgyak§ptejto problen
dt*sl edku nedostatkedkdr opbwo, glkelmpn e® ek s/jl in
neuvedomoval.i potenci 8§di,e kpoirhn§gmgder n® otvea
jednoznalne spad8 do druhej skupiny kraj2n
postupnl n8rast z8ujbnadaoS mojdev nhne§gzifai NMogaa
zaober 8 predikci ami dopadotvr hpredpo&] adadiOah
dom®&ny www. trendyprace. sk (2022) naj va| giu
vplyvu robotiz8cie a®auztoeast na®dciae bya %j enc 15
povol aniach ako: stavbyvlendyl/a:chl,slrwgaldelbtep)rezas
riadiaci pracoomhmékRodvw, obfliansatn| n T riaditeO, |
projektant, rev2zpreycitadzctlsmiak,voch/eTmideI«rT@rgacw\TN
viskumnej ingtit¥ci @,n?gkrobnalnmlg®a mwadi alr mle %
perspekDavimnej poddom®ny bud¥%: kontrol -r dan?
gkoly/ gymng8zpmai, priaclvadke vs Yh aarskneo/sptdi s Sto§In
mnogstvo voOnTc hgmroacno§vjrsISchaJm|neastporu02C|§ch s
neptod.2 PodOa port&8lu www.profesia.sk (202 2)
mlestJevobIasxah obchod (3 876) ztoho 1542 np oz 2 ci i predavial , vir
toho 1 77#4pen8porz2ueliioby, i nf orznoAd IN® na ec hno
poz?2ci. program8tor, doprava, gpedz2ci a, |l og
Aadi | nTchid pracovmhamemd ®,stge tpedHaa poa nich
technol pgkc&®hozmenami |, a | tietovptRoovn®@vf
zrul nosti.

21Vzdel §vanie v | ase technologicklich zmien

Ako ug bol o skrtastnraezdrea | penr®magrivecriil rcThe hz nti eeonh nsoal

pozornosS upriamuj e eham vzE@8shBhvuaki em Pr 2o
vysokokvalifikovane,] sily na uni verzit8gch

jednotlivich organiz8cii k tejto skutolnost:i
Samozrejme rovnako tak ako existuj¥ rozdie
procesovdii t al hz &wuitemati z8ci e, existuj¥% tieto ro
vzdel 8vani a. Gt %di a reali zovan8 v dtvaa@i i uk
technol - gi i V rozv?2jaj¥%cich sa krajin8ch ne
ingi niertsedovtanol - gii vo vysp20ieh. kT@jonsS§kht ¢B
ng§sledne negat2vne vpllvaS na % mnig en®nive nm
znal n® invest2cie na dogkol enie hZwsjYdealdenam
zrul nost? absolventov S pogi adavkami trhu

Probl ®mom vgak nie je iba kvalai,tdipwngkktyo\pan
adekvs8tnym stupRom vzdel ani a, anlkeo u s kp'rr§ c @t ra
kvalifikalnT mi pogi adavkami na pracovn?2kov
z8kl adom napredovani a, neznamehé&ttwvzdgeast ahh
Gtatistiky s2ce migu potom na prwhkpeh®&ad v
tak®hoto vzdel ania nebude prejavovas. V mno
pristwwpiS k prehodnoteniu proltcte by dbmnogwst aa
podni kaS opatreni a, ktor® by prol Bkani®g dige lu d
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em, avgak ktor® s¥ z h(v)adiskavs%!asnej S
0o hOadiska je vhodm@sshadovnaiS abpol vem te
rov, al e aj ak® % abterdl weymjotouvd opvr acuj e mi

O oS C
3 i
o ©°

zrej me n
otliv® ¢

e i ba o samotn® skupiny gtu
t :
nol - gi e v

nN® odbory a @gred kloFdz asSy. s t [®i
rili obrovskbvaPotebkb®i na
neho aspoR vniesl.| nov® pr
ovan® s kuzrod|nmesStou, p ajpeu | Brc
sa vgak stoptebSRamfouso ns§z
prvky a digitalizovaS$S |
0 k zsavteudS8ecni & nt, a nj,e ktdeec hme
ov a-1% o bl tajtce®pid 6zpmiav Ban d
o vzdel 8vac2ch procesov.

o
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£3@0 T - T
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S5 <

e schopn® nadhbrmdi Sntseorcal€diny. kMhg
ktor® aktivity.

k® kvalitmPi viveobodkdg
otenia rtznych renkin

v ®h8omchol okt ow r oku t e

i ba jSemverata:dn iowemzsikt a ho v Br a
801.71 90 O . mi est o. Ostatn® krajiny V al i zast
dondho dostalo 8 vysokIich00y ki gsntag)l,epwi Ma Mar ¢
namiest601.i 7000 a v PoOsku 11 (irb@)).l epgi a na miest
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Krajiny, ktor® s% technologickT mi l 2dr ami ,

nedostatk vysokokvalifikovane,] pracovnej sily b
(Balsmeier, Wosder, 2019). To , a potrebng8 je vysokokval:i
s¥% asnom trhu pr 8§ gt Yac

8§

e dokazuj ¥ aj Nal gi e
kil v porovnan?2 s absol ve
e

k

5 c

absoent ov vysoklch ¢
n

des aS8Stol,|rape k pomer virazn®mu zvigeniu vys
(Acemogl u, Aut or , 2012) Z toho vyplTlva, ge
zvigeniu dopytu po tlchto zrulnostiach. To |
proeso v, ktedbri®@ hmj » vo vedomostnej ekonomi ke.

Nejde vgak iba o to, ako sa vysokogkol sk® i
prg&§ce a abebl wabmtoowvakblud% produkovas. Prac
kvalifik8ciou buwd¥®mpr e@d etea@v owvaS Ypohou bud:
i mpl ementovaS n§stroje, ktor® minimalizuj %
ostb a vytvoirti @stpir e( Rail spmeil eerg, Woerter, 201¢
naber % rtzne rekge al e hiparad ¢gni®& m¥k u rozdybor n ®h o \
organizovan® v r8&8mci jednotlivIch organi z8ci

na stredogkol pk®t oegelehantehu pr8ce bude chl
pracovnej simgedjin2lkovaz viac re

22 Pogi akdwlden® na pracovn?2kov

Vs¥l asnosti svet ovplyvRuj¥% mnoh® zmeny, kto
Okrem rozvoja procesod i gi t alaiuz ® eniadde adhc md ob &1 ne ot epOo
zvygovani e merdgeiae@kodB@8énemipgebi ehaa@ouidh pand:d
19.S¥%beh t 1T chktloadfi@ktnoorve®y n§roky nielen na bud
stupRovania,aldied §kvalifik8ciu sl aloh®abtiepr acovr
Nov® pogaakd aBkoywy dse hi pracovn?2iklorstzzhor nul i do ¢
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f technick® zrulnosti, ktor ® pzraghcRoRua jesy:nd me c i
technol - gi ami,
T metodick® zrulnost.i ako napr . kritick®

rozhodorea@a$ Ssprabl ®my ,

T osobn® zrulnostliormediiasktd gl mi pjoggadovant§
voli stresu,

T soci 8l ne zrulnosti, mkeoan®spypfagdguBeel or az

R! zauforizd*razRuj ¥% rlzne zrulnostinprkdgbePRopdva
(2013) uv 8§dzva,paset i ndsptod 0§ INes t i je dtraz kIl aden
adapt8§cie na zmeny a roz¥Kphhkk 205 zdsé o dv
zd'razRuj¥% digat gBhkéade wketotsvdéic hr bk ggh situ
vyhodna@ o vilaiS amaajpbu gi 9z §rKilve R zd! r aznRiug %, e grmo ¢dm
rozv2jaS ak®koOvek Nal gidci gkdrpetyerhci2r ubh ed s
digitg8lne techwglet dgblasth s g & ath Mgietokdyo ti et o n§z«
sp8ja jednavbkd%on aotsiS rzeb u dGamarBanvsRive bez

neust 8l eho acdptekdior amamemeBya keohnol ogi ck§

Vs %vi sl osti so zrul nos SeosveoVl jined e pt o tvrzedbenl @8 v & p ©
b ud¥%c (Worklide Educating for the Future Index ktorl pripravuj e

Economist. Tento index sa zameriavaa zr ul nmogitkir i hbu d%® mysl eni e,
komunlk§C|va)sd§|pgomIm§d;krm3)ahodno?cdoakej mi ery SYs s
vzdeciSev as y gdn@myc krajin§ ch pr i pr atvackvian8 t @u dzBRud nos S
vgakomt o hodnot&n?2 nie je zahrnut

3CIE6O A METODOLCGI A

Pri Sspracovan? pr2spevku sme vyugrietildszvriliacer
zdr oj mi bol i poul®t ®Gre v § d g b eackno® avnead el cz a , i n
abstrakci a. ri spracovan? gtatisti okl ch %d

met -da kompa
Eurostatuy Gt ati s

r Gtatistick® wailea zloevraptaellie
t
Ukazovatele b
2
0

ci e.

SRk ®h®HP SXrasRd USR a zo str8nky
Isl edcpan®@R@0R® rntakny X@2 dost
zahrn%S rok

vkus@bbol vdernoviskoyask
prostredn2ctvom analyzo

Hl avnlim cieO P
R
m s t n wzdetasia, podightasdod av ednot soi va h\f
n
0

0
0
m e
vzdel anhm pa8te
a
g
0

je napr. mi er n
podOa skup?2n tudi | hah Y0 dbder pv Seei, d pehamled a
VO vygtudovanom d re a i

4.Vh SL E DKMSKUSIA

Lo sa tTka vysokogkolsk®ho vzdel aniaskyv SR,
vzdel arl ovh pOwpdil §cii Z8ro vagsadddodsgslldlneqyl/zsth(E
produkuj e mnogbseobvenabic ktor?2 s a nedok$8
vygtudovan®mu odbor u. V nasleduj »com gr afe
gkl podQai$hiphnodgboro z me n yposledhuc Kk t oG T m

rokoch.

Vv
h
as

v a
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Obr § 2:dbsolventiVG podOa skup2n gtudijnlch odborov

Absolventi VS podPa skupin Studijnych odborov

2021
2020

2019

2018

a4 2017 I
Q
P4 2016 I B |
2015 |
2014 I
2013 T B e |
2012 | —
0 5000 10000 15000 20000 25000 30000 35000 40000 45000
POCET ABSOLVENTOV
H 1 Prirodné vedy 2, 3 Technicke vedy a nauky
= 4 Pol'nohosp. lesnicke a veterin. vedy © S Lekirske a farmaceut. vedy a nauky
u 6, 7 Spolocenské vedy a niuky 8 Vedy a nauky o kultiire a umeni
H 9 Vojenské a bezpecn. vedy a nauky
Zdroj: GPSR, vl astn® spracovani e

Od roku 2012 do roku 2021 bd glem t ko vec &llyksok® neth
42493 na27 777y m® v d'sl edkwvdegmogMafizck@Perdnot | iv
gt udiojdrblocchov vgak viraznejgie zmeny pomeru neée

Tabu®OKWeédsolventi VG podOa skuabsolventgvtd ad®hal otibodbok
celkovmy pol t u adbasno® hvoe nrt ookva

2012| 2013] 2014 | 2015| 2016| 2017| 2018| 2019| 2020| 2021

1 Pr2radaydn® ve]|[568]|585]568|582|568|561|581|507]|594]| 4,64

2, 3 Techni c k(23,32 23,86|22,98 22,70/ 22,69 22,01| 22,44/ 21,83/ 21,% | 21,58

4 PoOnkbkmdpke

veterin. vedy 3,21 | 3,56| 3,40| 3,68 | 3,79| 405| 3,90 | 3,84 | 3,42| 3,32
5 Lek8r ske vadyf
a n8uky 501|5,33|590)| 653 7,27| 8,96| 8,20| 8,40 | 8,88 | 9,66

6, 7 Spol ol en 456,78 55,15/56,10/55,68| 55,08 54,01| 54,3 | 55,43| 54,30| 55,05

8Vedy a n8uky

umen? 304|314 285|277|29%|316]| 3,12| 3,09| 3,25| 3,14
9 Voj ens«&«l® .a W

n8uky 2,95| 3,10 3,10| 2,83 | 2,53 | 2,19| 2,16 | 2,34 | 2,28 | 2,62
SPOLU 100 | 100 | 100 | 100 | 100 | 100 | 100 | 100 | 100 | 100

Zdro GPSR,n® |lsapstacovani e

Medz jednot | i vl mi skupi nami gitmi@D$RT cmealbi
vpri ebehu s | e d o v 20i2-R021) alacdolbimanafh® virazne
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Knajviraznej giemu pomern
doglskupine ¢ghaudvj Bl cbkBmakeutn§uBapreletmny a
zost S8RanaNal e] nedkewpadboPradi ayodah ®ho stavu
naj nmddcvhodoch slovensklich absolventovdngo zah
Eur ; kdg ichll@aj Y2 ni el en vkgai et rpedvjagerostrediggtl &c oi

® (oudb5mp&errasetnt UBO neh o a

skut ol noSsRS,s Ygeoapmt etkci e vgeobecnlch | ek§ro
Viraznej g2 n8rast podielu absolventlbemzdgavo
pr §ve nipwzvdorlaav ot n2 &t we 1 sn¥s & Abrgso f d kt boiraBa redead 0 k § §
nahradi S ktilecpholoindgnéenupok|l esu absolventov dog
gtudijnich odbor ov n&,u k$l,74Tpeecr hcneinct kuGkl) abethy & o d
Spol 0® edysdn §uKoyl73 percent us§l Pelen p |btabsavgnte

vni ektorTch odbioeroast “actigne tslYakiosm na zni goval
prebyt k ovol,cale takistbbap pr e stj2e@damwt | i v T cidh plad ©ov & Ima n 2
ohodnoten?m.

Tab uk@2:Pol et uch&8&8dzal eabsolweiavameekkahie % zaevi dovanil
Yar ad pré&ekkov®ho poltu absolventov

2014 | 2015 | 2016 | 2017 | 2018 | 2019 | 2020 | 2021
371 324 | 236 139 116 106 152 116
16,34%]| 1441%)| 11,40%]| 7,18% | 6,26% | 7,18% | 9,17% | 9,00%
1101 | 812 639 | 399 | 320 | 317 | 414 | 275
11,99% 9,26% | 7,7% | 5,25% | 4,47% | 4,98% | 6,76% | 4,59%
4 PoOnohosp.| 307 250 | 206 145 110 126 141 92

1 Pr2rodn®

2, 3 Technick

veterin. vedy 22,62%) 17,58%]| 14,92%| 10,39% 8,84% | 11,27%| 14,80%] 9,98%
5 Lek8rske a {233 | 200 | 176 | 137 | 117 93 108 98
a nSuky 9,89% | 7,93% | 6,65% | 4,43% | 4,476 | 3,80% | 4,36% | 3,65%

3808 | 3173 | 2519 | 1670 | 1205 | 1052 | 1508 | 1064
16,99%| 14,75%| 12,55%| 8,96% | 6,95% | 6,51% | 9,96% | 6,96%
8Vedyan 8wk o kul| 193 134 | 127 81 70 65 112 94

6, 7 Spol ol en

umen ?2 16,97%)| 12,51%]| 11,79%| 7,43% | 7,03% | 7,23% | 12,36%)| 10,79%
9 Vojensk® a 339 | 259 | 199 | 117 | 69 54 73 68
nguky 27,38%]| 23,67%)| 21,58%) 15,46%]| 10,03%)| 7,92% | 11,46% 3,35%

Zdr oFfSYaR®| ast ro®ries pr ac

Zabsol ventov woli sveokdchc BA4-2§R b r a x i najl epgi e u
absolventii e k 8§ r sfkayrecntacae ut i c§lakebs oi edntai t kde¥ni ckTl c
zaevidovanTch na Yar ad pr8uédolzo cled gedno ®dlon ep o
najnég(v roku 2021Za3absby®wnt mespl chht B9 WNVocCh
nasledz abs ol ventsip oplrc?|reondshddpakhterstencasdhajvidan k | i nova$s
k nezamestnanostna j 2 absol vent ih, Ip@@m?octvhigscprhw&évreskyc

vrokoch 2014 2018b ol o n &jzaey Jgveanl ch nezamesnehgt aliy
odborov wejzpredk®sagodkWyepdyo askupi wdragakkmd o
pokl esu podielu abs o ladpea rStz®y,38%vaakyd0Mona336% ch n a
vroku 2021.Va | gi na wd 3 &lcwe mt§g d e alwxaewdvamg Fac ako o v

90% zo0o zaevidovamimelstmwamg§ezsliowr®&cu n§jde do
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Obr § z KPodiel absolventov VG do 5r ok oV odi aakagnl|¥Yan a,cujk¥ or 2
vkoredgponduj ¥Yac owmy @ dauna re@dmoau vZAlelakia vroku 2020

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

odboru vzdelania podl'a hlavnych skupin odborov vzdelania v

roku 2020

Vedy a nauky o kultire a umeni
Spolo¢enské vedy a nauky II
Spolocenské vedy a nauky I
Lekarske a farmaceut. vedy a nauky

Polnohosp. lesnicke a veterin. vedy

Technické vedy a nauky II

Skupina $tudijnych odborov

Technické vedy a nauky I
Prirodné vedy
0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

B koresponduje  ®nekoreSponduje

Zdroj: www.trendyprace.sk vl ast n® spracovanie

Ni e vgetci abs ol v g afainia vowyg toakahamhodbgrébidla j £ a
zroku 2020 ( noivsyd ez 2rcd b 0 I minncalkBsolaehtiuvysed ¢ hy e g k * |
dokonca zast8vaj % pracovn® miest a, na ktor ®
(90 %) sa upl ot Repts vl rid®oe ey @tbkbScuhk ,v ineads |ae d 1
absol venti tem®mk c k15998 i)y @ gdd edo koregpondu
upl atnenia bol zaznamenanl egtre§lpkril pbS DY) e

absolvent od¢h viedpan B a k SOV K fani dieresa uplvat Ruj %
vygtudovanom odbore abpadyheles n? zk witbld rasn § r npyoc
vied (25%) a z oblastipr 2r odnl c h Py iabsavensclBpdad)nohospod8§r sk
| esn2ckgtcdr havifdh ime 2z § rananenBli ajz jedno maj vy g2 ch
zaevi doabsalvehtavina %r ad pr §c el tahsolvesth. Powd®mo pwr t § |
www.trendyprace.sk2022)v najwy @ e | mi eredponraeyj kvababdolventy gt ud

odborovpr edgkol sk8 a element8rna pedagogi ka, u
|l ekt®rvgeo®edrk8rstvo, | aborat - -rne vygetrova
b ankovn?2nveastevanie Baopak v nanie gmi er e przanesijt ¥ha nv

kor egpomsiwjga udovani m odman a §aRedididevméoturezmut, i
filozofie, sociot gikulturol- @i aplikovarej etiky, mediamatilk a  k u hatderdni@l st v
kr aj iaa8ur skaawspratovasiz e ms k1 oh zdr o
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Ob r § 3:Mieranezamestnanost SRpodOa dosi ahnut ®ho stupRa vzde

Miera nezamestnanosti podl’a dosiahnutého

50 stupnia vzdelania
44,6

;5 135 139 126

10.9
10 75

012

63 64
3.8 438

5

68 72 64 ¢
X 25 35 29
2012 2013 2014 2015 2016 2017 2018 2019 2020 2021

ROK
NiZiie ako primarne, primarne a nizfie sekundarne vzdelanie

Vyssie sekundarne a postsekundarne vzdelanie

Terciarne vzdelanie

Zdroj: Eurogat,M ast n® spracovanie

Vo vyggie guwdcacempommosmBo naj ma vysok§ mier
n2zkokvalifikovaosgeilshipgaxmvakp pr ymn8mringygn¥, m pr
sekun@ r nym v zkioe B a &#ZWamityas ®mk § napri ek T wmgeludvéjv ne mu
miery nezamestnanostirskochpr ed pm2 plaoad ®@mi a ©ku Ra20 sa miera
nezamestnanost. nzzkokvalifikovaneky 224ir acovn
viraizemeyiagsih@a nakoOko v d? sl edokoy gpanwdr®ing e
mi est pmneée g @uidf?2ikksed z & k | valdveanjely nezamestnanosti tgjto
vzdel anostmoegn ok akt cenggpnagonirdsiusber akejgtrekk v al i fevk §ci e
podmi enkhalcehhor Tzcavg§dzani a i zames @iy e Jaor az g g9 ¢
nezamestnanasSamenlaamsSV P gg2 m sekpos€sekwmndaSr n
vzdelBm2moku 2019 sal asegiplaad@naziressthbtss Ve
vioku2® 1, | o preds®@avmival mepg? bin§ gk pit m8arknoy my,
primpBani g2 m sekund8d mypmMdobpndmlagmimmgi a mier a
vykazovan§ pri osob§&ch.Tsakv yssaleaaekdod®k omne z d
vi maz menej vs apsolvertmmiman 2i nT ch Y%r ovehd ash®muw de |
az8§roveR s¥% na s¥W asmu@matnhte @r28.ceTalkijdtem g]
skut ol megSvigeée od Yr ovnes Yoethssiem Bzamettn@niosti v z d e
as hospod8S8om¥yomkvizvomyTl ch rokock® dppromyeasaal i e
nezamestnanosneelennelanzZzlglwal iaf i kovanou pracov
medzi osobami s vysoko g kaklesnkel mramestdaadstban]|?2ard. V1
ag po 14 adouoku2019 sa hodnoty dostali nachisti mik ® m and ®riBa Covi
vgak pozit 2avilmami eraojnezasmestnanosti mkochni ek o
200-202lop2 S st wupl a.

99



Conference proceedingsCHALLENGES, RENDS AND INSFRATIONS
WITHIN THE LABOR MARKEZ(022

4.ZCVER

V. posl ednd dchh dees a@priSomaz wridg$ avemaezwans pi
di gital i m&@z§ic éreeabp eethtag “4ci ch v spol dlamé&agmi ,naalk
kvalifik8ciu a schopnosti pracovn?2kov, ktor @
s¥%| asnmisedasag pgd8§holky wvdobbPmbeznaopreduje a
nesplasd®b ivAinr@ pr obl ®my ako sa znavizad ipadzkour nod sas
Ahrozbyfi, ktor® mtge priniesS bud¥%cnosS. Je
ponukoupr @@ dopytomp pr 8§ci , 8kakol dvgshetdok toho, ¢ge
doset olnmeer ef |l ekt uj % na zmenlygchkupk§omel mVddRhhSa
podiel vysokogkolsky vzdelanlTch ost!bdee popul

potreby nie ¢ adekvs8tma.o Viypmved el en rozdickl % [
absolvet ov na Yr ad pr 8ce z cneeldkzoiv ®hed npootlltiuv T anb s
gtudijnich odborov, al e i Vysok® percento v
mimo odboru, ktof vygtudoaaltient dbynesw ad posnt®pne

zameriaa S sa na to, ktor®|lmpmaidick ® @bsasdlSas ko
obsadi S v bl2zkej bud¥%cnosti, a primerane
vzdel8 v a c i e@nou styaskt, abytiv medZiti k ol vi Ba@enej §2

nekbr Tch obl astiach.

Dodatok

Tento pragtpeovna&niboVovWBGRC il .prlo/joeckdt® B2 d@aABkonor
zmeny Vv syst®me vzdedgdivkya ntirabh eaikpor &r ef | exi a na
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| NDUSTRY 4.0 AKO DETERMI NANT REGI ONCLNE
VhZVA PRE TRH PRCCE

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

MartinaJ AKUBL | ROV C
Kat aGTEBL CKOVC

Abstrakt: G| ob 81 na v 1 zva ebrezentugtindusty 4.0, @ zmeRot paradigmy nie len

priemysl u, ale cel ej spol ol nosti. l novat2vne t e
mega transf bomBeké@nsmiviay a ktor ® menlaspa@g%lmaaT
sa Exponenci 8l ne rast%ctaechpbibgccksyodngalc:hnegeg
(eko)inoval nT mi pl atf or mami ovpl yvRujmést mlnps $¢ ¢
pogi adavky napopd.acOiven®@o s ipruz sap & Wk w mogag indmstrgg n ot i S
4.0 na rozvpjedklgadamej. g/t Yadi i sa zameri avame I
regions8l nej polltlkvyl zhvdyghk ®n ¢ emtt ol pai b Y ®4 p@® n dul ¢
adekv§&8tne reagovas.

KO%| oww®g sdustry 4.0, regi-n, trh pré8ce

Abstract: The global challenge of the 21st century, represented by Industry 4.parmm@gm shift

not only for industry, but for saty as awhole. Innovative technologies, artificial intelligence or the
Internet d Things are elements of the mega transformation of the economy and the economy that are
changing the established way of thinking and behaving. The exponentially growiicategp of
technologies and technological solutions in synergy with (eco)innovpladforms are influencing the
labour market, i.e. the structure of jobs, unemployment, labour requirements, etc. The aim of this
paper is to assess the developmental charand the impact of Industry 4.0 on the development of
regions. In the present sty we focus on the changes in the labour market, the reflection of regional
policy on the concept of Industry 4.0 and the challenges that this space offers and to witich
necessary to respond adequately

Key words: Industry 4.0, region, labour market

JEL Classification: E24,L6Q R11

1. bvOoD

Koncept Industry 4.0 je pr2kladomrodoadrrisch ¢
viroby, kt or ®h osahj el opsr peodl noelt eomns kdl laicidsjouesejndsti. o d b o r
Odklon od desiatok rokov fuguj %ci ch syst®mov |jenkBU&tadoeh
hospod8§rsolkel8d naho rmatveorrdagd gptoB®é&tws thvoa s pol ol
Preto aktuS8hadstdaceh&dmagkli emchwkt rsypo4deh] cht ar ¥

(eko i nov atikm 8 ViMNalkia nej sme svedkami posunu od
kprodukci i regpekt uretvzere gsektg. Menio prechod erovhaBol akoe  a
iprechod na I ndustry 4.0, sa m!ge zdasS pre m

ktorYa ponYik a (ekopoppeadegj t &l ne | viroby je vizva
spol ol nosS mvkdg zoasSS . s ilNettorretboa svngjear e zab¥%daS na
®t ogparadi gmy syst®mu ako cel ku, t pod.albav zdel
VNiea pokrolil ej Vz8jomne,] spol upr 8cozvoju podpo

2Ing., PhD,MBA, Tr enkka univerzita AGt ulenlBekiaell|5¢Bioves,2 ne,
e-mail: martina.jakubcinova@tnuni.sk

BIng., PhD, Tr en| i an stkaa Aun iDiusbride mens k §Tr 2 n | 12 BQ, Slogenskog-mail:
katarina.stefikova@tnuni.k
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novich zrulnost?2, pretdovogeeklimmedmpign®l muaph ne
produkci e, drpclpoldaRoist weo jaa r mrigsthepam®Ispe vy .

2 . TRANSFORMCCI A PRI EMYSLU BUDDBCNOSTI
Digit8lna transform8cia priemysprueap 8y hgmhbhu,al

spololnossS, svet, | oawteameat ikz vayigig e If apar emBlaivk it &
KO%| ov1 mi pirlainesrfroir m8ecjitegq teda transform8cie
inteligentnl priemysel bud¥czn8ocsi(t@a k, 09 isVo v 8 € i
produktovpr ocesov a syst®moyv. Ako vo B)XGtektBr §c
priemyset¢ing vetwvwgia svet, v ktorom virtu8l ne
spolupracuj ¥% gl obg§8lfine |foldgpodkh paida Tbru doptasno @o m n
priemyslu. Priemysel bud%cnosti, ktorT akt ut

kyberpriemysel (Emans, 2019; Saniuk, 2019; Carvalho, Carvalho, Carvalho, 2020;
Grabowska, 2020y ner gi u a ad iogniadtiadz iSxlgreobkov, padni kov

slugieb j e z8kl adnl pilier priemyslu bud?%
(eko)inovat2vnemu pr2stupu, ktorT je prid.
digit8lneho interopepnabé¢yne pwralpueiamanyesk tuz 2RU j
tento priessar N&r ol n§ transform8cia viroby, proces.

viacprvkoviml&pkhaocwedHt omRaob; , Ma M2 ter wflekje oa T
mognost.i a (Qisen, Toelit, 020; OrtizuMarrogiun, Cifuentes, 2020; Oztemel,
Gursev, 2020; Ivanoviol., 2021),aleh nac 2 m mo tfoernooom®no ht o

Vs¥%vispboskiamis tvoriacimi z§kladRu konceptu
pozornost.i S W s tzraebdddz kvadithegrip ody | dostupned i g ejt I8, 1 n
technicle j , vedeckeij nfar argd tskaliflavéne] yracavnej sily kt or 8 | €

nevyhnrwtnrk§ .n ® vazeyr obydeti maainfragtrukt %re
potr ebn®& Stefioodslasthtapya r amet re vikwvwahiosanhdemyah gt
(CasteleBranco, Cruzlesus, Oliveira, 2019; DeVita, Bruneo, Das, 2020; Grant Thornton,

2020; Tur mani dze, Dagi |, Popkhadze, 2020; M
Okrem tvrdej i i neftechmalg ir kTt %vy v &kjl adekompr omi sr
kvalifik8ciu a odborMacss§s ox 8 me sStorkaonc,ov2019,
predpoklad, ¢ge pogiadavky spololnost2 na pra
rTchl ejl gihe ejagioeng siQdudpacaost i sa ug teraz v
kvalifik8ci a, preto inteligentn8 prax reduk
nzzkymi digit8&lnymi zr tomutooksl&igunvedies k(u\tiod ngo&,S 2
bez adekv8bmepj @h@u ckegkpi tnr8elmio gn® | Mpsamenasv :
ciele I ndustry 4.0, ako napr . zefekt2vRova

hospod8r skhekho (&8rs k&, Hol omek, 2020).

Priemysel 40@a eho mut 8ci e maj Y az§ kR |vamprive xdntovno- r seoncoi ng,
ekonomickomékgi noval nom syst ®me, ktorl sa vyznal uj
(Kovacs, 2018) . Rekonfigur 8ci a, Yapr ava al eb
mnoh® podni k§kin&gdm®.n®Viass pdBoamnmake®hot $ nar u
stability ekonomickech o s pod 8r skeho r asMar spald,ni X@2 A)AIl viatr e
sa prejavi3mai eptpeosdnuigknu@h oaalje 8t ur algo - mieel k u. D
mene | z§vadgnou pr o pslugemezioji kuodus Kadrojolv.t o D ypsrti cepmi ¢ k-
ngzor, ge Oud2 nahrad? robotika, prilom v to
ako dnes, sa nepotvrdil (Wu, 2021).

Gt wdia ATP Journal (202A0t rtebavy@wderskdse?jj, ep rmeacs
priamnapg ak. S2ce skuto|lne d!jde k z8niku profes
profesi?2 vykazuj%cich ophakovateOurzos st eOnonsEn
novlch, ktorTch sofistikovanoakS naprisi §kndg,nat
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organizal n®, fyzi ck®, kreat2vne | i intel ekt
nahradi S automati z8oudesk@&nkdrdojge t Bbd#8 pir®ud i®
najd!l egi t erj8ymecui Whsopheug n ®h o m a.P,r resp remysiu a I nd

bud%¥cnostNial eja mud% prezentovas z8sobs8reR
nenahr adRetf ¢ @kt mvaS na tieto virazn® zmeny t
zamestnancov a k 0o mje enteevnyl hnnliugt hn ® en o Gt 2fditcoistos
Diamandisa a Kotlera (202Q)otvrdzujevy g gi e , pwvield@m ®wpEdRz or Ruj % n
potrebuspr abgahu pracovnich miest na trhu pr8ce.

Nov® zrulnost? Zameishoaaltn® mkel eknmriiet,i c&k®t 2av
management kreaivita, pokrd i | ® di gi t 8l ne, i nformal n® a
potrebn® urwzemQaidcom irajitSo,i ge tieto zrulnost
na pokrytie dopytu po pracovnlch mi estach
inteligencie, clod computng vIivoja a predajappdoduk(tSwet o
ekonomick® f-rum, 2020). ObdobnTim spltsobom s
zdrugenia a podni kateOsk® agent %ry (ASME, V|
ri eg e nyepripmverdsd kracovnej silyap ot r e b y Amiery tapojemiaakrajiny do

procesufi i(nBer8kcavi |, Krajlo, 2020. s. 70).

22CIl E0O0 A METODOLCGI A

CieOom predlogen®ho pr?2spevku je pouk8zaS nc:
priemysel lggapranto vzhOadom na | ej zmeny
danom kontexte sa zameriavame na zmeny na

vizvy, ktor® reprezentuje koncept I ndustry 4
Pr2spevok bol spracovand vyedocio®bwijgaeobrercadacy
met - d anallzy sekund8rnych zdrojov, ako ve
renomovanlch I ngtitYci?2, synt ®zy poznat kov,
dedukcie a kompar8cie dostupnlch zdrojov.

Pre realf § ci u ®ihwe dceine Oa boli vymedzen® nasl edovn
pripravenost.i a YWroveR ekonomi ky a spol ol nos
vplyv konceptu na region8lnu politiku a regi

3.Vh SL E D KMSKNSIA

Automat i z®cieaop splsobila %Wbhytok voOnTch prac
Oahko nahraditeOn®ho charakteru, avgak bolo
ktor® doteraz (Tabu@Wk&cd)nepoznal

Tieto nov®, r eosvpn.® ipsozv2 g sen ® | r a@ Oudsklch z

potenci 8l vy, prilom si vgak treba uvedomi S
kladenTch na t%to pracovn¥% silu. Nedostatok
schopnos Samir ep odtarneRbenplanziz mpena char akteru mnoh
] kameRom Yrazu plnej i mpl ement 8cie a precl

e
spol ol nosti bij % n(av rpS8otpabnaec A R)n gmn @dlij &k y | 8§d mo
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TabuOka 1: oDvonpl ya#h c pp& cihr a ¢

Ohrozen® praco|Chilbaj %ce pracoNov® pracovn® p
pomocn® sily vilek8ri, lek. pegpecialisti I T
sprostredkovat|remesel n?2ci a| g p alistiSMART mobility
slugieb /finan|pracbvn2c

prev8dzkovatel |{mont 8gni robot|gpeciali sti opt
predaval ky, rejlzariaden? kvality prs8ce
kadern2ctvo, k|obsluha pojazdntechnol-Pdemysél 40
gpesti alvi obl as|{kuch8ri, pomoc|gpeciali sti pr e
pr2buznich obl |obsluha nanotechnol -gi e
zlievali zv8(l T prog+vadam®tjorsijfgpeci al i stk%ugn a
pracovn?2ci aplik8ci?

upratovacie sl |mechanici, opradinginieri pre d
obsluha strojov, mechanici |r i adi tel i a, rijlodborn2ci na pr
opravs8§ri elekt|ved¥%ci spololnosyst®my

Yl tovn?2ocnit,i diRa@d manag@®udsk® zdr{odborn2ci na
spracovanie | 2] marketing bi omi metick¥% vI
oper 8tori ¢ g elektromechanici (eko)inovsgtorwl
telemarketingu procesov

Zdroj: Bendov®22 Teehd2, 20®&r2tbes ,G§8kovil, 2019

Kim v krajin8ch ako D8nsko, F2nsko, Nemecko
krajin8ch ako Gr ®cko,o Es)ulirparaS/lemosSbmygﬂ(mkgG
republi ka je spomedxkiat e®dmndtealmi anedarn a keam§ i dic
mierou pripravenosti (20. miesto).

Obr 8§2okPripravenosS gt8&8tov na z8klade indexu NRI
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Zdroj: spracovan® na202l3kl ade %“%dajov NRI (2019

Nelichotiv® 2A0Thaeni desttwo rvk e MNRE@ENdesk npssovm8ean
pripravenosti),vypovend§ kK e] mi er gechpobgpc hepnabkidadne
zdr oj o Graf2),§ b §tvy g a dnipgj e k e, podgory mechanizmoazc el kov ®h o
pr 2 jedoopivcovis Kk ub2nechnol - gmu§ostregiu.di gi t 81 n
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Obr 8§2okSlovensko podOa NRI
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pokroku, ktorT ijdeudvygli2ts§llienrelj veNandthao DESkNa a s p o
z8kl ade DHSEI|I ebigcnwo kongt at ov a Sarefleciena potreabyw e R d i
spol ol nost slabGlaf &.xt r ®mn e
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Sl ab® edky Sl ovenskej republ i ky Y Sspoj en?

automobil ov®ho priemyslu radia krajinu medzi
roboti z8cie a digitaliz8ci e®pjvaanah(40%)zkbtoar @ r e c
vy gadky %k wnal i fi k8ci u, resp. vykazuj¥% monot - n
nahraditeOnosS umelou inteligenciou nebude

bnost 2 sl over

g
podpora vzdel 8vania (51,7% o0so
trhu pr8ce nedaj

Mel i(#kKR), sa veOk® zmeny na
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Re&8l ne zmeny na trhu pr8ce SR odzrkadOuj %ce
napriek tomu, ge doch8dza k i mplement 8ci.i r
odvetvia hopod§ r st v a . M: geme vgak predpokl adaS, ge
natoOko citeOn®, ¢ge rap2dne zasiahnu cel ®
skutolnos§S, ge priemysel a priemyselng vi
zamestnanosti SR (698 500 zamestnancov), | o v spoj e
priemysl|lu,oukonfecquexg§oi®ommni | ov®&ho priemyslu v
cel kovej priemyselvnTezjnaznTnMnbyﬁa

Ompa=xli Eupeensk
Opomenw%S niemchhe akenbmbthgi ck® zmegye kit acd
ZVyguij Y, | i nepredv2dat eOn® skludt.ol PoSvi, t &
nepredv2dateOn8 okolnosS pne!pjienysd k6 ireagi ownyl m
(najval g2 pnoskilie sa zpaonhetsut nvao Oin T hs lpe ch@ w@an d m h o tmd
4).

Obr §d4okVIivoj zamestnanosti vo vybee2aTch odvetvi a

Iamestnanost
Nezamestnanost
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S oy % nt g o
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Zamestnanost » 2021 4 2020 2019
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Zdroj: vliastn® spra@@i)anie podOa GB SR (2019

Industry 4.0 ako deer mi nant r ojg oty an yr epiplizevmaywo vani e kv a
gi vobwnv at todhotys aano sypMNBavk a t omut o t rpeorsdU Roo@am§
vzSahov a i nklo%zjiee gpeam@mnngentddes ,pr mmlvesrpa tgieknye r §
r e gi o n §tikynie $MARIT opbolitiky, kt olelgpodpaed nt el | georcti-B®mMo
ekonomi ck®ho rozvoj ah o skppondk8urrseknéchi cersrcdnsotpin o5 & § |
( ek o) i, zamestanosti pod

Pozit?2vnym zmeny \koblastivaem 8svva rkioaedku ®It my syst ®m v
ko od roku 2015 nalakeu ) ereadoi npeogzekeu dus
zapojepbeh 200 st vgdBOTdmegskt!nl §Grai 5)eréntovnodel

pri nongfitly zamest m8v ajtkea@bt8arv ne , afd szhkCoand i ska prakt.i
sk“usemosli hoat?2, ktor® umepdRujnBnpleysal haprtedh
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Obr §5®k|l et zapoj enTldwuh | snuekhjog kv trakis 2080
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Zdrojjvl ast n® anp regoptalat@aevzdeivanie.sk, 2020

Okrem t ohopadnerstftu8 duidee nkegps &t vz8pdmh®mMuU @orozur
podpore dosahovani@konomick c,lre nv i r orychean t Edychi Bllsnbedk kt or ®
sacodzr kad®wmij ¥ W MA Ral(ekdi ineogosmriczmere(Graf § . Ekoi nov §c
navyvgyet v8raj %% nov® hodnoty, ktor® s¥% odpov
amodi fi k8cie I ndustry 4.0.
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4.ZCVER
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rogad s pSalkm| noel ok . Pravdou vgak ostg8va, ge
upl atnenia konceptu I dugt@VuA.Relﬁchustrjeélﬁ)kibntmu
v podmienkachSlovenskej republiky, pr v ® v T s | e dksy¥a fpreefmeromE B,na hy
av gchu oaddhodl ani evNakaedw démeloathMseqﬁd@@nsi,kW&s

republika sam a § 2 kompl exne reerktovaS prildzrgd)éjsi asda
konkurenciia ozv2 paf| em, z a eV|dentnetejtocebl,asmmagwracunnejc
zaradi S budovani eParpamsrdsatirvsSt p@edni kat eOs k1 mi
asamospr 8vny mabeag wh | & k B kkivtaantt 2 v rmd 2. v nBdjomai rst¥e n z |
visledky, adolb¥geknpoosats®, pr emi et aj ¥% dpob |heonsspkoldc§hr s
vilegslkov. Naj vi ac cid@elOns®t it oprj2eprvavy ,tbdareflexii aj pr ac
pogiadavky trhu pr8ce

Okremplnenapr vot nT cah zp8 ngdcdoy d zrmadstkavb&m t @oht o sy
(eko)i nOkBem8&modni k aaiesOsoks®ro§p se&h ®dzaj ¥% na i
smart s pej akalely kit @emy s | Swh ovmZzmav 2 | gp ;g ineadpaOR a n 2
di gi t adko izpBchodena (eko)inos a tT2chamakterpr odukci e, &oor Y4 r
priemysl, zal 2 na apBmkalvkeESveregjT ch st dtokojve op?2S v
pozit2vne

Vot 8zke bud¥%cnosti nagab, tablyaméoy ddidieag | o k
adap,tapaakaby bepel| i e, blahtispolnmo sat i b ol i vgdy na
Ulen2 mzgq oandporau jegn n ® dosi ahnuBi etiEksyi hbobr ®r

aktorlch pridan%% hodnobudécangyenkee8kcen. s ¥l as

Dodatok
Tentopr 2 spevok bol podporenl vedeckTargevlgr%nyor
VEGA: "Hodnotenie zmierv kv al i tat?2vnej gtrukt YsveSabdvei n:

pod vplyvom Priemyslu 4SROospddrﬁnrlsiﬁd{m&?aaﬂgalmii!t.ipl«‘
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HUMAN CAPITAL ASSESSMENT IN SLOVAK REGIONS
DanaJ A GOK/C?6

Abstract: Human capital represents the knowledge, skills and attributes oindimidual that

facilitate the creation of personal, social and economic-eihg. The quality of human capital forms

a fundamental platform for the future developmerd afgion. Measting and analysing the concept

of human capital is a prerequisiterfthe future prosperity of the region. Currently, human capital is
assessed using aggregated indicators at the national level. The aim of this paper is to develop a model
for assessing huam capital in the region based on available indicators. The stedistjuartification

of this relationship is based on official statistical indicators, which are aggregated using more
complex statistical methods into a single index.

Key words: compositéndicator, HDI, HCI, human capital, statistical method,

JEL Classification: C34, C52, R23

1. INTRODUCTION

The present is characterised by changes resulting from globalisation, unfavourable
demographic developments, new information aagimunication technologies, and changes

in qualification structures on the labour nket. One has to adapt to these changesiciwvh
depends on many factors that make up the concept of human ¢Apitalit et al., 2022)
Human capital is the knowledge, $&ihind health that people invest and accumulate over their
lifetime. Investing in peple though nutrition, healthcare, qualigducation, jobs and skills
helps develop human capif{@ECD, 2001) The nature of work is changing, the boundaries

of skills ae rapidly shifting. This brings both opportunities and risks. It is clear that if
countriesdo not strengthen their human capital, they will not be able to achieve sustainable,
inclusive economic pwth, they will not have a workforce ready for the hgidiled jobs of

the future. Therefore, countries will not be able to compete efféciivéhe global economy.

The importance of human capital to the employment and economic transformation agenda in
countries at all stages of development is now being lgigield. In the context of rapid global
changes in technology, demographics, volgtdihd cimate, the human capital gap threatens

to widen. Conflict events and pandemics can have a devastateg eff human capital
through loss of lives, livelihoods, triion and disruption of basic health and education
services.

Various initiatives Bve beerundertaken to assess the potential, quaity size of human
potential. They quantify it by means of various aggregate indi¢cessHuman Capital Project
(HCP, 2@2), for example, is helping to create the policy space for transformative invéstmen
in health, education and social protectiorhe poject has three pillars: the Human Capital
Index HCI, Measurement and Research, and Country Engagement. The HCimsnarysu
indicator of the amount of human capital that a child born today can expeajuoeby the

age of 18, given the risks of pooedith and low education that prevail in the country where
he or she livesHCI construction methodologis available onthe World Banke ©Open
knowledge RepositoryThe index measures the contribution efahh anl education to the
productivity of individuds and countries, based on macroeconomic studies.

The UNDP Human Development Index (UNDP, 2022) is a summary metravarhge
performance on key dimensions of human development: long and healthykheededg
and decent living standards. The composerit the Human Capital Index do not capture

26 RNDr. Dana J,&PHk oAl§e x a n d e rUnivBrsith bfeltken| 2 ent Sk W11 50 Tren|
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everything that is important for human capital development. From Octob@mod@ards, the
reports that present the HCI also include complementary indicatdrprésat the HCI in a
broader human capital pergpige across regions and countries. The quantification of human
capital in each region is very important for the dil@edf regional policy in the country. The
assessment of this phenomenon at the negiiteve is absent in official indicators; only
country-level values are reported. In this paper, a simple model for assessing the level of
human capital at the regiona\el is presented. Officially reported indicators are aggregated
into one number, @omposié indicator. Using the constructed compositdex, the years

2010 and 2020 are compared.

2. HUMAN CAPITAL DEVELOPMENT AND THE COVID -19 PANDEMIC

Human capital forrm one of the fundamental concepts of growth theory (Jones, 2016).
Investments in huan capial, both private and public, are essential for the economic
prosperity of a region. The penetration of the concept of human capital into ecdhearic

has fosteré the emergence and availability of databases with empirical data, the emergence
of measuresind studies quantifying the level of knowledge and skills in individuals. This has
enabled empirical studies of the relationship between hunpatalcand the ecaymic success

of individuals and entire economies. Human capital contributes tortdspegyiy of society
directly - by increasing labour productivity, enabling faster adoption of technology. Equally
important, however, are the consequenoé its action inother areas of social life, which
indirectly contribute to the performance of thetionaleconomy- improving the health level

of the population, improving the quality of interpersonal relations, creating an environment of
higher motivéion and civic pdicipation, reducing social exclusion. Accepting the
importance of the stock of humaapitdin the economy, its impact on the performance of the
economy, allows economists to choose and manage the economic policy of the state more
effedively. Human capél positively influences the creation of new technologies through
innovation, andlao helgs society adapt to the use of new technologies (Yang, 2014).

The Covid19 pandemic has caused changes in human development in almost everny, countr
the war in Ukrine, record temperatures, fires and storms, each of which is an alarm signal of
climate chage that is increasingly out of balance. The answer to these problems is to
redouble human development, to unleash the creative capacities tbatessential tolman
beings. Global crises are piling up: the global financial crisis, the ongdahglgcimate

crisis and the Covid pandemicl9, the looming global food crisis. Feelings of insecurity are
growing almost everywhere, a trend that has lg@ing on for atéast a decade, and that
significantly predates the CovitP pandemic and the assdei dedhe in global human
development. Even before the Codlil pandemic, more than 6 out of 7 people globally felt
insecure, against a backdrop of gblprogress on comon indicators of wetbeing,
including many indicators of human development. Ondexn that comprehensively
characterizes human capital development is the Human Development Index (HDI).

Today, technology is a doubézlged weapon. Fossilel combustion @écnologies are
warming the planet. With every internet search, retweet and like,digita footprint
generates more data than ever before, which we struggle to use for the common good and are
deliberately misused. In the insatiabletleafor our datathe tech giants are concentrating

more and more power in their hands over the lisésachand every one of us. It is
imperative that we bend technology purposefully towards inclusive, creative solutions to old
and new challenges. On tbéher hand, we arseeing the development of vaccines against a
new virus in less than a year. In 202eary 20 million deaths have been averted thanks to
Covid-19 vaccination programs. It is a lesson in the power of technology to change lives for
the ketter at a time wénwe hear so much about the ways technology can do the opposite.
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In early 2022, thaJnited Nations Development Programme's (UNDP, 2022) Special Report
on Human Security found an alarming level of perceived insecurity. People's perceived
insecurity is highecross all Human Development Index (HDI) groups and has increased even
in some coutries wih very high HDIs. These and other data paint a puzzling picture in which
people's perceptions of their lives and society are in stark conttaistddcally highrates of
overall wellbeing.

The world economy in general has entered a phasewdlapmat that is described as a
knowledge society or knowledge economy. In such an environment, human capital, and
working with it, is gaining in impodnce and relevanc®ich and developed countries have
gained their position by building, shaping ansing thehuman capital of their people,
employees in companies and other organisations. What is the goal of all businesses and even
entire economies, i.esustainably incr@aang performance in line with other requirements
(such as the need for businessebdghaven an environmentally friendly way and respect the
natural environment) and creating a competitive advantage, can only be the result of a
system#c, well thoughtout and welldesigned approach to the use and development of
human capital in regian Invesments in human capital, innovation and knowledge
dissemination play a significant role in the economic growth of a country and its regions
(UNECE, 2016).

3. MEASURING HUMAN CAPITAL

Quantifying human capital is a complex process. Measuring hwagaital can serve many
purposes, as human capital is a key indicator of the current and future potential of regions. In
countries where natural resources are the largest & wealth, human capital is often a
growing source of wealth (Lange et al., 20Mianagi and Kumar, 208). Countries with
relatively young populations may have significant advantages over countries with older
populations in the long run. In the context sustainable development, human capital
measures can be used to assess how veelliatry manages its tal national wealth in order

to assess its loagprm sustainability (Liu and Fraumeni, 2020).

Currently, human capital is measured in two wa§snetay-based measures projects and
Indicatorsbased measures proje¢World Bank, 201). HumanCapital is na&v measured by
applying lifetime income approach, based on a database developed by WorldTRank.
projects are currently preferredhe Changing Weditof Nations (CWON) and Inclusive
Wealth Report (IWR) That both CWON and IWR projec makethe astimate of human
capital per capitaA detailed description of the human capital quantification methodology can
be found inA Brief Introduction to Human Capit Measures (Liu, Fraumer2020).

New measures of human capital are based on tiealides of return to education, which are
allowed to vary substantially across countries. The new measures perform well in regression
analysis explaining productivity azss OECD countries and over time. In OECD samples,
coefficient estimates are broadlgonsisent with the private returns underlying the
construction of the new measures of human capital. In a wider sample of countries, most
estimates imply additional posie social returns. The new measures will be made available

in the 2019 update of ¢h OE CIP®ER database. Followp research focuses on
identifying the policy drivers of the new measure of human capital. Further research is also
needed to qunddryporastpeecd s (usually proxied b\
measure ohuman caital (Botev, 2019) Three ways of assessing human capital are currently
recommendedWor | d BankEs HunfawB GaGli)t,al Unlintdeedxk Na't i
Developmentridex (UN HDI) and United Nations Development Programme (UNDP).

The HCI and its vaations epresent a composite indicator. A composite indicator is an
indicator that is constructed from several sutlicators that assess a region from different
perspecties It summarises and completes the view of such multifaceted phenomena as
human cappal, sacial inclusion, knowledge economy, competitiveness. However, the process
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of summarisation inevitably leads to a loss of some basic information. In the absence of a
good composite index, excessive public attention may once again be focused oradaw or
dimersions, thus defeating the original purpose of portraying a multidimensional
phenomenon. In fact, this could worsen the credibility of the assessment of regions
(Micklewright, 2001).
When assessing human capital in a region, it is importanée¢p kn nind the purpose, the
choice of method and its correct application. The choice of indicators for their assessment is
also important. How they are integrated intorgke indicator and the correct interpretation of
the results play a key role. Thadicator mug be significant, relevant, understandable,
transparent, analytical and complete. The number of indicators should be optimal, indicators
must be measured regdiaand published officially (Atkinson, 2003; Costa et al., 2020).
Currently, thereare seeralways to calculate TOECD (2008) methodologically described the
tenstep process of creating a composite indicator. Classical construction of a compaogite inde
(Cl) is based on the relationship

CI(x;,w) = Z}le.ﬂjwj (1)

while set of units (regiond)= {1, ..., n} to be evaluated with respect to the setiofahsions
J = {1,...,m} (in our case dimension is input indicator), the value otiairer,; andy,; is its
normalization. The weight; is specified for each dimensigr J, such thaty, = o for all

j € JandX7L, w; = 1 (Nardo et al., 2005).

Mazziata and Pareto (2020) presentther aproach to the use of the composite indExey
recommend constructing an interval, which t
number description approachadled the compensatory approach. In the case of a description
of real iagmancd tnhh e r kmé rEf w o u-tothpensatdryeapproach. Additive n o n
methods can be used for aggregation, in the case of a compensatory approach. Otherwise, it is
recommended to use nodinear functions, such as the geometric mean (OECD, 2008).

C1(x,w) =IT7%, yy;™7. (2)

Based on these facts, it is recommended to toores t Eperformance inter:
index, rather than single value. This iterval s bounded by a lower (LB) and upper (UB)
boundary. It is constructed depending on the level of compensability efdadi indicators.

For mul a f or rntapceisténtalisv e E per f o

(m_in (i) s Zmy v ) , )

J

and for EnegativeE performance interval i s
(E}”Ll.ﬂ;uﬁ- ;In;';m[_ﬂj);). 4)

The longer the length dhis interval, the greater the imbalance between the input indicators.
If an object hasall the indicators rated the best, compared to other objects, the interval is
narroved to one number. The interval does not depend on how the original values are
normdized.

3. RESULTS AND DISCUSION

For the assessment of human capital in the regions of $#gvaR relevant indicators
(DataCube, 2022) were selected at the NUTS 3 leved.comparison period was 2010 and
2020. The data were converted to the number ofitdnatsin the region in the given period.
The input indicators areRatio of pupils to tezhers- grammar school, Ratio of pupils to
teacherd secondary vocational schodtatio of pupils to teachersprimary school, Crude
birth rate, Crude death rat€rude rée of natural increase of population, Crude rate of
migration, Economically activepopulationi basic and eneducated, Economically active
populationi upper secondag, Economically active populatidntertiary (academic), Criminal
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offences, Grossainesticexpenditures on research and development. We construct a positive
performance inteal. Its higher value is better for the company. Thus, the adoption of a
negativepenalty allows lower values of the composite index than the arithmetic averdge, wit
the lagest changes occurring in the regions with a good life in the monitored indiddters
input values of the analysed indicators were normalized by the methaahadrstization (or
z-scores) depending on the direction of action of the indicator.

After narmalization, the indicator was assigné@® same weight. Thug, = 0,083 for each
j=1,..,12. In nextTablel are lower (LB) and upper (UB) bound for the casfe index. In

this case LB represents noompensatory index and UB representd ftdmpersatory
composite indexThen there are the islpoint (compensatory Cl) and Geometric mean {non
compensatorgl) values, all for the compared years 2010 and 2020.

Table 1. Resulting values ofCl in 2010 and 2020

2010 2020
Geometric Geometric

Regions LB UB Midpoint Mean LB UB Midpoint Mean

Bratislava |76,64 117,35 97 113,79 78,57 118,02 98,29 114,13
Trnava 92,19 110,57 101,38 107,97/ 94,42 110,12 102,27 107,56
Tr enl| 387,85 107,44 97,65 105,49 90,11 106,42 98,27 1054
Nitr a 85,47 105,51 95,49 105,36| 85,54 105,49 95,02 106,18
Gi | i n4g88,45 107,43 97,94 106,2/ 96,02 108,92 102,47 107,97
B. Bystrica | 86,37 106,6 96,48 104,73/ 89,52 106,6 98,06 103,82
Pr ego\8224 108,42 95,33 107,12/ 89,76 109,7 99,73 107,42
Kogi c 87,8 109,43 98,36 106,94/ 91,61 108,66 100,14 106,25

Sour ce: aut hordés calcul ations

The biggest difference in the positions of both applied approaches are in the regions of
Brati sl av a Indhe dase Pf Brajistava, this is due to the large width haf t
perfaomanceinterval. This region has long had the highest number of children in schools per
teacher.

We will now explain an interesting interpretation of the displayed intervals. The lentdif o
interval characterizes the balance of individusdessedndicabrs. The region that has the
performance interval of the smallest length shows the best balance of indicators. Of the
assessed regions, the Trnava region has the most balanced isditlatolargest length of the
performance interval is diayed br the Bratislava region. This is due to the value of the
Separate waste collection indicator. In this area, the Bratislava region is in last place
compared to other regions. On the contray,far as other indicators are concerned, they
always cone first Regioal policy interventions should be interested in a certain homogeneity
of important indicators. The results further show that a region can perform better that another
region from a nofcompensatory point of view, but it can perform worsemfra full
compesatory point of view. This is an example of a pair of regions Bratislavaava. In

this case, the performance interval of the region is contained within a larger performance
interval Figurel compares th&€l values calculated using the@metricmeanin 2010 and

2020 years.
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Fiaure 1: Comparison of Cl values in 2A.0 and 2020

116,00
114,00 —
112,00
110,00
108,00
106,00

104,00
102,00
100,00

98,00

Cl

Sour c e :scakculationso r 6

Regions are compared on the basis of geometric mean. I8ginas show an increase, some
a decrease.

5 CONCLUSION

What drives economic dewmdment and the development of society forward is above all
humancapital. Today's society is characterised by constant dynamic change, and changes in
the quality of human apital are judged negatively on the basis of various indices. The
guantitative assement of human capital is a complicated process. A metlogyolfor
assessing human capital using a number of indices has now been developed. The indices
capture the essenead objective of human capital development. On their basis, countries can
be compaed and changes can be assessed over time. It is impootéstable to compare
countries, but for regional development it is very important to compare different regians of
country with each other. In this case, it is important to develop a methodaloggskessing

the quality and potential of human capitaltive dfferent regions of a country. The paper
presents a methodology for calculating an aggregate indicatonmposde indicator that
allows to compare different territorial statistical unitshngach other. Several possibilities of
construction of theaggreate indicator are presented, advantages and shortcomings are given.

The aggregate indicator compares Slovagions at NUTS 3 level. The comparison was
carried out between 2010 and 2020. ff2c@ally published indicators that correlate with the
conept d human capital were used for the assessment. Based on the OECD methodology,
these indicators were aggreght@to one index and the regions were compared with each
other. It was essential tmmpare the changes in the regions over the ten years.

Themodd of human capital assessment in Slovak regions, presented in the article, needs to be
supplemented with oé#r indicators in the future, to examine their importance and to assess its
overall siitability. However, it represents something new in thesaamhich could be built

upon.
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TRH PRCCE VO WZHSK(ONNGST | EKONOMI KY
LABOR MARKET IN RELATION TO THE PERFORMANCE OF THE ECONOMY

Eva KOPFGOVC
Jana MASEROVC

Abstrakt: Ek onomi ky jednot | i vT ¢ h swjejeSkt convo nsiac kuesji |wvuljk¥e non o
predur| uj e WoprEdabiksHk ancidass®hop ipigfegi t @mMwo st av e
Yasi | 2 m§8 kuvalitatpragovagegcsty. Val 8 nku mehodeoteg@i u ekonomicke
gt 8t ov Vy gpnhmaa ds&kkeljadek sk ¥%mani a v lie, oegamestnanostp a r a s
avonkaj gej rovnovs&8§hy. Zmeny v ekowlownjcwk erja vtlrktown n
Zng§gho v sklymegevtykpyl y@dtu§ t wrokw2021\d o ¢ @kendmikysv konno$

oproti roku 2010 @r §ve trh @m&den balkt of e mpr ika Dwil wenIul s p e
ekonomickej vikonnosti

KO%| ov® esd @mme8st nanosS, trh pm&creanowdXonnosS ekon

Abstract: National economies of particular st stive to improve their economic performance,
which determines the economic success and competitiveness of a particular country. The labor market
and the qualitative aspect of labor force playienportant role in this effort. In this paper, we assess

the eonomic performance of the Visegrad Group counttigsexamining the evolution of GDP
growth rates, inflation, unemployment and external balance. We assess the economic
performancechanges indrns of labor market development. Our research shows th&acountries
achieved a higher economic performanne2D21 compared to 2010, and the labor market was an
important factor contributing to favorable economic performance development.

Key words: unemloymentabour marketeconomic performance, empiment

JEL Classification: E24, E31, O11

1.bvOD
Vsh asnostomi kg eloosnali ,opkdtDrd®o jeb daeivinddd ®
turbul ent n®. Tvi | ekt yoygdledaonhb slédeam eni er o & u bol i zap

hlavne mimoekonois k T mi fakpdpabd@EBIVIDL 9 , k maccir 2820 v

inten2 vne zasi ahb BAavedgiuolpradijriemy d&lpiomiemdccihous zdr a
disl edkov na osanevehli amiOkeajinyygreahjriandys k e j gtvorky

kagd®ho gt 8§t ube zvpyealki S j ezvy@ovani e j eho e k
akonkuremci eschopnosti, ktor® s¥% odrazom ekonom

CieOom pr2spevku je zhodnotenie vwbkZBahost.
ksitu8cii .WNprtsiheodpwsssémev a$\vdmsEacituu hu pr 8ce,
z8kl adnlwdt edDoaz ov iprmaouwn ansigicik ®ho gt Wodwmma P mkk
ekonomi ck¥% vT kU Rracsjétne ¥:d & jt ®i6 b d pdh d tma BuSostau
vsk¥Ysmanom | asle208m rade 20
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Gtent sk 8§l 23n, T9kh 5 OublikéSdnail evakesoB@tnuaisk
2 Ing., PhD, Trenl i anska wuniverzita A. D uebH erkamiwczkSracheonvl ,2 n e
Gtudenteak,®nB, 50, Spublikecemmailkjdha.masarova@tnusk
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2. SPWITILAORHU PRCCE A VhKONNOSTI EKONOMI KY

Kagdsg vymmeks eslekoenambdclhiktroe T je nevyhnutnl
dosahovania ekami c k ®ho rozvoj a. Ekonomi @WVy gadwjog, s
aby ekonomickl rast diodOozvolsil apreend s tsa vuarmii,t Tk
soci-pdldem s k ®h o a civilizal n®ho hOadi ska roz
kult¥%rnych trad2ci?2, spololensémck¥% wbkor®mo S
m: geme hodnoti S na FZ8kbadanirda zapoholomd satsit 2 a
obyvat &«&Ooowmi ckE¥% vIikonnosS Drakov§ (2012) i
rozhoduj %uci ch makroekonomicklch i ®@wdEledk§t or ov
fungovania ekonomi ky &koora®e lskau zva zinralmetn@mn a o ®«
na z8kl adieukwayghbivard 8@V eka) (BO@Bo vIikonnosS e
posudzovaS aj podOa toho, akl objenedp®maukci
obyvateOa.

VikonnosS ekonom2k ohnotd wn@e¢mbBecmrosdstireln?
makroekohokazaVat eOov. Najlastejgie sa vyug?
resp. hrubl dom&8ci produkt na oxgmesmanesha, t e
mi era nezamestnanosvtait,el mi evroan kian fgle§ c ireo,v nuwkv a8z
Ko i g Navidkas,2022)

Sl edovan2zm, pPyhodm®canvam? & vikonnosti ekonol
zaober8 mnoho viIskpneclecd pamderi aWajcer®UN na
vybranl caht elOoavz ovSpi g8kovs§8 a P®tr oh8nptenie 011 ;

vikonnosti ekonomi ky vyug@g?vajaWridez v2 0 0nda, g i Sikv§
StanD k 2011; Firme a Teixeira, Alauivdsh, 20819.md i n i
hal ej sa | asto vyug?vajyhodajotrend me vrklotninkorsitti e
s vyugit2m temdai hvenwch akazovateOov vikonno

Dl egitl mmdpmeddpmomkahovani a ekogpgmvak®Pho vi ks
ekonomi ky je priazniWy8s oski8t undicd raa nedememshtun amro §
nezamestnanost. s na jjsekr¢j vikomamespreepok
dr uhej stodaeboémiska'pd%temdengtétpeh vivoj a

ZpohOadu trhu pr§ce a zvygovania zameStnano
vgt kIl m OuNom dobr % prwcdidusaydkblugnt.2m2zdy, nlgd
na trhu pr§nebLOd11,d|achd<ttm2r2pracova8 zga pon ¥k

rozhodn?v nl-blparvanclom/aSLeOom makroekonomi ckej 0
dosahnuS: vysok¥ %Yr oveR zamersd maameossttn a nao srs2. z kTt
vkr aj i n8mnblostvdug v t ékbk8®m viacerTch falatttmr ov, &
pr8ce zal al/ prejavovas. Najviznamneéyjvg2m pr
gt 8§t o crdkoch28012005b ol a nezamed3tmaPo®OSkunaj ma Sl o
dosahoval a ktlool8n>dQ y%.agTm® sa prejavilaeanie 1 e
soci 8l ny probl ®&m. Navyge takmer v omskpet kT ch
vysoko koreluje s hospodBomkysmektpkkeomn,a aleen
nepotvrdiljed®o®skokbaj ionou, kekenonzick me styrkd roans S

(Bilka a BodOa, 2012).

Na trhu pr8ce isa eprgljdmadpa ®a lpir stalens ys Yavi si aci

pohyb pracovnej syl (Dagiliene, Leitonien@ Gr en| 2 kov §, 2 0 NobrjoosdAd e p o
Zoomers, 2010) at oho pl yn¥cbkbybn gpabaaoa®v pej sily. na l
m2 Oni k mi a k o akolv(Z0d9 laolvsp Tdip 8schengensk®ho prie
prechodnlrem2 popahr §ni aci ch pracomnwn®nttediryal nt®
zoskupenia Eur - pe. Tr h pr 8oea rzemeegoyv,alkt or ® podmi
at echnol ogi ck® (digitaiz @8 @y a%wiigiidad®d nDu revol Yci
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vget kkyw®hlmakr oekonomi ck® wukazovet elzamekdDmh,an
infl 8ci u (okolm@lfA)avi ci ene

Avposledh ch r@K¥OR20) na trh pr&ce vpl T ktan, i aj )
ktor® so sebou CPVID-10i Rasdensick p & n d @@ palavici woku

2020 s proojzegmlr eaic hor efli9a dOOVcleD ®ho sveha® obme
spotrebiteOsk® n8vyky ostb,sllurgnb §ckndmorh2og ivl
dt*sl edku ovplyvnil o apPodap ghd@mipraaozaTohek
wupl ne zmemill gkiavgodtondiengt 11 Ou dnastaverfisungovanige e .
Nielen na Slovensku a Vv krajin8obg 2VARo vall @
auvoORovali opatreni ant@mizeabp&8d®ai &1 géj &niak
apol tu makaRPenl 2 man® pzasahigint é ki@ne zamestaancovean i a
mnohT cehstzmam2 a mali dopady mnm@cekonomick¥ vl

PodOa LemieuxalakrRala. s2MZMja0@m| svIiCOvpl yv na

na pr2jmyadonms§8acmenty? hr ub®ho dom®audls &k appri ot dsul k
bol i prva®, ktor® poc2tild.i tieto Widistoty k y v
zamestnania a zmengujs/ic?i cvh dlas |kead KLAUBo getgmcenn ipa 2
svete (Costa@s a kol ., 2020) . Spol pltsokdmhmmo kat
zameranich na -hf@gariemizene CQWloD gtici ich Ypatrsére
prijatich na obmedzemmesthanke® pant@®mie pak
do zm2 pemitu odpracovanich handiRarebaav Impenngii @ hpo Ip
nezamestngmRPaolh s ObhdORarRd®yYa s aand®mee dCOBE DKy

bud¥% pa®jagbe niekoOkoroksVedaj %o vo vget kI
| i nnosti

2.CI E60 A METODOLCGI A
CieOom pr2speviku vigorhosnotekonom2k Vygehr a

ksitu8cii naeteghuepi 8ceanl®Pmnte COVI D

Na dosiahnut iCea usvrreedezn\®dwloiIciienasNIedovnT post
situ8ciu na trhoch pr8ceniga8tvdwoNd mnamezs§k
nezamestnanosti 8 s | edsalk “umanlei a p oukamvvnaS8tveado v vvilivkogn n o st

ekonomi ck®ho I 8 i @, amiveornak aNalphiex smezhednoadilv § h a .
vioknnosS ekonompnom g posledoom slddévane r ok u pr ostredn
magi ck®ho gtvoruholnzka.

Vi1 8nku je vyugdgitaGuskhtwembhhtah| akay ®me20,0o0v z
Nalbelg ukut ol nen§ vzgj omns§ kompar 8§ @i &t os k Yamadh
an8sl edne bola pougit8 synt®za.

a
I

3.Vh SL EDK DISKUSIA

Naj sk?tr sa zameriame na zhodnotke/mine asivtl w®g ia
miery zamestnanosti a miery nezamestnanosti.

31Zhodnotenie situ8cie na trhoch pr8ce gt gt o\

Mierazamestnanosviypoved§ 0 podielea zalmest mmnp c¢lht @ sé |
akt2vneho obyvateOstva. dded emij @'lsiegu §eij § 2ma u
obr8zku 1 osrmeso0zn8mcerrryi lziamest nanos22l. v gt 8t oc
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Obr 8§z&kvdbj miery zamestWanosti v gt&toch V4

35
30
75
=R
70
65
60
2010 2011 2012 2013 2014 2015 2016 2017 2018 2019 2020 2021
SR CR Madarsko Polsko
Zdr oj : Eurostat (2022), vliastn® spracovanie

V sl edovanom obrgzabes tjnea nwisMdj proizd t 2 »2019, najn
gt 8§t ydo¥ahovali pomerne viraznljviy@gt a mimeérey
zamestnanosti je v celom sledovanom ol3dob v Leskej r e pkub2019k e , p
dosiahla ag 80, 3%. Mudoloo pdaol nroank Lk 02120 rRDOS K ¢
zaznamenal Gryzaméstnanosti 8,2 pb. na 754%voku 2021. Naj vl
n8rast zamestnanost iatowgé6k 6 dpsbahlPal? 8@taans ICO
miere zamestnanosti najviac prejavil&R kded o glzn2lgeni u mi ery zame:
74,6% vroku 2@1.

VT voj mi ery zamestnvaTnvoogjtdm Yozvekzoa me &ty nah o sd i
nezamestnanostiyt 8t o€ hz V& z grbm &relk uv 2.

Obr §zokvdij miery nezameg%nanosti v gts8toch VA4
16

14 —

12

10

2010 2011 2012 2013 2014 2015 2016 2017 2018 2019 2020 2021

SR CR Madarsko e Polsko

Zdrg : Eurostat (2022), vliastn® spracovani e
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Vs Y4v i s lagiomntzamessnanostil §eme pozorovaS vo vgetkTlch
skupiny zni gowstifjkiecelNapergmeet mamn ot okulRGl9. i zaz
Ak o u v Bdrizsatierig &ol. (2019) vt o mt o odb dE bR - pe zaznamen
ekonomistkkfor T bol mimoriadneParBd®rmindl IMGWJpDdka C «
tento priazni,vil oejdsil@ors rzastt e v d,kedyoganesnanieo s t i

prigl:i n aj mangviacapnoessttinhannuctil ch o dwtert a¥ o v(auchiyet o le
umeni e a kul t %r a, |l i nnosti regtaur 8md)? a po
N§r as mesmanasagt §t och V4 vgak nebol robn8kkuy ak
KT mSR, aMBAr sku sa miera nezaméeotOwdohuo2020i mi e
dokonca slabo pokleslamae p at r nT n8§r as trokbb2021. zaznamenanil v

V celom sledovanommd ob&a ba] ni ggi a mn&naoyeask nBRopSt v?2
gt 8\wyy g mierou nezamesanati, k t ovroBoch 20102 013 prekrol il a %Yro

32Zhodnotenie vivoja ukazovateOov vikonnost:i

Ako sme ug vyggiladnwWomdalaiel| emdrdzdinot @ki a vi ko
okrem ukazovat eOowathoadmpoBicacizah adliuj &¥8 ¢ iempo e
mi er aieasniftlug8dcbi asvi vonkajg2ch ekonomickIlch v:

Spomedzi tiatﬁ()najuhpg)@i\'vorita kladi e na dosahc
ekonomi ck®hwl wasg8tuocheWd je zn8zornenl na ob

Obr §zokva@®: tempa ekonomi ck®ho rastu v gt8toch V4

%

2010 2011 2012 2013 2014 2015 2016 2017 2018 2019 2020 2021

SR CR Madarsko —ee—Polsko

Zdroj: Eurostat (2022), vlastn® spracovanie

G §ty Viénazw2di®2aomz1l kol 2 s awdstu MOPww] r @ 2mipra pokl e
vroku 2020.Pi poovnan2 vIvoja ewjdrgd nicchk®@ha traasotvua S

podobs t endeokiem roku 2010. Spomal emkoeh ek ono
20122 013 ( Wa N &r sak ua gn apsa kall exsr oHHIP )2 04d 6 . Virazn®
vivoja HDP nkisahl @t StokuckhgOeWetly HDP d L v codpuat r e n 2

prijatlch na zmier ne nld poklesd, ierRn iasp%ma Nd Pmi er €O\
pokles,0 2% zaznamenao Po @sokkau. 2W0 21 ug bol dosiahnutT
vMaNar skuvRPadaQ4drR) @6, 8 %) .
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nal g¥ymzrezamnl chl ek orcapuCmjkavom fungovania pe-R
stabilita cenovej hl adtiznyna Pi @lkeha ke ftiohdcioeci i
4 je zn8zornenl vjltvBotjo cmi eWd4y k Ziiasftd eS§nola emavn z 8 o v
indexu spotianebiteOskTIch

Obr§ zo WT4:0]j miery inf(%)8cie v gt8toch V4
[S)
5

a

%

2010 2011 2012 2013 2014 2015 2016 2017 2018 2019 2020 2021

SR CR Madarsko Polsko
Zdr oj : Eurostatovwaie022), vliastn® sprac
Pri hodnoojtae ni ewlyv i nfl §ci e m! geme pozorovas
hladiny (roky 20112012 a2021) an 2 z k e j i nfl 8ciOe42016).8lapvy g@if & 8
i nfl 8c roku 2012 Wa Nar s k u, na Yarovnienb5 sa%.pr2nlawvhl

vioku2 020, pokmkal|D2varokw 2022 vget kwysakau8ty V.
i nfl 8coro8u,doksahuje dvojcifern® hodnoty.

Si t u ®hastao vkaj g2ch ekonomicklich vmS8&haawvsaeba
podiel saldabg n ®h o %l t u cehaHDe tpre e jc e nitj|Sadro rokodh 2049 v
2021vgt 8t och V4 ghlerBokbrazenl v

Obr 8§z&kvbdj vonkaj geovVa(®W)vnovghy gt §
(=3
a

2

= O

-2

. |

© 2010 2011 2012 2013 2014 2015 2016 2017 2018 2012 2020 2021

SR CR Madarsko Polsko

Zdroj: Eurostat (2022), vliastn® spracovani e
Vi§mci hodnoteni dejkanovnatvéby wambaddooht s p
Virazne kol 2savl MaNa&bD§ k pobachk20162088ndesianto saldo
bedgn®ho Yl tlanciepkldant® bm@ednobiws| adgp¥kcivch rokoct
z h or g ioku@02hdosiahlogg4% zHDP. VL e s k wkdb gp go v arnhlastisi t u§c
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vonkaj g2ch ek on ookochc20li2016, ag a K aokkouv 2v021 tent o u
dosiahol nepr a z n idrnott-08%z HDP. AjvPoOsku sa hodnoty vonk:
zl epgovali 28¢9g dovghkbk2ld0Rikleduongl1,4% zHDP. Vpr 2 pade
Slovenska je vIivoj vonkajin@l mle &lodr# smivd kT ckhe
hodnota bolad s i a k moku 2083 (1,9% HDP.

33Zhodnotenie vikonnosti ekrombar2rk?2 kjamgt ov V4

Po anallpedesehmklaclvat eOov, ktor® vstupuj %
ekonomiky vg tog V4 zhodnpommeou magi c R&ho ikpdhhvrog u$ o |
porovnan?2m dv&e2h. rokov 2010 a

Obr §ztMag6c kT ¢gtvor uhrokup0l0a20@t §t ov V4

g g
2010 2021
U B U B
P P
SR CR Madarsko e Polsko SR CR Madarsko === Polsko
Zdroj: vliastn® spracovanie

Pozn§8nkampe ekonomii mkr®@teramestaant, Ri,mi &r a i hvdrBlcdjegi B
rovrhav §

Pihadnoten2 vikonmosui 20118t onv g€4ev vi ddlastiS naj |
stability cenovej hladiny, \. R a pblastv nezamestnanosti, SR voblasti tempa
ekonomi ck @M@aNarmsbwawti vonkajgej rovnovs8ghy.

Vr oku 2021lr aszgi el epl soleldkgyti v t empa ek onomi
anezamestnanost i ,staloyoppk dzH Brc@@®mi eajndf aMaNar s ku
nepriazniv® hodnoty vonkaj gej ekonomi ckej ro

4.Z C¥R

Vo viskume sme sa zamerr &botexterhadnoteniadakanomickep t r h
vikonnostiv ¢stl &tdoow aVid n2 Oblld owbl@@ n2i0 1t0u r dohie, e nt n ®
kedy ekm omi ky jednotlivich kraj2n sa ophddi@l i vy
sdt sl edcdloasmpiodBr 3kej a 2@0 bolipkut i hnut ® mi moekor
faktor om pan dl@nientoufakt®@ @Myvril aj trh pr 8 c e hol davvert ev 2 v
tur i sti ck hudo t edmegicnn@aloobchodusat avebn2ctva. Od roku
sami era zamestnanost:i tviyIve tpch Iyd 8ntmq v iytg2gyv rue nw a
zamestnanosdt o si ahl a L R v o rnoakjun img0gticka algo 8RMadB¥k aa ( 7
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vroku 2021)Naj viraznej g2 n8rast zamestorohobq@ls. t i V g e
Vroku 2021 sa @and ®mi a -1 @awiad pejavila VS R, kde zdédgkaoi WKk
zamestnanostia74,6%.V roku 2019%bol VEuUr - pe zaekhamemiashkT okt or T
mi mori adne ngrolnl na pracovognt8t ivlhoub ¥ &r as
pand® mi e nebol SRpvndk Nar s\k u ra sezamemanesti mierne

z v 1 PiolOsraapak vroku 2020 zaznamenalo dokonca mierny pokle¥.celom

sl edovanbdaanah oo hyyi a n dRanmmpaki SRbalan € S amest nanos
zo0 vget kTgth§tgaw rmajhvyggi a

N8sl edne s me o] sukaegoddoes @d M wilkvo n n ¢ skoi je tenkpo n o mi k
ekonomi ck®ho rastu,ami@v @o\glHsdk§dniyie weyi vagk aj ¢
tempo rastu HDP sa rokoch 20162 0 2 1 vyv?2j aNaj hlblwmtlgs siaar o bol a
vzaznamermakmus 20 2 lokvikready ¢ o gHDPeoviget kT ch gt §t o«
Najval g2 poklL &s asgh@wannaaj meinearl naepR% 2 a pro&krheersa | o P o C
Vroku 2021 ug bol dosiahnMaNarekleghamdbOkur as
(6,8%).Vo vilmi ejr yciienfmpShpeme ovaS obdobia vyggieho
(roky 20112012 a2021) an2 z ke Bcii @f r e s1g2016)épg o Klceé &n T(c20 d v «
rokochsazr T ¢ h | dehvov @ et ¢ i & thwrockh 2022 u g VWG ebtokyysokous s

infl 8oréu.,dektadhwoj ci f.¥r B@mcihobdodhgtenia ukazo\
rovnovg8hy tnye mb4) nfoo dynt 8t TirSa zpnoez ikt 02| vzosgamehlavnel v o |

vMaNar §k oy ® d ookuo 2021a dosiahloa §g-4% zHDP . Z Shpdmotyn ®
v poslednonrtokuzaznamerlagg ost atn® gt 8ty V4.
PPri porovnan?2 sledovanlch uk amkocha201® @02t ek on

pomc ou magi ck®ho ¢gtvoruholn2ka m!geme kongt a
sa plobagt vor uklibalzm2ek azv 2| gi bdaoty zdajmee@md iR® Q Rk oa

Kt omuto priazniv®mu vIivoju vokaz2@1ldrid§gped =
doch§&8dzal o zpo§bmieynr@aamestnanostiy n a tHiodeeneg Rieryp
nezamestnanosti.

Dodatok

Tento pr?2gypewslefholv projektu VEGA 1/0357/21
kvality Oudsk®lai k &psi tv8 lkwo namcsi8ksanmhlkopmlownsrS ek
SRO.
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THE ISSUES AND CHALLENGES OF SPANISH HEALTHCARE SECTOR
WORKERS

Marcel Kk ORD &G

Abstract: The Spanish health sector has undergone different variations, depending on the period. It is
currently going through a period of crisis due to the pandemic and tiséngxbran drain in our
country. The Spanish National Health System is the entity that encompasses the health benefits and
services in Spain, which amaling to the law are the responsibility of the public authoritidse main

goal of this mper is by reans of aalysis; comparative analysis methods followed by logical
deduction to figure outhe possible improvements regarding the Spahesdithcaresectors workers

within the Spanishlabor market issuesin recent years, Spain has only increased investrin ICT

health by 3%, allocating only 1.2% of public health expenditdieis factand our research fidings
showthat the potential for improvementihe Spanish healthcare sectors workers within the Spanis
labor marketis still very high and that #re is stil a long wayto go to reach the leading countries in

this field.

Key words: New Technologies Implementatidtiying and Firing, HealthcareprofessionalsGlobal
Pandemic Outbreak

JEL Classification: F63, 031, O51

1. INTRODUCTION

To begin wih, the empoyment situation of doctors and nurses in Spain is very complicated
and is plagued by seasonality, instability and precariousness as well as future job insecurity,
which prevents doctors and nurses from being able to develop protds@and @rsonally

their careers once they have graduated and finished their silidées.is also a big difference
between doctors and nurses who graduate annually and those who have a place in public or
private health care. The difference between these two tfpmsblic and private health care

is also a factor to be taken into accowdien it comes to thi&@abor market for doctors and
nurses, as the positions are obtaidéfirently, and the working conditions are also different.

Just as a doctor who works ahds a permnent position in the public health system has to
pass very demanaj exams and a very high level of competition for positions, a doctor who
has a position in the private health system does not have a permanent position and does not
have to pasthe MIR exams that doctors face or the EIR exams that nurses face.

Working caonditions for doctors have always been complicated. Since the great recession that
hit Spain in 2008. The health system has been involved in cutbacks that have meant an
increase irworking hours and a reduction in resources for doctors. These cuts havebeen
notable during the pandemic, as health professionals have been forced to vork 2hifts

in hospitals, increasing their working hours and reaching the point of noigesid eve

finding themselves in a situation where they cannot attend ienpaproperly, nor can they

cope, with all the number of appointments and issues to resolve that they had and could not do
because they had insufficient staff and resourcesteachto tem. One example of this was

that there were not enough masks dutimg height of the 2020 pandemic and people were
forced to make their own homemade masks at home using cloth or even baby nappies. This
situation of instability, insecurity and ppemploynent conditions has led to what is known

in Spain as the brain drainvhich means that many professionals who have been trained
through the Spanish education system, once they have obtained and completed their studies,
leave for foreign countrie® practi@ their profession. This departure is largely motivated by

®l'ng., PhD., Alexander Dubt ek §UAf 9l 82r SHomdRepullimemdir en | 2 n,
marcel.kordos@tnuni.sk
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the workng conditions and future prospects offered by these countries, which Spain does not
currently offer.All these issues, job insecurity, insecurity, instability and poor employment
conditiors suffered by many doctors and nurses in Spain and which forceatiaarg to go
abroad, will be developed throughout this work, as well as the classification system to which
health professionals in Spain are subjected.

2. THEORETHICAL OVERVIEW

The Spaish National Health System is the entity that encompasses tha beakfits and
services in Spain, which according to the law are the redphitysof the public authorities
Created in 108, it gradually extended its coverage, upon paymehealthcae services, to

the entire Spanish population. In 1989 this proeess completed; sindben,health care in
Spain has been universal and susdinhrough different types of Xation. In Span, in
accordance with the principle dicentralizatin enactedby the Constitution and following

the dissolution of INSALUD in 202, competence for health care has been transferred to each
of the Autonomous @nmmunities. The central governnteonly provide this service directly

in Ceuta and Melilla, througthe Natiomal Institute of Health Management (INGESA),1 and
carries out genal and basic coordination tasks between the different commuigEscia
Espafola de ProtecXi8§-laFudlecDaho<Lot AEPRara | e
2020. In accordancewith theSpanish Constitutioand the Welfare State, the National Health
System's main objective is to ensamed enable health carBublic financing.Universality.

The quality and safety of its sereg

Regardingthe @mpetent bodies of the Spanish lteaystemin Spain there arthe Ministry

of Health, Social 8rvices and Equality develops the Government's policy on health, planning
and healthcare and consumer affairs, as well as exercising the powers of the General State
Administration to ensure citens' righto health potecton. The Ministry has its headqters

on Paseo del Prado in Madrid, opposite the Prado MusBaenGeneral Health Law of 1986
created the Interterritorial Council of the National Health &ps(CISNS) as general health
coordnation baly between tb State and the Autonomous Communitibat had health
transfers at that time. It would have a parity composition and would coordinate the basic lines
of health policy with regard to contractingdapurchasing pparmaceutical and hellproducs

and other gods and services, as well as the basinciples of personnel polic{Doblyte,
Guillen, 202Q FeldmanMartin, Skanes 2012.

In terms of kealth responsibilities of the Autonomous Communjtigsicle 41 of the General

Health Lawestablishe thatthe Autonomoug£ommunities shall exercise the powers assumed

in their statutes and those transferred or, where appate, delegated to them by the State.

The decisions and public actions foreseen in this law that have notjpesstyreservedd

the State shall benderstood to be attributed to the Autonomous Commasniliee State,

through the general taxes thatollects, finances all the health benefits and a percentage of

the pharmaceutical benefits; but this budgetistributed among te different Autonoraus
Communities in accordance with various distributioiteda, since the Communities are
responsibldor health in their respective territorida. the Interterritorial Council of the SNS,

after deliberation, the ptiolio of servicescorresponding tohie catalogue of benefits covered

by the National Health Syem is agreed each year and published bynmeha Royal Decree

of the Ministry of Health.The Autonomous Communities, within the scope of their
competencesnay appree their espective serviceqgptfolios, which shall include at least the

service portftio of the National Health Systeihgenci a Espafola de Pr o:
AEPD, 2018 Doblyte,Guillen,2020L a Fundaci - n Cot ,@0.para | a ir
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3. PROBLEM FORMULAT ION AND METHODOLOGY

The research task is focused the analysis of the problematic aspectSpdnish health care
sector workers in terms of Spanish labor market developmenand to find out its
conequencesThe main goal of this paper is by meaof andysis; comparative analysis
methods followed by logical deduction to figure out the potential benefitSdanish health
care sectoworkers development coming ut Spanishlabor marketissues The mper is
focused on problematic aspect analysehas tre current status @panish health care sector
environment and possibilities thange the situation in labor market within 8ani§ health
care sectorThe issue is to figure out whether and to what meabker8pganishlabor market
issuesmight affectthe new job creation along with the labor force adaptabilit$pganish
health care sectaituation

The waysof synthetic and analytic methods will be usedhe paper such as the analysis and
comparison to illustrate th8panish healthare secto environment, synthesis,and logical
deduction to discuss the impact $panishlabor market developmenSubsequently, the
analysis \ill lead to synthesis and prognosis by means of abstraction method eliminating the
less importanfactors in orér to setgeneral statements and opinions. The analysis of data
from scientific and professionaluplications,periodical,and no periodical presas wdl as
international economic organizations such the Statistical officBpain will be primarily
usedand exammed. Basic data will be drawn from generally accepted institutions, assessing
the internabnal trend agenda such as Eurossgiansh Ministry of Healthcare

4. PROBLEM SOLUTION / RESULTS

The Spanish healthcare sector has been in crescermothim ed of the 1940s, with the

greatest growth in healthcare personnel in the Spanish market occusrmth& beginning of

the 21st century onward the following table we can see how in 2021 there was an increase

in all Spanish healthcare persohra nursing staff, for example, there were a total of 5,726

more nurses than in 2020. In the medicdif staere was an even greater number of registered
doctors, with 7,625 more in 2021 than in 2020. Finally, pharmacists, physiotherapists,
dentists, pgchologids and veterinarians increased by 1307 more pharmacists than in 2020,
2900 more physiotherapist654 more dentists, 2784 more psychologists and 1208 more
veterinarianfAgenci a Espafol a d2018 Pablgte, 8.cGuillen,PAsnadve Dat o
2020 Redacio Mmedica2022.

Table 1: Registered health professionals by professid2z0202021

Professionals | Professionals| percentage| percentage increase or
(2021 (2022) of total in of total in decrease2020
2021(%) 2022 (% 2021 &

nurses 330745 325 018 35,83 35,96 1,76
Physiciansdoctors 283 811 276 191 30,74 30,55 2,76
pharmacists 78 128 76 821 8,46 8,5 1,7
physiotherapists 62 691 59 791 6,79 6,61 4,85
dentists 40 417 39 764 4,38 4,4 1,64
psychologists with health 37611 34 827 4,07 3,85 7,99
specialty

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

Source: own processing bgencia de Datq®022
The number of registered doctors in Spain reached 283,811 in 2021. The following graph

shows the evolution of the number of registered doctorpainSsirce 1952. In this year, ¢h
figure in units of doctors was about 28,931 doctors, which if we compare it with the 283,811

130



Conference proceedingsCHALLENGES, RENDS AND INSFRATIONS
WITHIN THE LABOR MARKEZ(022

doctors registered in 2021, the difference is 254,880 more doctors regifigredcia
Espafola de Pr ot &elaccio Mneditee 20Rat os, 2018,

Figure 1:Evolution of registered physicians in Spain
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It is also important to show the strong presence of women in the health $aatoig the
period of Franco's dictatorship in Spain (1943¥5),women lad very difficult access to the
world of work and it is from 1976, after the death of the dictator Francisco Franco and the
democratic transition that Spain underwent, that we caereb a very strong increase in
female participation in the healfector.This growth has only been increasiagdas can be

seen in the following graph, from 2015 onwards female participation exceeds male
participation.

Figure 2: Physicians registered in Spain byender(hombresi men, mujeres - women)
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The employment situation ohése medical professionals in Spain is very complicated. In
Spain there are two types of health care: public health care (financed by the state) and private
health care (financed by users). A place in the ipui¢ath system is obtained through a
competitve examination. A competitive examination is a selective system for access to public
employment. Therefore, it is a procedure used to select the most suitable people for a specific
type of civil servant or Bour saff position, always respecting the priples of equality,

merit and ability. There are very few vacancies in the public health system, and access to one
of them is very complicated and there is a great deal of competition. Currently, 36% of
medicd professionals do not have a permanent pasitiothe public health system and of this
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36%, 55.4% have not obtained a position through competitive examinations for more than 6
year s. Li kewi se, the Organizaci - filempisggentca Col
situation of doctors in Spain” aride results showed that, in addition to the aforementioned
percentage of 6 years without a permanent post, 19.2% have not obtained a permanent post
for between 11 and 20 years and 6.7% have not obtained arpartmost for more than 20

years. Nursing. Aeess to degree studies is through four years of university studies, which
can then be complemented with a postgraduate course that would involve a Master's degree, a
doctorate and continuous training with whito upmlate knowledge and train in more specifi

areas of care. Vocational training facilitates access to another series of posts such as those of
undergraduate technician, assistant nursing care technician or senior laboratory, diagnostic or
nuclear medime tetnician. The competences in generaldekmited, something that could,
however, change with the new VET in care supervision, doeadth care, a qualification that

for nurses encroaches on their competences and has a negative impact on thefqaedit

for the elderly. If one wishes to spalize in one of the areas recognised in Spain (midwifery,
mental health, pediatrics, geriatrics, work and family and community) it is necessary to first
pass through the filter of the EIR, a competitive exeation similar to that of doctors, which

gives access to residencies in health centers, through which the speciality is obtained. Every
year a certain number of vacancies are created in hospitals and health centers dedicated to the
training of specialishursesbut not all autonomous communities d®p it to 100%. There is

a lack of identification of which posts can be filled exclusively by specialist nurses and which
competencies correspond to them, nor is there currently a sufficient pool of spaciae

to be able to fill all the posts thean be filled. The fact is that there are some specialities such

as midwifery, i.e. a nurse specializing in obstetrics and gynecology, which have developed
considerably, although the rest have not yet bedg fldvdoped. In contrast, the private
sectorhas been growing. There are currently a total of 147,780 private healthcare companies,
which translates into a total of 452 hospitals in Spain, accounting in percentage terms for 57%
of the centers. Doctors amairsesworking in the private sector are andry workers, where

the contracting company hires them directly without any screening. Public health personnel
who get a post through a competitive examination obtain a permanent post, while private
health persnnel @ not have a permanent p¢&gencia de Datg2022 Gobi er no , de Es |
2018 Secr et ar,2032 STi@cdniiccaat o M®@A.co Andal uz

In 202Q the public health sector will have a total of 759,855 jobs. Public health employment
had increasetly 10.9% while in the private sector this increase was only 1.6%. Up to 2019,
the growth of private and public healthcare had a certain relationshifppisuR020 onwards

it decreased. Between 2013 and 2019, private healthcare employment evolvevithlihe
economy. In 2020, the year in which the public contribution to the increase in healthcare
employment is as high as 94%. During 2020, employmetteanpublic and private health
sectors evolved very differently. In the public sectioere was a mdhly increase The
difference with the variation experienced by the private sector is striRimghe other hand, it

is important to mention the precangness and seasonality of health employment. Job stability
and remuneration is what worsened the masbrag dotors in Spain. In addition to the fact

that there are doctors who have not been able to obtain a post in the public health system for
10 years, le stability and remuneration of doctors has also been declining. The monthly
variation in health empionent ha an extraordinarily marked seasonal pattern. In health care,
especially in the public sector, staffing levels are adjusted according to thecaleridar.
Human resource policies tend to incorporate a certain proportion of seasonal work. Dairing th
summermonths employment isicreased ands reduced once autumn comes. A pattern of
behaviour that finds justification in organisational reasons @oss$ibly in a reduction of
labourcostgSi ndi cat o MR@2 Seoc rAetdan, 3a03). T®c ni c a

Between 204 and 2021, in a context of employment growth, on average, the public health
sector increased its workforce by 50,630 in the summer months, while in the autumn months
it decreased by 44,972 workers.the private sector, the summer expansion wé27jols,
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while in the autumn it fell to 3,227 job#n the face of the health care crisis caused by
COVID-19, health care employment in 2020 grew very markedly. In February of that year,
prior to thedeclaration of the State of Alarm in Spain, Spanishlthearehad 1,005,558
employees, 67.2% of whom were in the public sector. At the height of the pandemic, public
health expanded its staff and created 34,041 net additional jobs. In the private7ser,
jobs were cutThe seasonal pattern, especiatiythe public health sector, has been altered in
2020. In the first months of the year, unlike the pattern of previous years, public health
employment did not remain constant, with growth occurring between March andApni.
previous years, it increageluringsummer, but unlike in previous years, it did not decrease
significantly in autumn and reached the highest pattern of the year in {itgencia de
Datos, 2022Secr et ar 2 a). T®c ni ca, 2022

At this point it is important to mention temporarinessghi@ heah sector. In 2022, the number

of employed in health was 20,545.7 (according to the National Institute of Statistics). The
recent labour reform implemented by Yolanda Diaz, Minister of Labour and the Government,
l ed by Pedr o S§n mareabgctives aosreducenthen igumbiert of people
employedin the health sector temporary employment. In Spain, the use of temporary
cortracts was a very recurrent practice for companies and meant that it was one of the
European countries with the highest erabf tenporary employment. Thanks to the
aforementioned labour reform, the rate of temporary contracts in healthcare fell. Thid seeme
intrinsic and inevitable. The percentage of workers with temporary contracts as a proportion
of all workers has fallen &m 30% b 20.2%, the lowest in the entire historical series. It is
now 6.5 points below the rate of the same quarter in 2019 (2@u784) points below the rate

of the previous year (26%). The fall in temporary employment is greater in the private sector.
The dataon temporary employment and the fall in employment from the Labour Force Survey
are very positive for the Spanish labour kedr In the public sector, the situation is quite
different, as temporary employment continues to grow, as can be séenfolldawing table
(Agencia de Datos, 2028i ndi cat o M®di.co Andaluz, 2022

For the public sector, the government has committed to reduce the level to 8% in a maximum
of two years, whik has been signed in the Recovery Plan to be delivered to Brussels. It
previously been mentioned that the labour reform implemented in 2021, with effects in 2022
by the Government of Pedro S8nchez, had as
restrict the types of temporary contracts and therefore, comparie®wmedtemporary

workers in temporary contracts that were going to get rid of had to be transformed into
indefinite ones or remain at risk of sanction. In the public sector, a commitnees also

made to expand the supply of public employment to cors@mrte 84000 temporary jobs

into permanent one$emporariness in the health sector is the main problem for professionals.

In fact, although in March 2017, the government signed aeeawgnt with the unions to
reduce temporary employment to 8%, the nundégempaary workers has grown in recent

years. It has become commonplace that doctors, for example, can take up to 20 years to get a
permanent position in the public health systétealth spending in Spain per capita is 15 %
below the Hropean average. @rof thereasons that with less expenditure there is a better
health service is the effort of the staff: 55% of doctors work more than 40 hours a week,
according to a report by Medscape, and more than half of them work more than 5@ hours
week(Gobierno@ Es,pa2fal8; Secre}jar2a T®cnica, 2022

5. DISCUSSION

In 2022, healthcare employnt in Spain, especially in the public sector, has grown very
rapidly. The ratio of health workers per 1000 inhabitants has come very close to the European
Union (EU). Throughoutthe economic crisis that started in 2008, healthcare employment
increased mar slowly in Spain than in Europe; during the economic recovery phase, and in
2022, Spanish healthcare employment grew much faster than European employment.
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However, despe thisgrowth in employment, there is also a large margin of unemployment in
the heah sector and the fact that, each year, around 20,000 doctors and 12,000 nurses
graduate in Spain and of these, the vast majority cannot join the public health systasebec
they have not been able to study thgecialty which is why Spanish health erogment is

living in a paradoxical situation. On the one hand, public and private institutions present a
paradox. The public and private institutions some problems whesontes tohiring
temporarystaff andis even considering options such as increasiregy homologation of
qualifications for foreign professionals to cover the supply. This is in paradox with Spanish
doctors and nurses who are far from full employmedata fom the State Public
Employment Servicand Eurostashowed as a total of 1,161 doctors and 8 ddrses were in
unemployment Despite the fact that in both cases they represent the minority group, the
evolution of employment among the youngest profestsotizo® with a university degree, is

the most worrying. In both cases it is worrying, althodlge number of unemployed in the
nursing degree has doubled (96% more), while the figures for doctors have worsened by more
than 50%. The data from the StatedbRuEmgoyment System contrasts with a situation that
both the public and private sectors hagterred to: the lack of healthcare professionals and,
therefore, problems in their recruitment. A survey carried out by Medscape showed that 43%
of Spanish dadors fea that by 2022 their working conditions will worsen as a result of a lack

of staff, stess and burnout syndrome. Burnout syndrome stands for “twirmtorker", and is

a situation that occurs in workers when they are exhausted at work. It isia $y@eof
work-related stress, a physical or emotional exhaustion that also implies aneabkarsense

of achievement and loss of personal identity. This concern of Spanish doctors about their
employment conditions has its origins largely in 20213 asnsegence of COVID19, which

led to an increase in working hours and overload. It wasistithe that the medical unions
became particularly relevant, standing up and denouncing the situation in which doctors find
themselvegKiselyova. E202Q Krajnakova,Navickas Kontautiene2018 Eurostat 2022).

The current health crisis is helping the bikedtionalizethe role of nurses in intensive care

and emergency unitdut in order for the system to meet the needs of people beyoraifone
emergenciesa modelis needed that first and foremost promotes the primary care of its
patients. It is essential, however, to have enough nurses, specialists in family and community
care so that healttentersand homes can provide close care pridritize the promaion of

health and the prevention of iliness. This facilitates the empowerment of patients, so that they
are aware of their illness and the most appropriate habitshanaviorsto improve and
maintain their state of health. Fexample,in the UK. Primarycare isessentially nurséed

and managed by specialist nurses with consultant family doctors. The increasing ageing of the
Spanish population means that another es$qntidile is that of geriatric nurses in order to
ensure dignified and quality carerfincreasingly elderly patients with multiple pathologies.

All the evidence collected in different countries shows that the management of these patients
by advanced praice nurses reduces the frequency with which these patients visit hospitals,
the lengh of stas and the need to go to the emergency department, as well as improving their
quality of life, which would require the regulatory development of its implementation
Spain and which has been introduced in some autonomous communities, but megwolara
basis(Gajda, Mikalauskas,Navickas,202Q Mura, Svec,2018 Voijtovic, Klimaviciene, A.,
Pilinkiene,2019 Yang,FabusBae,Zhang,2020.

In the private sector, meanwhile, they see the shortage of professionals, especially nurses, as
one of the lygest lradaches. According to data from thgaBish Private Healthcare Alliance,

95% of Spanish private hospitals are looking for nurses to join their staff but cannot find any.
Faced with this situation, the employers' association is calling on thengosetr tospeed up

the process of homologati@i foreign healthcare staff, to address the compatibility of work

in public and private healthcare and to include work experience in the private sector as an
aspect to be taken into account in public job offétgs stuation is a response to the factttha

many health graduates (whether in medicine or nursing) leave Spain at the end of their
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studies, which is known as the "brain drafkfaviernikova,lvanova,2018 Kiselyova 202Q
KotaskovaBelas,Bilan, Khan, 2020.

CONCLUSION

In conclusion, we can establish that the situation of doctors and nurses in Spain is quite
complicated. They are currently immersed in a wave of job insecurity, which means low
salaries, poor employment conditions, instability and dasty. Job insecurity originated
especially since the great recession of 2008, which Spain suffered as a resuleaf #s¢éate

boom crisis. This crisis led to cutbacks in health care, which were reflected in a reduction in
working hours for health carworkes, as well as a reduction in the number of hospital beds,
resources and investment in medical research. Likegwlisctors and all health personnel saw
their salaries reduced, as there was a blockage in the salaries of all civil servants that
preverted ther salaries from increasing and therefore, doctors and all health professionals saw
how their working hours ineased, their productivity increased, but their salaries did not.
This situation led many workers to find themselves in a situation ok weerload, which
resulted in negative psychological circumstances for all those professionals in the health
sector, lading to work stress and a general burnout syndrome. The poor employment
conditions are reflected, apart from the low salaries of hgaltfessonals in Spain, in
increased working hours, especially on call. Many are forced to work on call for up to 24
hours inside the hospital, which also translates into physical and mental exhaustion that
hinders the proper productivity and efficiencyhefalthare staff. These conditions also pose a
risk for patients, as they cannot dedicate all the time necessaryefor tb improve their
health. Health professionals also suffer from job insecurity, instability in job security and
many of them are on rtgporarycontracts of about three months on average, which prevents
them from being able to develop future plans witledain degree of security and solvency.

We can therefore conclude that the employment situation of doctors and nurses in Spain is
currently going through a serious crisis, mmly because of the working conditions in which

they find themselves, but also because of the brain drain that is taking place and which must
be resolved for the good of both the citizens and the country itselfthendelate on
professional reclassifidan and the struggle that is taking place between the doctors' unions
and the nurses' unions.
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SPANISH LABOR MARKET CHANGES VERSUS INDUSTRY 4.0 ASPECTS

Marcel RORDOG

Abstract: The Industrial Revolution 4.0 consists of the accelerated dottion of artificial
intelligence systems and work automation and interconnection processes into prodciitity since
the mid2010s. In this revolution, the management and exploitatiahats, the interaction between
the physical and digital worldghe interaction between the physical and digital worlds (physceal
digital-to physical), autonomous artifal learning and the introduction of robots capable of learning
and increasingly ath perform increasingly complex tasl$e goal of the paper i® exploreSpanish
labor marketanalyses and its further development under the Industrytetibustrate the assessment
of the next obstacles to be faced witttie job dissplacement issuas well asby means ogynthesis
and logical deduction to disceighe impact of Industry 4.0 elements implementationean jobs vs
old jobs issue due to implementation obotics and automation resulting in qualitative sture
changes of workers consequendes aresut new policies for industry and the privatecgs that are
committed to automation are indispensad@blecreate a resilient industry capable of retaigijobs
even in times of crisis. Companies must aigienand integrate the new ahges and take advantage
of the opportunities that would appetianks to this situation.

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

JEL Classification; F63, 031, O51

1. INTRODUCTION

The concept of Industry 4.@fers to the fourthnidustrial revolution, which is characterized

by the massive incorporation of information technology toettige value chain of processes
related to the manufacturing industryhis revolution not only opens the door to the
development of new goodsd sevices, but also to new forms of work organization (World
Economic Forum, 2016) and profound social chanyésrid Economic Forum, 2016). For
example, the combination of new technology, coupled with artificial intelligence and real
time networked da realtime networked data transmission, allows the car owner to move
from being an energy from being an energy stoner to a prosumer. Or think of
cybercurrencies, based on the exploitation of algorithms. Or the bots that control a large part
of the funéd managd in the financial markets. Or the tailoring of advertising offers for goods
and services to each individuabnsumer, thanks to the use of algorithms. Individualized to
each consumer, thanks to the exploitation of big data. All are examplesngfeshidat have

taken place in recent years, linked to the Industrial Revolution 4.0. Industrial Revolution 4.0,
andwhich have generated new job opportunities. opportuniiescever, this whole process
brings opportunities for some people, but it alsoegos theat to other groups. The
introduction of new technologies and new forms of work organisation implies ttraalies

or transformation of previous jobs. People who do not have the necessary skills to adapt to
these changes run a high risk of beaxgludel from the new production systeifhe aim of

this paper is, on the basis of documentary collection and expi@ibns, to try to understand

the most important features of the transformation in the Spanish world of TWaskpaper is
developed asollows: after this brief introduction, we describe the structure and basis of the
Spanish labour market, a descmptiof the Spanish labour market in the 1990s and nowadays.
Then we examine Industry 4.0 and the effects it has caused. Finally, we prowige s
staistics and comparisons between Spain and the rest of the countries

¥l ng., PhD., Adnéewanmdcer yDuem teBkkedn |22, n , Tr@tnd® n 9mal: 52,
marcé.kordos@tnuni.sk
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2.PROBLEM FORMULATION AND METHODOLOG Y

The research task deals with the analysis of the problematic agp#tutsthe quantitative
andqualitative structure changes of workergems of Industry 4.0 elements implementation
and find out its consequencasd impacts orSpanish labor marke®he research will be
focused on exploring thBpanish economy analyses and its further development under the
Industry 4.0. In general, this papevrill handle the problemtic aspects regarding the
economic and social issues within the Spanish econmwagring the industry policy tools
implementation processes.

The ways of synthetic and analytic methods will be used in the paper such as the andlysis
comparison to illustrate the Spanish economy environnagmt Spanish labor market
synthesis and logicaleduction to discissthe impact of Industry 4.0 elenmts implementation

on services imew jobs vs old jobsssuedue to implementation of robosicand automation
resulting inqualitative structure changes of workemsequenceSubsequently, the analgs

will lead to synhesis and prognosis by means of abstraction method eliminating the less
important factors in order to set general statemertsopmions. Inparticular, to estimate the

next obstacles to be faced within joissplacemenissues and teecommend the actities for

Spanish state authorities, entrepreneurs and companies to eliminate the negative impacts of
Industry 4.0 implementatio that would affect Heir businesses. For the most objective
assessment of the changes being awaited by Spanbnomy due to ¢himplementation of
Industry 4.0, the theoretical analysis method has been chosen as the basic research method the
researcherg/ere approached by.

3. SPANISH LABOUR MARKET ANALYSIS

The compositiorof the Spanish economy has changelstantially during the first quarter of

the century. All sectors have been losing relative weight in GDP, just the opposite if we look
at the serices sector, which, in 2021, accounted for 74% of the @¥#he Spanish economy
(Figure 1).

Figure 1. Weight in gross value added and in terms of employment (in brackets) by
productive sectors, percentages) Spain, 192921

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

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

As can beseen in the graph thehas been an increase in the active population. This increase
is due to three reasons: the entry of additional members of the household to reahdorce
family income as a solution to the increase in unemployment, the loss of camital
indebtedness of faifres, the incorporation of women into the labour market and the increase
in the immigrant population in the analysis of the labour forbés inaease was stagnated by
the recent crisis and began a significant decline from 20%2mis due to economic cies.
Starting 2017 (1st quarter) with 22,693,300 active pe@ple c 8§ z ar ,2AN.i ev a s
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Figure 2: Labour force, 20062016 (Thousands of persons)
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According toAl ¢ 8 z ar (2@l theresrveas a strong job creation untl0Z and a great
destruction afterwards due to the crisis that has had such an impact worldwide. In Graph 2 we
can see how the employment rate fallarply from 2008 to 2013 rom 2013 onwards it

starts to stabilise and even rise, reaching an employnterafrd7.76% in 2017

3. 1Spanishlabour market issues regarding global pandemic outbreak

The pandemic caught the Spanish economy with symptonegafomic slowdown and a

lesser push from the foreign sector due to the trade war between China and tkertf8A

feature of all recessions is a pd® comovement amount output, hours worked,
consumption, and investment. In this respect, the CGMDecession is not uniqudlost

macro models of the Great Contagion that integrate the epidemiological (8tRe}p take for

granted that the virus gerated both negative demand and supply shocks by reducing
consumption and labour supply in order to redineerisks of infectionWhat type of shock

dominates depends on whether prices/wageddly flexible (neclassical RBC model) or

sticky (new Keynesian model). Typically, the neoclassical model (where output is
supply determined) iftaivles ctoo mgeement e bat veoes
consumption since people shift consumption yolave and invest one) to tomorrow. The

fact t hat consumption and investment have p
12.3%, respectively, relative to 201% e working hours so far have fallen by about 6.2 pp.)

and a strong deflation has natgpened yet, point® a balanced combination of both shocks

in a sticky PNegracMacheTnhovvi arro ni\i2e2dttridusteiezinterconectada

4.0, 2020.

3. 2 Employment during the COVID-19 crisis

The pandemic has had a large impact on the labour market perfe;niatic in aggregate
stocks and in worker and jdlows. Using Labour Force Survey data (EPA), figures 2 and 3
display changes of these indicatansniillions of people and in quarterly rates, respectively
the remarkable features stand @wlado,Felqueosag Jimeng 202Q Eurostat 2022):

i Employment has fallen by 1,34 million people (14,2%) in tyuarters while it took

17 quarters to achieve sualctrash in the financial crisiBy 2020Q3, slightly more than half
(52,5%) of these job losses have beaovered, but the cumulated loss relative to 2019 still
reaches 4,1%.

1 Unlike the Great Recession, ployment protection mechanisms have been activate
involving STW programs, such as the Temporary Employment Regulation scheme and those

139



Conference proceedingsCHALLENGES, RENDS AND INSFRATIONS
WITHIN THE LABOR MARKEZ(022

that allow firms to tansitorily suspend contracts or reduce the working time of part or all of
their employees, the soalled ERTESs. In addition, the Extraordinary Béts of Termination

of Activity programme for the seémployed allowed these workers to remain employed an
keep their status as Social Security affiliates.

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

- - -
—E el oyrment Unemploy rment
—ut of labowur force Full effective wo rk
Suspended worlk Reduced working howurs
>
= 20
= LS
> 16
= x4
x
1

Source Dolado, FelquerosgJimenqg 2020Q

According to Social Security Data, in April 202@orkers protected b¥RTEs reached a
maximum of 3.4 million and 1.5 million sefimployed workers attended the cessation of
activity. By September 2020, ERTEs covere® TRousand workers. The data on benefits,
reaches about 4 million initial registrati® due to suspension ERs, and 900 thousand in
suspension of contracts.

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

the number of unemployed.

The abovementioned features undermine the role of the uneynmdmt rate as a good
indicator of the underutilization of labour during this pandemic. The official unemaoly
rate barely increased by 2.5 pp since 2019, o both the fall in activity and the SWT
schemegDolado,FelquerospJimenq 202Q Eurostat 2022).

Figure 4: 1Distribution of the workforce across economic sectorgn Spain from 2009 to
2019

Share of the workforce

@ Agriculture @ Industry Services

Soure: Atria Innovation.2022
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4 DISCUSSION

In order to assess the state of digitalisation of Spanish industry, data frodNEdseSurvey

on the use ofCT and ecommerce in companies is used. This survey is carried out on
companies belonging to different céens of group 95.1 according to the National
Classification of Economic Activities (CNAER009). It consists of a sampdé approximately
15,000 conpanies with 10 or more employees and 11,000 companies with fewer than 10
employees. The reference periddtloe survey is the first quarter of each year. The surveys
are analysed here for the years 2015, 2018 and 2020. Thieigod of economic exparusi,

after the Great Recession and before the CGa@9igpandemicThis analysis establishes as
dependent vaables different technologies that are identified with i4.0: cloud computing,
robotics, big data 10T, 3D printer and ICT saty. The mission of thanalysis is to check

the inclusion of these technologies in the main industrial sectors in Spain (avtnwdd

and beverages and machine tools). Their presence is evaluated according to the size of the
company, differentiatip between small (10 to 4®orkers), medium (5@49 workers) and

large companies (250 and more workef®)e 2015 survey only includegata on cloud
computing and ICT security. The 2018 survey adds information on big data, 3D printers and
robotics, and in @0, in addition to the s, 10T is also adde@antosMu { ,0Rz, D., &
Poveda2017 Atria Innovation 2022 HaviernikovaKlucka,2019.

As we can see, the data highlights progress in the deployment of ICT security technologies
across the three surveys. Their presence in ttestnal sector has risen from 35.2% of
companies in 2015 to 86.8% 2018 and 95.6% in 202Figure 5. Moreover, it should be

noted that in 2020, these technologies include new forms of protection (biometrics,
encryption, or virtual private network) thatere not available in previous years. This high
degree of implemeation can be linked to the new protectineeds generated by the high
presence of ICTs in the industrial sect@ilan, Rubanov, Vasylieva, Lyeonov, 2019
KrajnakovaVojtovic, 2020 NegroMac ho, Tovar ). Mart2nez, 2021

Figure 5: Presence of i4.0 technology in Spanish industries (202820) (percentages)
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There has also been an increase in the presence of cloud computingthenteahnologies

used by companies in the industrial sector, albeit with a lower levehgiEmentation.
Indeed, according to the data presented in graph 1, while in the 2015 survey 13 per cent of
companies used cloud services, this figure rises to ¥.¢gnt in 2018, reaching 25.1 per

cent in 2020 Meanwhile, the use of 3D printers in thrustrial secto seems to be more
limited, although it also shows a slight increase. While 6.41 per cent of companies were using
them in 2018, 8.2 per cent were ygithem in 2020. It can be seen in Figure 4 that their use is
growing more in larger compaas; moreover,tican be observed that the companies that use
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their own 3D printers are more often the larger ones, while the smaller ones tend to use 3D
printing sevices provided by other companiéblegro Macho Tov ar M202t 2 ne z
GruzauskaBaskutis,Navickas,2018.

In the case of robotics technologies and big data acslyhe survey data do not indicate that
their uptake has increased significantly betw2eh8 and 2020. In 2017018, 24.1 per cent

and 7.8 per cent of firms used these technologies, respedfigelse 4). The figures for the
2020 survey (19.3 per ceand 6.4 per cent) suggest a small decrease in the percentage of
enterprises using theseckmologies.In terms of the deployment of robotics in industries,
there is some decline between 2018 a@d02 from 24.1 per cent of companies to 19.3 per
cent. Ths decline is led by companies using service robots (for warehouse management tasks,
cleaning or waste disposal, transport of people or goods, surveillance and security or
inspection), from 25 per oéto 22 per cent. However, the percentage of companieg us
industrial robots remains the same (89.4 per cent in 2018 and 90.8 per cent i(GROEO)0
businessn Spain 2022; Belas,Gavurov,Cepel Kubak,2020.

Finally, in the 2020 survey, informah is available for the first time on the deployment of
loT, with 16.2 per cent of companies in the industrial sector. Thisnodmipy can be
consideed as the core of the digital transformation of industry. The prospects for its
development and deploymteoy 2025 and 2030 are very high (Joyanes, 2018: 28). So far, it is
the large companies that have most frequently incorporatedetthnology, althagh there

are significant differences depending on the sector. The energy and water sectors (ENAE 35
39) (3.7 per cent) and the coke and oil refining, pharmaceuticals, rubber and plastics, and
nortmetallic mineral products sectors (CEAL923) (20.6 per a&t) are the ones that have
implemented this technology the most so Tdre data therefore show that thetake of these
disruptive technologies in companies is still limited and suggest that public education efforts
for industrial deelopment have not beesuccessful. However, the specific limitations to
incorporate these technologies in the short term, e perceived need to do so, must also

be considered. For the near future, it can be argued that the economic uncertagdtiolitiie
COVID-19 pandemic may make it difficult to move forward with this type of business
investment (Industria interconectta 4.0 202Q SanchedJ rn§ Grau Ruiz, 2015 Mura,
MarchevskaPubravska2018).

4. 1 Approaches ofSpanish government

In the business world, prodiion aspects, organisational, commercial, and logistical
innovations andnnovations in products and pesses are of fundamental importaricethe

2030 Agenda, the EU has set a target for the industrial sector to reach 20% of GDP in each
Member State, lthough in Spain before the COVIDO pandemic this sector did not reach
15%. On the other hand, dispardigvithin Member States seem inevitable due to economies
of scale, the high investment required by these technologies and the need for a highly
gualified workforce. In this sense, the main role of public administration avatgactors is

to establish arbmework within which companies can orient their digitisation stratdggro

Machg Tov ar Mao2d. AnnSpain, the COVIEL9 pandemic has intempted the
pedagogical work that public administrations had carried out until thenrdamope
digitalisation in companies. Publiprivate partnerships had focused on raising awareness of
the importance of technological transformation and had set out tleedoaslitions required

by i4.0. It had also tried to reduce the digital divide initidustrial sector amhational level.

On the other hand, in both the short and medium and long term, major lines of aid from the
EU will be implemented, such as the Reagvand Resilience Funds, Horizon Europe or the
Just Transition Fund and Digital Europe this way, publ institutions are seeking to boost
those sectors with a large weight in GDP, such as the automotive sector, but without leaving
behind other sectorsuch as agrindustry, aeronautics and machinery and to@sia
Innovation 2022 Negro MachoTovar Mat 2 n2624).
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4. CONCLUSION

In the face of the problems caused by automation, there are pessimistic and optimistic
thinkers. On this issue, it is pezhble to abandon catesphic approaches (while still
analysing them) and to see the advantages of édmiinal advances that can increase
workers' productivity and spare them from heavy and unhealthy fakksimpact of new
technologies creates the de® adopt mordlexible models of employment contracting,
which adapt to the time of each company aatlithe same timeensure the quality of life of

the worker.It should be borne in mind that the "uberisation" of economic activity crosses
borders thaare difficultto control, not least because it operates in very different contexts.
And, as it is expaing, its functioning needs to be assessed. While the world of work is
changing and the economy tends to be global, social, and political instittgimagn local,
regional, or national, and forms of labour agreements emerge from both public and private
actors. Social dialogue is needed to address these new problgensan conclude with the
phrase mentioned above, countries must renew or die in teeofandustrialéation, as it is
expected to advance by leaps and bounds in the years to come.
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DEVELOPMENT OF HUMAN RESOURCES IN THE ENTERPRISE AS A
PREREQUISITE FOR SUSTAINABLE DEVELOPMENT OF THE
ENTERPRISE.

Kat aKRG6o6 OV C

Abstract: The paper focuses on theea of human resource development today, where the issue of
sustainable developmeneésonates aall levels of business management and where the essence of
sustainable development is to define sungthility correctly. This mainly requires the formulatioh
principles and measures to improve and maintain conditions from an economic| aodia
environmental point of view. The role of managers in companies is to set corporate strategies in such
a waythat they are acceptable in terms of sustainability dbjes and that they can be implemented
through active interventions.  Therefore, tinis paper v have focused on the current trends,
directions and tendencies in the development of organizatioaabgement and its impact on the
policies, methods, process and practices of human resource development of the enterprise. The aim
of the papr is to sk&ch a picture of possible changes in the field of human resource development, in
the context of susta@ble development of today's modern enterprise.

Key words: human resources, sustainable development, human resource development

JEL Classification: M12, 015, Q01

1. INTRODUCTION

The effects of natural resource depletion on economic growth wewmwglthe subject of
research in the early nineteenth centiut it was not until the 1930s that formal theories in

this area began to emergeith the first theory of exhaustible resources beimgspnted by
Hotelling (1931) Mo jgétial.2007) Issues 6 economic growth are inevitably linked to
guestions oftie availability and value of the resources needed to realise it. Relevant from this
perspective are the issues of scarcity, substitutability and complementarity of ess@und
consequentlythe imgications of their use. Mo jggtial.2007) This situaton of resource
scarcity is due to the lifestyles of previous generations and the current population, which have
gradually contributed to the fact that the Earth is cilyeanable to renew the natural
resources that are scessary for production. Theténsity of humanity's economic activity

also has a significant impact on climate change. A continuation of the current trend of
economic activity and behaviour of manyabitants would lead to an unsustainable system,
increased labour migration, confl&bver resources and manyeit social defects and unrest

(S1 ob oMot 82220V Bis is why sustainability has begun to receive global attention.
The concept of siainable development began to emerge in the lates18i@ especially
during the 198s. In addition to the sustainable use of resources by society and business, this
concept also deals with environmental and social conditions that should clearly eesure th
sustainability of the environment as well as sesionomic development itself. Ththerefore
requires innovative approaches to sustainable development to be actively applied at all levels
of business management and the econamg whole( L o u | a arabek8014)PAnd what

is sustainable development anyway? Before business marsigerso actively apply new,
modern and innovative approaches in the development of human resources in the company,
they should understand what sustainaldgetbpment actually is and how to incorporate it

into corporate strategies. The task of today'siriess managers is to define the elementary
objectives of sustainability so that they are acceptable and can be actively implemented in the
company, and thusot just remain empty phrases. It is important to realise that entrepreneurs,

ng,,PhD.,,FSEV TnUAD ,@& uldemd k%2 () SRreenail katarira.kralova@tnuni.sk
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managers and, lastub not least, humanity as a whole can benefit greatly from the
development of modern businesses capable of achieving efficient and sustainable
development. Soe definitions of sustainable development:

1 development that meets the needs of the present gjenesgthout compromising the
ability of future generations to meet their own needs,

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

1 is a state of society where living conditions and resource use continue to meet human
needs without compromising the integritydastability of the natural syste(nRuslo,
Ferencz?2018) Kol | §8r ,

In the recent past, alongsideoclassical growth theories, theories of endogenous economic
growth have also been developed, which saw the source of economic growth in human
capital. The raditional instruments of corporate competitiveness, linked to technological
development, innovain and standardisation of activities, are gradually being exhausted. The
development of human resources in organisations is becoming increasingly impodaet as

of the most important competitive weapons is the knowledge potential of people. Nowadays,
the intellectual, emotional and social commitment of the company's employees is also
important. The term human resources has been introduced in an attempihtasize the
importance of people as a key factor of production, a determinant of the utilinhtewery

factor of production of an organization. Employees should be seen as a source of future
value- intellectual capital. Intellectual capital includesployee knowledge and experience,
research and development, technology, organisational struchaeeting, customer and
supplier networks and softwar@® v o S § ketak, £012), The main challenge in developing
human capital is to ensure maximumuelfor money from the investment made. Because
their appreciation ultimately depends on the peabuaill and willingness of employees, their
intrinsic motivation, ethical principles and morale.

2.0OBJECTIVE AND METHODOLOGY

The aim of the paper is to ttg identify and in particular to point out the changes that need to
be implemented in the develmgnt of human resources of the enterprise, which are caused by
the current trends in the economic and social life of economies resulting from the shortage or
even significant decline of natural nroenewable resources. This fact requires a change of
appro&h and to start applying new methods, ways and procedures of working with human
resources in the enterprise. In fact, there is a statistically significaiorship between
sustainable business conduct in society and the transfer of these princifhlescohcept of
sustainable business development to the employees of the enterprise, so that the
competitiveness and performance of the enterprise are not@mispd.These are essentially

the challenges for today's new millennium businesses. In this, gssed on the literature
search and the conclusions of the empirical studies conducted, we want to find out what are
the directions, focus and future neeaflshuman resource development in the context of
sustainable development. The paper can then bleadis for further research activities aimed

at assessing the level of sustainability of enterprises in relation to human resource
development. In our refldons and efforts to identify new challenges in the process of
enterprise human resource developtmeme have framed the enterprises of the current

mill ennium into three gr oupseedguresl(Bage8kadwvns,t

2014), The enteprises are divided according to two dimensions that aptly charactkaze
way they do busines&mkova divided enterprises into orange, blue and green. We will focus
exclusively on green enterprises in our paper, as green enterprises are organftians t
for long-term sustainable development.

146



Conference proceedingsCHALLENGES, RENDS AND INSFRATIONS
WITHIN THE LABOR MARKEZ(022

Figure 1: Three types of new millennium organisatnsaccording to selected dimensions
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3. DISCUSSION

When the principle of sustainable development is applied in the corporate spheresifanean
companies to take actions that meet business objectives and meet current and future societal
expectations (Ayuso, Navarretd § ¢ 2017) In the postmodern era of industrialization,
sustainable business performance is essential for success in a iteenggtvironment
(Haseeb et gl.2019) The concept of sustainability should become an impopartt of
corporate strategy design, management and development in order to maximize enterprise
value. Enterprise sustainability can only be achieved if thergige achieves a synergistic
combination of all its resources, including human ones. Maximigineg use of human
resources is essential for maintaining and enhancing the competitiveness of the enterprise and
sustainable development. The work of people #meir continuous development in the
enterprise are to be actively managed. Thus, if an entergoss not use the potential of its
employees, not only will it not achieve satisfactory results, but in the current highly
competitive environment, its vergxistence will be threatened and its ability to maintain
sustainable development may be forgottelere we see the importance and relevance of
human resources in the enterprises of the present modern millennium. We can state that the
value of human resouss lies in their almost unlimited potential and also in their dynamic
nature.Therefore, if we apwach rationally and effectively to the development of human
resources as one of the tools of sustainability of the enterprise, we can gain a perfect
competitve advantage, but at the same time underestimation of their development can
become fatal to thengerprise. Human resource development is a function of corporate
management that recognizes that the transformative power of human resource development
lies in its ability to create innovative and radical solutions to-vealld problems. The
essence of thnew modern enterprise human resource development is primarily to identify the
potential for improvement of existing human resources. This can then be sharfokowed

by a process of sharing the goals and values of the enterprise, a process ainaidgrathat

is to be achieved in the enterprise, and a process of developing employees to achieve the
enterprise's goals, in this case primarily in the arkarderprise sustainabilityHuman
resource development must therefore respond proportionatéhe tchanging corporate and
societal environment. This is understood by green enterprises that aim fetedong
sustainable business. These enterprises psootiectivism in their internal structures. And

their norms of expected employee behaviour folloam this. And this, of course, also
significantly influences the approach to human resource development in the enterprise. Such
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enterprises are generallghacates of corporate social responsibility with a diverse range of
activities. In particular, thesustainable development priorities of these enterprises are:
reduction of disparities, responsible consumption and production, decent work, economic
growth, innovation, gender equality, no poverty, quality education, health, life expectancy,
clean water,affordable and clean energy, and they subordinate their behaviour to these
priorities. A typical employee of a green enterprise should be sincerely identftedthe
values of the organisation (transparency, sustainability, social responsibility.hjy hig
committed and convinced of the benefits of doing business. Hence the need for :
1 encourage innovative and proactive employee behaviour, e.g. throught tale
management, knowledge management, incentivisation, bailing or mentoring,
1 building a backgroundor the creation of quality collegial relationships between
employees, developing collectivism, teamwork,
develop skills and encourage new challenges ahdigos to current corporate issues,
stimulate the intellectual, emotional and social commitroéeimployees,
develop employee focus on performance, stimulate employees' ability to identify with
their work, develop and use creativity,
1 develop a positie attitude towards their work, identify with the outcome and purpose
of their work,
1 to increase mployee commitment and pride, and to strengthen their belonging to the
company.

= =4 =

These are today's challenges for human resource development in compahjeg) app
concept of sustainable development. However, we must also point out two significant
probdems that enterprises are currently facing, which are also becoming a key issue in
enterprises and may limit the enterprise's ability to thrive in the futtralone to build and
develop the principles of sustainable development. Itis:

q insufficientnumber of trained staff and their lower adaptability in the context of the
introduction of modern trends in the concept of sustainable development

9 the negatte demographic trend and the associated increasing proportion of older age
groups among employee$§enterprises

4. CONCLUSION

In conclusion, we can say that today many companies, when adopting corporate
strategies that affect their future direction,e already aware of the importance of
sustainability and longerm perspective, which, among othleings, will contribute not only
to the development of the company, but also to the development of the whole society. These
facts are of course also reflectadthe development of human resources, which are the basis
for the success of sustainable growdh the company. We consider the concept of
sustainability at the micro level to be particularly complicated and debatable, so in this paper
we have tried t@resent the theoretical approaches of sustainable development in enterprises
in the context of huen resource development. The elaborated literature search and the
conclusions of selected empirical studies can subsequently serve as a basis for fasttodr res
activities.
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TRH PRCCE V ULIVE ZCKLADNhCH GKDBLIKE SLOVE

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

Danka LUKLCLOVC

Abstrakt: Jednim z ci eOov inov8cie obsahu vzdel §vani
pr2paklavol vent ov, ktor2 maj% nielen z8kladn gr an
strednlich gkol 8ch, ale ktor2 sa Rrok$fgavak egja Ysd
zaraden?2m probl emati ky tr hu vprS8lcoev ednos kuelji vrae pnuab |z &

j e venovans anaITzel|g1l0(yI03/|aInc®rhodcgkL§mmrethcov vzdel§
obsahovich a vikonovIich gtandardov pre jednotl i
Bolo zisten®, de 8p e olyleemaatrlakdaent§rI‘puedovgetkTm do
svet pr 8ce, prilom Sagiskom problematiky je orie
orient8cie, ktor8& zal2na viberom strednej gkol y.

KO%| ov ® rsH opwr§8ce,l az § kulld w8 gk o

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

The paper deals with lalio market issues in the curriculum at primary schools in the Slovak
Republic. Attention is devoted to analysing school documetite innovative state educational
program and content angerformance standards for individual teaching subjects, respectively for
educational areas. It was found that the labonarket issue is included primarily in the academic
field of Man and the world of work. In contrast, the focus of the matter is thenstidrientation on

the labarr market from the point of view of his professional orientation, which begins with choosing a
secondary school

Key words: labour market, primary school, curriculum

JEL Classification: 121, J24, 128

1.bvOD

S%| asn@r8aceéysa vyznaluj¥% vysokou dynami kou,
gpecificklTch kvalifikalnTch pogiadaviek na
produkci e, typy produktov. Z8rovetd kwlauipritor
di verizu f ipk®dukci e, na obmedzeni e relat2vny
pracovn?2kov na trhu pr8ce je z8visl® predo
adaptovaS na tieto do istej miery rozporn® n

ByS adaptabilvnizlagiyomanSandiech ap®Speej #get kIl ch
ktor2 s¥% s¥% asSou toho itgenuer §Rrieu nja satkuopvy j vket
pr2prave na svoje povolanie na jielj Caahlgiaet.k ul
gi akadnze§klggkol y aSe szal owWi % I®o riytzaxm pracovnom p
pracovnich oblastiach a konkr ®t nych povol an
zhodnoti S svoje schopnost.i ae . Nalleghioe zpSrug depno kol
odbor na strednej gkole je pretAdieedd20B;, ovply
Koz?2k, 201 3; Pr Tceha,, 22001069 ; Hraridhbei,nsx®17, Tr e
viskumu Tomkovej (2019) nnegj vk ojl2zy vpil eyltvia | nnaea j V%

2doc. PaedDR. , PhD. , kofai vvNatre, ZTi. &. Hihkunlg 948 01t Nitma, eema:i | o
dlukacova@ukf.sk
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Bl1%) . Tieto z8very potvrdzuj¥% aj viskumy inl
z8zemia na voObu strednej gkoly je u ¢giakov
vzdel ania je ovpl ywokieenp®speciuavadinc hmambakt dr m gt
z8ujmu hr8&8 viznamn¥% ¥ ohu aj rodi n&plym soci
vichovn®ho poradcu je v tomto kontexte zaned
urlenlT na kar igRraokvo® .p oVfiaadceems2te aadjbY,r nipdca v 1 c h o
nie je zamestnanec so psychologickim vzdel ar
merac2mi n8strojmi. GkolskIl psychol-g mtge
Sagisko jehaspi §kear i ravdhy wpakdmalse byS na

probl ®mov v kari ® ovom rozhodovan?2 sa g¢giakov
(Gatial, 2017). Visledky viskumov ukazuj %,
poradenstty na gkol §chr,noweén onviaeSd emo ndbensio ma sv zvd ecl hSov
probl ®mami , al e zameraS sa na tie, ktorTch a

(Trhl 2kov88Aefalkl ni 0kagds8 gkola zamestnS8va
kd&o§skl psycphabupey gkmBel asto dostatol n® k
vget kT m ¢giakom pri ich profesijnom rozhodova
Z hOadiska individus8l ne|j spokojnosti gi aka
podstatn®, abygiavadrém&, vheud elw 8RA i isk adbo®vy gt u
| o najviac zodpovedal. mognostiam a z8uj mom
pr8ce (Trhlo®.kovsg§8 et al, 20

Z tohto dt'vodu je d!'legit®, aby sa moas$i u ¢
zozn8&mi Sgtt@as SamiAik lfoun§oeanie&dut phiumpranich sp
pr2zspevku sme sa rozhodl:/ urobi S sondu do ot

sY% zakomponovan® poznatky o trhu pr8ce do ul

2CIl E0O A METODOLCGI A

CeOom vIiskumu bolo zisti$§, waktz@rkllahl ndiih| dgwka
zakomponovan® pozhrae kme toont rnh8ug hpor 8vwcles. k umu b ol
vzdel 8vadq?3 GprPdeg rzadnk | ,a dknt®o rglk ofll gardmu® ug iee 1ze8 kv z d e

z8kl adnTch gkol8&8ch a vymedzuje obsah wuliva
predmetochTent o dokument sa form8lne |1l en2 na dv
|l novovanl GVP pre 2.stupeR Z Q. eGtz8tvrtyz nv z dnesl

rg§mpre prim8rne a niggie stredn® vzdel ani e

vzdel 8vac2ch programov s¥% obsahov® a vikonov
!smich vzdel 8vac2ch oblast2a pag8ghkh 8 komont
Lbvek a pr2rpdhol hooSeklLlaowsek a hodnoty, L |
kul t %Yr a, Zdravie a pohyb. V. tTchto z8kl adn
vyul ogaei @aOadali kO%W ov® slkop8obkema®e kbar &1
slov8 Atrhid a Apovolaniefn. Tieto virazy sme
oboch gt 8tnych vzdel 8vac2ch programov ako a
jednotlivich vyulovac2ch pwuwiedaomedw®& g/t)aarrred:laer(j\
stupni ZG sme analyzovali obsahov® a vIikonov
18 vyulovac?2ch predmetov.

3.Vh SL E DKDMSKUSIA

Zistili sme, @ge explicitne j® nwl ilv.o sttTukpanji¥c:
koly i baawe v oddlast i Ll ovek a svet prs8ce, Kk
obl ast iGilaecvosa: stret8vaj¥% s dllegitou zlogkc
v re8lnom givote a%na tviyh@g?2pag@&ei 8Bpoi k®®aijn
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spoz@vaj ¥a z8kl ady stravovania a pr2pravy jedSE§
z2skavaj¥% prv® skWbe6WBsprez@hossatabRhgEGEde!l |
oblastiach sav ¢ h ¢ i ®tOro & th prolematikost r hu p rn8aclel.z eProib saa hov
avli konovich ¢gtandar dov | edn oppovolaniedbavil ajw2. e d met c
roln2zku v predmete prvouka. Obsahom predmet
i n®ho aj pbebkbgani al Guredk ,( veakbgha, ndrkarsai a . )

Obsah Vzdel 8vacesjveablpas8tcie Lslaovre& Ila. stupni
vpredmete pracodvad® wydlInédkani éObsvah sZdesBoani
st ®mouprt8&ches zahRRa:

3. rollenrrikeanipogoh; vIiznam ulenia sa k pr2pra;
4 . rol n2k: technick® vyn8lezy a ich vplyyv
sYvislosti s novlIimi vyn8l ezmianeprgaeowmo® op rannli

Zuveden ®h o | e ma~gn®a3mnragék|arcblnlhel pr8ce na 1. s
je predovgetkl m dom®nous weztd edr88caec.ej obl astii

Na 2. stupni z8kladnTch gk?tl je proédteomat ik

oblastiach: Jazyk ko muni K. 8§ wkvas v & t pr8mei. Wzdel §vace] o]
akomuni k8cia sai pkdeodbpd®k | adl88dnnuti e jazykove®
komuni kalnTch kompetenci 2, |l o vytvs8raga predp
uplatni S na wvr kswkpadgepagmor gj e otvorenej g2 pr
umogRuje pozng&vaS odlignost. v splsobe g¢givec
tradPicGVP pre 2Nagppmrtiugpk Rt &ZkGt)o uyzadred Geast®mj o©ib
vobsahu predmetovsovens kT lif ezgtk¥ra omkahoavil klenav ch
gt andardoch <cudz?2ch | aazyhk oppogotzata a cVio§ dvzzadneel §pvaa
obl asti LIl owekaca swetzn@Bv&¢és trh pr Ssijeej aj z
orient 8cviag,% srpeoS8zhrk§ poldmi er §c e, modern® stro
z8kladnich byito6VPchréendtastepéR ZG)

Napriek tomu, ge ostatn® vzdel 8vacie obl ast
voblasti trhup r §lcie p o, wprédaetezinformatika (z del §vaci a obl assS
apr 8¢afsorm8ciami) sa tak®t o ul i wformatkaako8 d z a
povol ani e, i nformati ka v povolaniach (napr.
finan c i Savhp)r ed metnes kab InSuman2 k u,9 kwan@&ba®t pevol an
splsobilosS na povolanie, profesijng orient§

Vget ky ostatn® obpabpl emavakei agboeps88cé& t ak
viavode s¥% pr edmetsom vlizsdoeel éskvimacsed e d®B a%r v | n2 ku
Z & predmete technikaasledovne:
7. roln2k ZG:
qftrh ppé&cel anie Oud?2, druhy pracov?sk, pr
objektov, charakter a druhy pracovnlch |
¢ kvalifi kall@ @, ozsdorbanvoostt m ® v St ghia ik 8 yep)ri §c e

¢ mognosti Vand&el RvauniebnT ch a ¢gtudijnlch oc¢
inform8cie a ,poradensk® slughby

 zamestnani¢ pracovn® pr2legitosti v obcma, (regi
p2sani e giovt 0 tvap in ®ipghovomu s tzlm,mest n§vat eOa,
nezamestnanosti, Yurady pr §cezanprsg§wmavat po
(i GVP pre .2. stupeR ZG)
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8. roln2k ZG:

q voOba prof esliz&kelja donr® epnrti8nwoz?epiye,, soeshoabpno® nz
cele, tdfasoaltnh gtav, osobn® vlastnosti a
na voObu profesijnej orients8ci e,

f informalng z&kladRa pre voObu povolania,
vyug2vanie por(a@G€¥Rsplieh2slsgupdR ZG)

9. roln2k ZG:

'nvobéprofesijn'ejz~§lolraderm®§p'r'en 2 py, sebapozng§
ciele, telesnl a zdravotnl stav, osobn® v
na voObu profesijnej orients8ci e,

q informhkl a8§Ra@&pr e |aoo|d)m§cpaw\ysnl gonr nfBenst a mi a
vyug2vanie poradenskich slugieb

1 podnikaniei dr uhy a gtrukt?ra organiz8ci?, na,j
stredn® @PioBYPkame e2. stupeR ZG)

Zobsahu vzdel 8wvenji @d ua t| leirv@® orgp| riper toyb Bina t j e
zamerang8 na z8kladnlTch gkol 8§ch prethovgbokimn

sieho bud¥%cim povolanZm. Giaci s amosgracks Parneid s
zamestnania vo svojom reg nen,i elst or I@mEmi npzamebthast ako aj
smognosSami podni kani a. Uveden® obsahy wvzde

amusi a by SpnondroZsabin® §wmci vzdel §vacejeto plra@stei md
gkol aloe @pthes ahwbr @ Bu hbte®rm Bk @rar aedneant® okkad®iht o
Ekonomi ka dom#éwt¢towogteimatVVckom okruhuheith pi 8ge
Nie s¥% urlen® pre konkr®tny roln2k ZG, m! g u
9. rol n2k¥% Dbmath@m® sa

q trh pr § & povolanieOu d 2 , druhy pracov?2sk, prgcovnT
objektov, charakter a druhy pracovnlch [
pogiadavky, rovnos$S pr2legitost2 na trhu

¢ mognosti avnd@&el Rvaunie dijndlchh ao diptpur e gy ,
inform8cie a ,poradensk® slugby

 zamestnani¢ pr acovn® pr2legitosti v obci (regi
pzsani e gi votopi su, motival n®ho l i stu,

nezane st nanostipr §%maadyipgegnamuad mest n8§vateOo:

q voOba prof esiiz&keljadonr®@ emrti8ncazepy , sebapozns§
ciele, telesnl a zdravotnl stav, osobn® v
na vpioObfuesi jnej orientgs8cie,

q inf or mal n8 zp&kel ad®k@mi apows §ca s profesijn
vyug2vanie pornadensklch slugieb

q podnikaniei dr uhy a gtruktra organi z8ci 2, nal,j
stredn® ,podni kani e

 s“stava-pd»vodmaH2s%wishavadp@&wg lzamdeasrt nan? | |
zamestnan?2, Kkarta zamestnania pl 8&8n profes

Ak vgak porovn8me t®my zaraden® do tohto te
vget ky poviomgmi®mis t ®ma n¥ii 9v.y ur| ool vnaznkl gnzamerdnej e m t

nas“ast avu povolan2. Takge ulivo naviac, ktor ®
t8to jedin§g t®ma. Je pritom veOmi pravdepodc
jednotl ivlch zamesatjnri/a np?r iulfodtmehllbirs tpeEgd & @D u
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povol ani a, nakoOko uveden® inform8cie s¥% s Yl
syst®mu opisu gtandardnlich n8rokov trhu pr§
pogi adavky natddhbao rpmr@ kitpiag!kn@ b nd®Y.Snea mvissek pr ac o v
|l innost? na trhu pr8ce. Jej centrom je Regi
Zzamestnan?2, ktor® opisuj¥% pogiadavky zamest
zamestnangv%g{iNgvradm&vol an?) .

4.Z G/ER

Miera nezamgt nanost i na Slovensku v roku 2021 do:
t T ©Ond2 bez prs8ce, ktor?2 naposledy pracoval:
pol et nezamestnanl ch, v dolash priekmysi.aNa Slsd vealrys kpur am®
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postavenien a t r hzua upjra8ic ea j sektor informalnlch a koc
centier zdieOanlTchEar ppskhakkomchi a] ugoeb
JednTm aviSahji skoin®lmac kil ch vplyvov na trh
priemysel nejireyscl “cide 0. Nov® technol  -gie a
pringgaj %gebapw §caalOu8dmwainddet o obavyam®s Y% poc
mnohT mi mdiom8eiahrani | nTmi gt¥%diami, ktor® SR

kraj2n z hOadiska n8hr adwy pprlavcao vtnd cphr 8we za ud
postaveni a automobil ov®ho8r skeEhbkt rpootosskenynsil cuk ®
krajiny OECD predpoved8 Sl ovenskej republ i ke ohro

na Yar ovni cca 60 %. Tent o %daj potvrdzuj Y% a
medzi krajiny s naj vyrgaean nplocdni emhMenB0RA)Nr Forzrelnil
tef o s¥%visl ost.i je nevyhnutn® pripravovas

z8kl adnlTch g¢gktl na zmeny na trhu pr8ce, kto

z8kladnlTch gkl musia@a malBu zEk §ache n @ot iopr &0 ozlnagna i

naopak o povol ani ach,o dktédons® ordo8zrvsotjvoam vnzi nei kktaojr
priemysel), aby vedeli pl 8novaS svoju prof
strednej gkolyor Rodialj va a dé radazshachduleys tdor igl ber
stednej gkol vy, | ast o sami nepoznaj ¥ nov® mog
ot v8r aj Yicha asenee divaS na spr8&§vny gtudijnl (ul
z8kl adnej gnki oel | ee np rsaoc josviaeSk mi eceil bymia,§wrgst upcat
gi akatlb, aby viber strednej gkoly nebol pr e
rozvoj j eho schopnost ? a mognost.i bud?¥cehoc
spol ol nosS.
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THE BENEFITS OF DIGITALIZATION FOR THE LABOUR MARKET

Petra MARKOVC

Mirosl avd MnKVA
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Eli gka K&BI GovC
Samuel 3 ANEK

Abstract: Digitalization in the context of Industry 4.0 (digital revolution, smart industry, digital
economy and more) nfronts the world of work with many serious issues. Digitalizatiwh rabotics

are not a chaktrge of the future, but already exist and are present in real time. New technologies,
automation and digitalization have an influence on the quantity and qudlitsork, but also on the
form and nature of work. As a result oétHevelopments outlined alywe can expect a decreasing
capability of employees to win the competition against technology. Technological change proves to
have two important impacisit is eliminating some jobs by replacing human workforce with robots,
and it is changing the skiliequirements of workers in many occupations. This will affect labour
markets and social security systems at various levels, such as the availability of vegritferneed

for new job skills or the maintenance of social standafichreats can also be fadim the shortage of
skilled workforce, in the deficit of education for the needs of the labour market, the lack of
adaptability and flexibility of the educati@ystem and also the unwillingness to learn

Key words: Industry 40, digitalization, laboumarket, employees, competences

JEL Classification: J08, J23, J24, 033

1. INTRODUCTION

Digitalization today affects all areas of human activity. The developered implementation

of digital technologies is facilitating the tamation of processes in iondustries, as well as

the replacement of physical service channels with digital ones, which can lead to structural
unemployment. Thus, in the short term,dabupply will not match the deman(Halal et al.,

2016; Dorn & Hason, 2018; Kudryavtseva, Bkediani & Arteeva, 2019).

Technological advances are changing demand and supply in the labor market and a new
model of work and employment called Indust:® is emergindKudryavtseva, Skhvediani &
Arteeva, 2019).This model isbeing implemented in a et area that is saturated with
digital technologies and includes not only potential opportunities but also risks associated
with structural changes in the ecomp and changing human resources requiremdrttis

makes work actities more transparent, exyis the practice and boundaries of using digital
technologies to solve work tasks, and creates opportunities for continuous learning, leading to
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improved qualityof work resources and increased demands em {(slukhov & Vasetskga,
2017; Sizova & Khusiaov, 2017; Brambilla & Tortarolo, 2018; Kudryavtseva, Skhvediani
& Arteeva, 2019)

The digital environment favors skills that are complemented rather than kkpigce
automation. Education systems have so far been rather sl@spond to this challengen |
addition, the pace of change caused by the spread of innovation is so high that it leads to
constant fluctuations in the demand for employee competenciekiladBateev, 2017) As

a result, employees are challenged to cwdusly improve their ski#l and acquire new
competencies throughout their careers. This is already happening in many countries whose
economies are going through digitalizatig®@lukhov & Vasetskaya, 2017; Sizova &
Khusiainov, 2017; Brambilla & Tortarol@018; Kudryavtseva, Skhvexi & Arteeva, 2019)

1.1Industry 4.0 and digitalization

The world of Industry 4.0 is built on people, machines, equipment, logistics systems, and
products beig able to communicate and collaborate directly with each otherything is

moving towardgotal networking. The reason for this is the use of vast amounts of previously
uncapturable information to make significantly faster and more correct decisiomgight
integration of products, equipment, and people increakesefficiency of production
machines and equipment, reduces costs, and saves resources. Intelligent tracking and
transparent processes provide companies with continuous visibility tha¢®tizdm to react
quickly and flexibly to changes inthe markétsi k 8| , 2022) .

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

Industry 4.0 represents a massively ditie and dynamic change entering the industry. The
driving force behind these changes is digitalization, which will affect all areas of our lives. It
is about the digitization of products, business processes, including services. Therefore, it is
built on digital technologies, Product Lifecycle Management (PLM), Big Data, Atrtificial
Intelligence, Sensors, and the liké o r d o @021) Boday's digital technotpes support
progress and growth in education in particular. People need a wide range of abilities,
competences and skills to adapt to tdigital age'. Therefore, concepts of digital literacy are
emerging in the context of the development of ICT.

1.2 Digital literacy

Digital literacy involves more than just the ability to use software or operate a digital device.
It aims to encompass the wide range of complex cognitive, motor, sociological, and emotional

skills that users need to function effectivalya digital environmert Luk 8., 202 2)
In particular, information technology literacy includek o | | §r , Pol akovi |l &
Luksg|], 2022):

practical skills and knowledge that enable us to use each technology effectively

the ability to gather, ralyze, critically evalate and apply information using
information and communication technologies

1 the capability to use ICT in a variety of contexts and for a variety of purposes based on
an understanding of terms, concepts, systems, and operations

T
T
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1 the knowledge, skills, altiies, attitudes, and values that lead to the responsible and
safe use of information and communication technologies,

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

According toBr a-Ma t t i n(20M8), & digitally literate population is one of the main
conditions that must be met for a digital societye successful. Digitditeracy is one of the
eight key competencies for lifelong learning and development in a modern, global,
information, and digital society L uk 81., 2022)

1.3Technologies and dehumanization

Industry 4.0 is transforming the laborarket, leading to a demd for new skills and the
digitization of jobs that the workforce has traditionally perforr{ieloerhard et al, 2017).

The use and analysis of big data, the use of sensors, robots, and new technologies, are
providing new opportunite to increase the overgbroductivity of the production system.
Nevertheless, it is essential to apply new working approaches to the main elements of
manufacturing systenm{&berhard et al, 201 Behrendt, 201)

1 technique and methods (processes and ressyr

1 management (orgazdtion and performance measurement),

1 people (skills, thinkingand behavior).

Industry 4.0 is not only expected to reduce the number of manual jobs but also to create new
jobs that are more flexible and less physically exhaustings hecessary to captthe

essence of the interdependence of technology rates with other aspects of the process. The
essence of Industry 4.0 innovation is the interconnection of technological components and the
human workforce interacting with each atre an unprecedentedtesl Por ub |l i nov 8§ e
2021)

New technological trends such as big data analytics, digitalization, and robotization are
driving the increasingly massive automation of more and more jobs, where human labor will
be replaced in mangreas. The consequencedifjitalization in labor markets will therefore

bein a declineof employment related to routine and intensive tg&tserhard et al, 2017)
According to a study by Frey and Osborne (2013), advanced robots with a wider range of
tasks will replace human lao, even in a large number of nooutine tasks.

According to Kagermann et al. (2013he roles and competence profiles of employees
working in sacalled smart factories will be significantly differgiiiberhard et al, 2017The
replacement of human waatls by robots or computers in job tasks will occur primarily at the
middle-skill levels. As middleskilled positions become increasingly automated, the
consequence will be an increase in demand for highly skilled workers in tdishnica
demanding fields wit higher pay. These new jobs will have a low risk of automation.
Paradoxically, there is also a growing demand for leskdted workers in no#routine

positions that are currently difficult to automgterger & Frey, 2016 Pomrauwyg i et al
2021; RUZ, D17).Low-skilled workers will still be able to find a job in the digital economy,

but the opportunities will be diminishing and the wage will also bedaying(RUZ, 2017).

There is a transition in human resources, wliteie becoming necessary to acquire specific
work competencies, skills, and attitudes in the context of humahine cooperation, to
acquire new competencies related to highly skilled jobs associated with the use of automated
technologies, and also to \adop inerpersonal, communication skills and creative skills,
which are difficult to automate and where humans (currently) have a comparative advantage
over machines anattificial intelligencel Por ub| i nov8 et al, 2021).

158



Conference proceedingsCHALLENGES, RENDS AND INSFRATIONS
WITHIN THE LABOR MARKEZ(022

According to Askapour et al. (2019), altlghusmart factories are equipped with a high degree

of automation, this does not eliminate theed for human workers; on the contrary, they are
required to collaborate with machines aqaaform mixed (hybrid) worktasksPor ub | i nov §
al, 2021).Job oppoatunities in automated systems will require employees with new skills and
capabilities that they do not currently possess. Improving the skills of employees will be
essential in all induses and service sectors.

Digitalization will change the requiremisnfor employees in all parts of the value chain
from development, through production to salesiraticated in Figure 1. Processesd
business models will become more flexible andxdigpendent, thus increasing the demand
for software developers and tdaanalysts and the associated development of new
opportunities in cyber security, big data, and analytical skills that will not be tied to one
specific location in the futurRUZ, 2017. For some jobs, this means the disappearance or
transformation, withthe associated emergence of a group of potentially unemployed or
unemployable workers who, for a variety of reasons, will be unable or unwilling to apply
themselves in a labor marketagtged by digitalization

Figure 1: New theoretical model of Labour market change

LABOR MARKET

DISAPPERING JOBS FOSSIBLE
job job Job FUNEMPLOYMEN

-5-
job job TRAMSFORMATION

i JOBS ==

_________________

L
job :
]

DIGITALIZATION > | CHS
[ rewiop] | mewiob |:[> NEW LABOR
MARKET

Source Kudryavtseva, Skhvediani & Arteeva, 2019

Industry 4.0 is dependent on hiring people with technical training and analytical skills; new
jobs will require creativand technical skills, 4eadership, and innovative engineering. At the
same time, the quality of people's skills will change, and the value of those people's skills will
also change.

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

The most in demand will be specialists inathaises and networks, managers in information

and communication techramies, analysts, and developers of software or computer
applications. These positions have the greatest positive potential in the world of digitization
and automation. When recruiting rhan resources, the focus will have to be on identifying
people with ahigh learnability quotient (LQ) and creating a system for their continuous
development. Employees will need to be able to learn new skills to remain employable. It is
necessary to be ppared for the jobs and skills of the future, it will be essential for
organizations to learn how to become learning organizat@n8 | e § 8k ov Kor 2058® v §
2021
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2.PROBLEM FORMULATION AND METHODOLOGY

The next part of the paper is focused on the description of the research problem, and defining
the objective of the reaech. The research aimed to identify the impact of digitétinaon the

human factor, as one of the basic resources/limitations of the functioning of current industrial
production - how does the competence profile of employees affect their ability to be
employed in the labor market. We specified the research probledefining the research
guestions.

Empirical data on the subject were collected using a scientific questionnaire that contained 37
closedended questions. The first part was aimed at findig the identification and
demographic characteristics of trespondents. The selected questions were primarily aimed
at identifying the status and level of implementation of Industry 4.0 elements (depending on
the size of the organization), revealing #reas in which organizations have invested, as well

as the pomotion and development of digital skills necessary for the performance of work
under the changed conditions

The basic thought processes such as analysis, synthesis, abstraction, coneretethtmion,
analogy, comparison, etc. were used in the gwegjon of the paper. Data interpretation was
handled through descriptive and quantitative statistical methods. The collected data were
processed through Microsoft Excel and IBM SPSS 22.0. Thayanity of the respondents

was maintained in the processinglte results

The research sample consisted of employees of industrial enterprises of all sizes in Slovakia.
The sample consisted of 556 respondents. Out of this number, 80 (14%) respondeiris wor
the public and state administration sector, 138 (25%hanservice sector, arB88 (61%) in
industrial production. Given the thematic focus of our paper, we focused on organizations
operating in the industrial sector. The distribution of employeg®iding on the size of the
organization is shown in Figure 2

Figure 2: Distribution of employees by size of organization

49 or less 50 to 249 250 or more

Source own processing2022)

3. RESEARCH AND RESULTS

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

RQ1: Which skills/abilities do you consider to be the most impottan the context of
digitalization and automation of work (0Odon't know;l least important to 5 most
important)?
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For the question stated above, respondents were given the choice to rate individual skills
(abilities) using a Likert scaleO don't know;1 last important to 5 most important. Table 1
shows the mean vadg, which are "cleaned" of don't knows. Respondents considered digital
skills (3.453) and technical skills (3.422) to be the most important skills in the context of
digitalization and automatioof work. The least important competencies (skills) accortbng

the respondents are social (ability to get along with other people). Given the demands of
digitalization and automation of work, these results are understandable

Table 1: Averages of respodents' answers in relation to digitization and automation of vark

49 or less 50 to 249 250 or more overall
te(;hnlcal (professional) 3538 3516 3.376 3.422
skills
communication skills 3,179 2,984 3,079 3,072
organisation of time at 3154 2.873 3,035 3,027
work, work tasks
ability to manage and 3,256 3,079 3,005 3,050
make decisions
ability to learn 3,231 3,141 3,341 3,279
ability to work under 3.205 2.922 3.014 3,018
pressure
digital skills 3,436 3,500 3,458 3,453
:'”gu's“c (foreign 3,256 3,190 3,288 3,275
anguages$
social (ability to get on 2.846 2,698 2817 2,806
with other people)
initiative
(entrepreneurship, 2,744 2,746 3,050 2,991
commitment)
flexibility, adaptation 2,974 2,969 3,329 3,236
creativity and innovation 3,154 3,175 3,201 3,200

Source own processing2022)

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

In the next question, we identified how digital skills were developed, which ndedael
developed in the context of the global pandemic, whinbxpectedly became a kind of
catalyst (accelerator) for the utilization of the previously httded digitalization, the use of
smart technologies in the conditions of (not only) industriadpction. The answers
obtained can be seen in Figure 3. Theshtommon form of developing digital skills was the
implementation of online (distance) training, which was indicated by 42%, i.e. 143 out of the
total number of respondents. At the same tiitnis,interesting to note that as many as 41% of
respondentd . 137) indicated that no training was conducted by the employer.
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Figure 3: Developing digital skills in the presence of a global pandemic
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49 or less 50 to 245 250 or more overall

m did notrealised any training m realised contact (face-to-face) training
realised online {distance) training prepared video tutoriaks on systems utilization

m prepared manuals and guides (printed or electronic Word/PDF) m provided funding for personal development of selected skills
Source own processing (2022)

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

The last research question aimed to determine where (in which areas) the organization's
investments have been directed over the last 3 years.-Jaar $eriod waslmosen to cover
approximately the same time interval before dndng he pandemic. The responses of the
respondents are shown in Table 3. The results show that organizations were aware of the dire
need to invest in production (production systemgefurbishment, higher degree of
automation, or robotization). Relateéd this is the area of frequent investments also in
information technologies- without their introduction and application, investments in
production would be far from achieving the intendeeff

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

49 or less 50 to 249 | 250 or more overall
research and development 3 16 69 88
production 3 33 123 159
logistics 5 13 67 85
quality 7 15 60 82
engineering (technical solutions) 4 18 65 87
purchase 3 11 28 42
information technologies 7 19 70 96
employee development 8 5 51 64
donEt know 21 16 77 114

Source own processing2022)
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4.DISCUSSION AND CONCLUSION

Digitalization is changing the structure of the economy and employmeatsytstem of
employee training, and employers' demand for skills and competences that are essential in the
modern world. As a result, routine jobs are becoming outdated, which opens the way to
speializations that involve the management and automation esfetmoutineprocesses.
Research resuli&udryavtseva, Skhvediani & Arteeva, 201830 clearly show that age has

been shown to affect the level of digital literaayith age, the level of litecy is seen to be at

a lower level as people get older

The ®lution to the problem of labour market transformation lies in developing and shaping
the required competencies in specialists and students through the modernisation of the
education system (MimeMajor system, interaction between organizatiandg schoolsand

online platforms so that education and requalification programmes do not become irrelevant
to the requirements of the labour mar@€udryavtseva, Skhvediani & Arteeva, 2019)

Educational nstitutions are challenged to respond to these trends ampd théa& polcy-

making to provide students with the appropriate skills for future job profiles and the required
skills. It is, therefore, necessary to analyze the impact of technological irovs/atn the

labor market, and it is pertinent to ask whethés possibé to predict, in the current turbulent
times, the future demands placed on managers, as well as whether it will be necessary to
create a competence model of "Manager 4.0" that wilabgroduct” for the constantly
evolving, digitalizing industal entities of the future. In the meantime, however, it remains on

the shoulders of secondary and university education, as well as several other adult education
institutions, to help supplemeniie missing skills and competencies of all madettve
gererations ofemployees.
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THE CHALLENGES OF CIRCULAR ECONOMY FOR LABOUR
AND EDUCATION MARKETS

VhZVYlI RKULCRNEJ EKONOMI KY NIRHWRHY PRCC
VZDELCVANI A

Silvia MARTBGOVC
Vojtech *KOLLCR

Abstrakt: Pr 2 spevok je zamer anlh @adicsikrak upg &gkladiednaevki oenko, mi
trhy girhySvedé &wni a . Ci eOov I mi skupihruamiz dred Stvialmu apis
podnika el i a, zakl adatelia starregupog) napstménmt &k iaa
ktor2 potrebuj %r a P sdbastd i vrekdua e snteimioddy c hd § e j zavsgd
prejavochav T s | e 8 g 0 k b | podnikatliaagotrdo uj ¥4 ob o Pm&mp Sewvi azanl mi
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vobl asti cir kul 8profesionali®dkioadeni &w sotemi@ceve y ach kuCdnrods t i
aospol ol emyskyomment 8l ne zodpovednom adosallewmwanzhos
konkurencieschopnostigosperity na trhu.

KO%l ov @ isrllowl§8§rna ekonomika, udrigjpt pODfonée 88tr hy vz

Abstract: The contribution is focused on the circular economy in terms of the demands it places on
labour markets and education markets. The target groups on theulaiarket and the education
market are entrepreneurs, starps founders, consumerstate admiistration and regional self
government and citizens who need to acquire knowledge and skillee ifield of the circular
economy, the reasons for its introductiomanifestation,and results. Society at large and
entrepreneurs need to familiarize themselves with topics related to the circular economy, such as
innovative and efficient ways of production asmhsumptn, opportunities for local employment and
social integration, optimization affaste management, energy savings, benefits for the environment
and the like.One of the decisive steps in the circular economy education market will be the
professiontization o educators, embedding the idea sfistainability and the socially and
environmentally responsible management of economic entities, and achieving competitiveness and
prosperity on the market.

Key words: circular econany, labar markets, education marketustainability indicator

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

1. INTRODUCTION

Reflections on the circular economy reathde level of public discourse, especially in
economically developed countriest, theturn of the 20thand the 21st centies The year
2002 could beconsidered the formabeginning of this new paradigasthe German chemist
Michael Braungart and the Amean architect WilliamDonough published the booKradle

to Cradle: Remaking the Way Wilake Things (Donougt & Braungart 2002). They
describediCradle to Cradie principle as contrasted with theawal productionprocedureof
the 18" to the 20" centuy, and which they likerd to the Cradt tothe Grave directionThus,
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they contrasted thewvo productionprinciples- circular and lnear( Ki s | i & @l.e2024, v §
p. 254)

The circular economyepresents an economic nebdased on the +@se and recycling of
products with tk aim of minimizing oeliminatingentirely the generation of waste.

The linear ecmomy model consists of the following activities: extraction @w materials,
production distribution, consumption and waste. In contrast, the circular econongsegpr
a circular arrangement of activities: production, distribution, consumption andeuseand
repair of products, reuse (of components and nads$grifollowed by the whel cycle all over
again The circular economymodel involves sharing,re-using, learning and recycling
existing materials anproducts and extending their lifespéoll 8&rMa t % g202Q g. 22-
42).

The idea ofcirculation of resourceemergedgradually,on the basis that availabtesources

especially energy resources dimited. Practice shows that there are huge possaisilfor

circular solutions, but therare considerably fewer possibilgi¢hat are financially neutral o
profitable from the beginningf the implementation of the circular econgmodel,or in a

suficiently short timgGeissdoerfe& al., 2018).

Science and researchre tools which are neessary for technological and logistical
development. The conept of trke circular economy is currently taking on more precise
outlines and a more detailed form, both in theoretical econommeatisesand in practical
activities.

2.PROBLEM FORMULATION AND METHODOLOG Y

The aim of thepaperis to present the circulagconomy and outline thimterlinkageswith
labaur markets and education markets. The primary goal opéperis to characterize the
circular economyas a part of theoenomy, the secondary gmf the paperis to point out the
need tointerlink the knowedgeemergingfrom circular econom, and thetraining needs of
the most significantarget groupsn thelabour market and the education market.

The focus of thepaperrequiredto analy® the arrent state ofart and the legislative
frameworkin the Europan Economic Aregoint out contributions ofintergovernmental and
intemaional organzations, asvell asdescrbe indicators andanonitoringtools of the circular
economy.

Therefore we briefly indicated the primary legislation of the European Uniothecircular
economyandrelated areas, the initiatig®f banks and international organizatiggremoting
the circula economy in practice, as well dse manifestations of the circular economy at
central, regional and municipalitevels ofgovernance

3. PROBLEM SOLUTION / RESULTS / DISCUSSION

Regardng thecircular economy, it is necessary to foarsthe standardetting measures
supranational bodies and developed countries andesearh related tocircular econony
processes at the corporatedev.e, to examine the effectsf the circular economy in the
corporate sphere, work organization, cooperatabationsand the like.

The principle of circularity isnterlinkedwith manytopicsthat have only been outlined so far,
e.g., the markets ofsecondary raw mtrials, the market price for wastéhe needs of
participants in economic processes,iseiesof profit and rewardthe economic advdage of
processing and recycling, and the like.

Circular pocessesontain severabtherimportant aspes related to the costs of waste storage
and dsposal, health protection costs, questions of waste taxatonthe taxation of
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technologies in the circular economy, which may produce a greater amount of waste
compared to other technologies.

3.1 Challenges of the circular economy on labhar markets

The circular economy bringa relatively fundamental intervention to the entire system of
economic relations and cooperative ties. Technical and socialcosks to the fore, as well

as the risks atlabaur markets. Changes in the production process will subsequently be
reflected inlabaur markesin the form of the demise and creation of completely new branches
and professions (the salled creativadestrucive process), so this process will bring
significant danges to the labar market(Morgan& Mitchell, 2015).

The disappearance and creatiof jobswill probably developdifferently in individual states
(consideringthe structure and traditions of national economiagispin individual industries
sectors and fields of activity (Environment 2014). Estimates differ quite significantlyin
numbes of p@plewho will be dfected Most professions will not disappear completely, but
the performance of work tasks will change. New technologies such as digitization,
automation, robotization, which will replacedividual work tasks or work processes, will
play a decisive rolenithe proces§K o | & Bat ¥.g20228 ,

Human resowesshouldbe assessddom theaspecof education and employmeias well as
from the apect of physical and moral amortization of human cagathresuling in the loss
of the vale of a person's creative ability due to aging, illness, disability, Téte main
determinant of the moral amortization of human capital is the phenomenoigit d
exclusion (digital divide), which is related to demographic dttersstics such as age,
education, socioeconomic stafasd geographical factars

The target groups on the lalmonarketconsist ofentrepreneurs, stamp founders, consumers,
stateand regional governmentand citizens who need to acquire knowledge skills about
the circular economy, thesasons for itsstar{ manifestations, resujtand consequences.
Timely identification of thdraining needs, theecessary newompetences angpskilling in
individual branches and professions can fundamentallglexate changes in educational
progranmes, especially within lifelondearning.

3.2 Circular economy challenges foeducation markets

Societyat largeand entrepreneurs need to faamize themselves with topicelated to he
circular economy, such as invative and efficient ways of production and consumption,
opportunities for locaémployment and social integration, optimization of waste management,
energy savings, benefits for trevironment and the like. Tdse target goups need to
understand the reass forthe applicatiorof the circular economgrinciplesin practice.

These reasor@imarily include

a) growing demand for raw materials and lack of resourcesrrenewable resirces have
their limits, and as the population continues to grow, so th@eedemangd

b) dependence on other countriesnce some countries ot possessheir own resarces of
raw materialsn sufficient scopethey are dependent on other countries

c) impact on the planet's climateextraction and use of mineral raw méaés impact the

environment, increasenergy consumption and E@rodudion,

d) the opportunity to inrease sustainability and competitiveness

Furthermore, they shoultk awareof the advantages of the circular econamy
a) more innovative and efficient theds of production and consumption,

b) praection of busiesses from lack of resources and unstable prices,

c) opportunities for local employment and social integration,
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d) optimizadion of waste management, which promotes recycling and reduces landfilling
e) energy savings, as smaller producpoocesses requress energy,
f) environmental benefit in terms of climate and biodiversity, air, and water pollution.

Competencesof thecircular economy are key competendi@sa sustainable futurepwvering
detailed knowledge of resources and raw matergsial behaviar necessay to create a
model that works for society, the econgragd the environment.

Three types of compeatees are mostly useith the application of the circular econgm

1. competnces aned atminimizing the e of products and materials so that their value is
maintainedasfar as possible (preservation),

2. competenciegsontributing to the maintenana® products and materialst the highest
possible utility value (optimization)

3. competencies airdeat reuse of the product ét the end of its useful lifeycle) - creating
additional value (increasing efficiency).

The preparation and professionadition of educator will rank among the most important
activitiesin the circular eanony education markeSuch topics ashe ideasand principles of
sustainabiliy, socially and environmeritg responsible margement of economi@ntities
competitivenesegfficiengy, and prosperity on the markshould be embedded in thaining
andupillin g of educators.

3.3 Challenges of the circular economy in tertiary education

Universitiesand higher education institutiorope with therequirementsof the circular
economyby means ofnnovatons in teaching subjects, scientific research, creaotiviies,
publication of research results, participation it@inationalresearcliprojects, support of start
ups, partnership with public administration and the busagest:

Concerningthe circular economyyniversities Bould focuson the standarsetting measures
of supranational organisations,national bodiesin developed countrigsresearch on the
organization of circular processes at the corporate leeelto examire the effects ofthe
circular economy in the corpate sphere, work orgamitzon, cooperativeelations, etc.

The principleof circularity is associatedvith many open questionshat have only been
outlined so farge.g.,secondary raw materiafsarkets market price for wastethe interestsof
stakeholdersin economic processegrofit and reward, the economic advanwgaf
proaessing and recycling, and the ligealmykova,Sadagopal Rosado2018.

Processes inircular econony also containissuesrelated to the costs of waste storage and
disposal, health protection costgaste taxationthe taxation of technolags in the circular
economy, which may produce a greater amount of waste codnjoeogher technologies.

Education at universities and instits of further educatiorshould be strengthened the
field of circulareconony, includingknowledge competenes and skillsin following fields:

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

The subject matter o€ircular ecoomy is includedin primary law (treaties)of the European

Union, seconday law, andotherdocumentsgction progammes). Several action programes

in the form of decisionsag for examplehe 8" Action program from 2020) and action plans
(packages of bindg regulations) wereadopted at the EU level fothe circular economy
(Nov 8 & Mat 420208 ,

TheEU legal actsadopted for the otular economyncluded:

a) revised waste directive (2018/851),

b) revised directive on packaging and packaging waste (2018/852), revised directive on
landfills (2018850), revising directive 208/849 on enabf-life vehicles, on theemoval of
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used battees and the use of waste electrical and electronic equipmehgrfalirective on the
ban on singlaise plastics (2019/904).

The EU legislative framework demonstratiaat the circular economys iunderstood as a
matter of priority and extremely important. The attention of the EU institutions is ghiftin
from waste treatment solutionswaste prevention, or the-use.

The European Union has supported the creation appulication of circular ecamy
indicators and monitoring ts, which are applied at the macro, mesaronand nano levels
when assessinthe circular economyrogress Circularity indicators can be dded into
macrolevel indicators(cities, regions, @gions, states), mes$evel indicators(associations of
organizations, enter@es, clusters), mict#leved indicators(enterprise, producbr consumer)

and nandevel indicators (product). The ndicators measuring thecircular econom
performarce at natiomal, regional and local leels requirea specific defirtion (Kisling er o v §
& al.,, 2021 p. 170).

Indicators at lte macro level are descriptive in nature and appied in the decisions of
national governmentsrelated to economic and environmental pobg sustainable
development strategy and plans, or nationastevananagement policies while preserving
resources for future generationshey include he Eco-lnnovation Index (Ecelnnovation
Index, Ecell), Regional Circular Economy Developmentindex (RCED), and National
Circular EconomylndicatorSystem (NCEIS)

Meso-level indicators enable a nerdifferentiated tracking of information éra detailed
analysis of material flows in the economy, distinguishing between categories of materials and
industries.They primarily focus on industryegardingregionallyinterconnected enterprises,
affiliated institutions, organizations or groups of itided and dependent companies and
other organizations in a specific industrial se¢ttusters.

Micro-level indiators preide information about specific busindssel procesesandbr
relate to specific products. They help in decisiogiated tothe compang product policy,
energy efficiency and integrated waste manaaenit thesame time, they include consumer
behaviar. Micro-level indicatorsinclude the SustainableCircularity Index (SCI),Circular
EconomicValue (CEV)andCircle Assessment (CA).

The nandevel indicatorsfocus on the arcularity of products, components and materials that
are contained in ththree previous system levels throughout the vahsn and hroughout
their life cycle. ey includethe Material Circularity Indicator (MCI), th€ircular Economy
Indicator for the Prototype (CCEIP).

The Europan Commision has created and recommetigsfollowing monitoringtools at the
macro level:

- Composite indicator Ecelnnovation Index (Ecdnnovation Scoreboard and Eco
Innovation Index)

- Resource Productivityndicator.

According to Eurostat, theonitoring of the circular economy within tli) menber states
should focus on far thanatic areas:

1. Prodution and consumption: se$fufficiengy in raw materials for production, green public
contracts, waste production, food waste.

2. Waste managementrecycling rate, specific waste streams (paakggikological,
electronic wastegtc.).

3. Secondary raw matels: contribution of recycled matels to theraw materialsdemand
trade in recyclable raw materials between EU member states andrtde
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4. Competitiveness and innovation: private invesit, jobs and gross vaé addedpatents
relatedto recyclingand secondary raw materials proxes forinnovation(Ki s | i n&ger ov §
al,, 2021, p. 256).

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

Initiatives and projds of intemationad organizations have supported research, projecis
measures to suppothe crcular economy. Among them, for example, the International
Organkation for Standardization and its Technical Committee have been cooperating with 71
memberssinee 2019 with he aimto promde the circular economytahe global level by
incorporatingthe deas and practices of the circular economy into the managenaojexts

at the local level in the regions

Regulation ISO/TC 323tates lat circular ecommy @ntains new technologies urban
agglomerationsincluding a) asset taggingdeterminng the condition and availability of
products, components and materials foeuse by other consumeis) gec-spatid information
(asset tagging + IB5) to detect thenovement of materials, componisnand products for the
needs of logistics and production angaation; ) big-data analysis (ktime analysis) of huge
data sets from many sources, which enable the connedftipreviously separate chainsge.
logistics)and dhers.

Initiatives of world banks and financial asset management compahae financidy
supported research focused on the circulanecty in terms of technological changes that
contribute to the shift away from the linear economywadi as pojectsfocused on the
discovery ofnew technological procedures in accordandé thie circulaleconomy.

They provided investments in EU membeates (within theEU cohesion policy) with the
aimto accelerat the transitiming to a circular economy.

The OECD ha contributedto the formulation of the government policiesn circular
economy, socigbolicy, educationigpolicy, environmental policy, etc.

The OECD programe "Circular Economy inCities and Regioris (2020) has been

supporing the transitiomg of regions ad citiesto a circular econompy:

a) measuring develging an indicator framewar(identification of indicatorsfor decision
making anctircular economy strategievaluation

b) learning- engagingmulti-level dialogus in cities and regionso identify challenges and
opportunities lfy means oSEWOT and PE® analy®s),

c) sharingi favouring peer-to-peer learning best practiceand lessonsrém international
experience.

The OECD Synthesis reporindicatesthat fitoday, cities demand almost twirds of global

energy, produce upo 80% of greenhouse gas esiss and 50% of global vee. The
circular economy can provide a policy response to cope with the above challenges, as a driver
for economic growthjobs and environmental qualié(OECD, 2020).

Therefore, ities and regions have a key role to ptesypomoters, faciliators and enablersf
circular economy. Adequate economic and governance conditions should be in place to
unlock its potential.

c) Enforcement othe circular economprinciplesat governance levels

New approachesoncern mainly the promdion of the circular ecomay at stategovernance
and public administration (central level, regional level, municipalitied cities).

The new approach ipromoted especially in cies that become intersections sélected
aspects of th circular economy:

a) concentratiorof populationand invdvement ofcitizensin projects and initiatives, the
possibilty to influence consumer behauvioand improve fedback
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b) concentration of waste inties, where waste can serve as a resource (transformation
of waste intaaw material)

c) circular planningmeaning zero waste and maximization of all resources

d) new malels ofpublic purchases and public procuraméshift of public procurement
andpublic cantracts frompreviouscriteria such aswnership, operatigrand dispoda
of assets tacriteria such as reritaand transition to operational moldebased on
services)

e) the establishment ofreative economy incubatorbased on the cono&ation of
enkerprisesand business entities in cities, atie utilization of creative pagntial of
entrepreneurthat is necssary fa the development of the circular economy.

3.4 Strengths and weakness ofthe circular economy in practice

In tertiary education and lifelong learning, it liecoming obligator to familiarize target
growps with wealknesses and strengtlof the crcular ecmomy. Weaknesses and unused
optionsshould be pointed ouy particular

- insufficient financial resources, financi@ks, weak involvement of the private s&¢

- inadequate legislative regulation, inconsigt and unsystematic approach paiblic
administration andayerrance

- the absence of a comprehensive approach toitbelar economy as a mulievel
phenanenonthelack of "political courage and wl,

- poor awareness of residerdsd decisionrmaking aithorities about the benefits of
circular economy projeas, weak project results disseminatiordack of information,
andcultural barriers

- lack of trainel human resourcédmanagers, senior staffinrd employee} as well as the
lack or absence of technicadlutions.

A special topicrepresert the risks that thesircular economy brings with itAt its stat,
significant imbalances of an economic nature may arise with an impact on the efficiency of
production and e competitiveness of producers, as well iadbalances derived from
collateraleffects potential chrminal activities abuseof the system for other ppwses).

On the other hand, it significant and beneficiab point out examples of good practiaed
measues taken by developed countries to reftben thereal startof the circularecoromy.
They include
a) Promotion of exchange and synestic effects between primary and secondary
producers, producers of raw materials, industrialgiespecialiss and waste disposal
companies, as well as promotiohrecycling synergies directly beésn industry and
traditional waste disposal cpanies
b) Fundingof projectsfrom public fundsor PPP (publieprivate partnershipycheme for
pilot projects,concernng flows of recyclable materials with recycling potetivhich
represent advanced recyxjitechnologies
c) Researclof materials and pductsdevelopmenand criteria for measuring the @idar
economy
d) Labelling of products during the entire lifeyde and certification,enabling the
identification of the maerial content of products arscondry raw materialat any
time sothattheir regcling potential can be useat any time, andas an argument for
sale
e) Modularization of product components(replacement, repair, renovation,
reconstruction, acquisition @blumematerials)
f) Opeutionof ecoromically functioning recycling systemsrfoomple« products based
ona competitive advantage
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g) Emergenceof a digital, tempaary, and spatial clusterelated tothe material
composition of consumer durableecrease afesourceconsumptionand increas o
resourceefficiency fromecologicaland economi@spects

4. CONCLUSION

The idea ofcirculation of resourcegmergedgradually recognzing thatavailableresources
especially energy resources are limit€racticeshows that there are huge possibistitor
circular solutions,however,there ae considerably fewer possibig8 that are finandily
neutral or profitable from thetartor in a sufficiently short timeResearch is a tool for
requiredtechrological andogistical state of i

The currentposition of the circuidr economy is very sgific, as it represents a theoretical
framework of new requirementaéchallenges, briefliabeled as a neywaradigm.

Raising awareness, developifkgowledge and competense andforming attitudes intarget
groups ly mears of spedfic educationand trainingon the circularity andthe circular
economyrepresent nevehallenges fotabour markets and education markets

Acknowledgement

This paper wasreatedunderthe internatonal project1/202tM The Circular Econony - An
Accelerabr of theTransition to aClimate-neutral Econony (2021-2023)fundedby Braislava
University of Economics and Managemeand the projecCircular Sociey Challenge in the
Econony 4.0fundedby theNorway grant(2022-2023).

REFERENCES

[1] Donough, W., & Braungart M. (2002).Cradle to cradle: Remaking the way we make things
New York: North Point Press.

[2] Environment. (2014)Higher recycling targets to drive transition to a circular economy with
new jdbs and sustainable growth [onling. [cit.2022-11-22]. Available at:
http://europa.eu/rag/pressrelease |IPL4-763_en.htm

[3] Geissdoerfer, M.& al. (2018). Business models and supply chains for the aireatznomy.
Journal of Cleaner Prodttion, 190, pp. 7121 721. [onling. [cit.2022-11-22]. Available at:
httpsi/doi.org/10.1016/j.jclepro.2018.04.159

[4] Kalmykova, Y., Sadagopan, M., & Rosado, L. (2018). Circular ecodoRrpm review of
theoriesand practices to development of implementation tools. Resoufasservation and
Recycling, 135(1), pp. 190'201. [onling. [cit.2022-11-22]. Available at:
https://doi.org/10.1016/

[5] Ki sl i ng &rab@®). CEr k ulodame dekomrikika Praha: Grada, 2021, ISBN

978802712300.
6] Kol I §&,MaV ¥%g% (26820. Podpor a walaojajaabierodjel@homiky
v podmenkach Slovenske] rpubliky, In Ver ej n8 rsepgiSpvresV aj . Ekon- mi

aman a g nBeatistava :Vy sogBol a- me lkewanaa g meenrt elj n g j200s pr §v
Volume XVI, No. 2, Deceméx 2020pp. 22-42. ISSN 13372955.

[71 Kol | 8& Ma tWagS(@0®).Udr g at ev@agochikaiena v n¥%t ohumoERD. I n:
Kol | § &,MaVY g% Pd&nikanie na jednothom trhi B Bratislava Vy s o k 8 gkol a
e k o n - mdreg rertu,2022,p. 77-87,1SBN 978-80-8965494-9.

[8] Morgan, J., & Mitchell, P. (2015)Employment and the circular ecang, job creation in
amore resource dfcient Britain. [onling. [cit.2022-11-22]. Available at:
www.greeralliance.orguk/resources/Employmentandthecirculareconomy.pdf

173


https://doi.org/10.1016/
http://www.greenalliance.org.uk/resources/Employmentandthecirculareconomy.pdf

Conference proceedingsCHALLENGES, RENDS AND INSFRATIONS
WITHIN THE LABOR MARKEZ(022

O] Nov 8V &,0& Mat % gS (2020. Industy 4.0 and Green Investments. limernational
Conference ProceediniThelmpact of Idusty 4.0 on Job Creationl r e nPRuBlishingHouse
of TUAD, 2020,p. 330-338, ISBN 97830-8075940-7 (online).

[10] OECD. (2020). The Circular Econory in Cities and RBgions Synthesis Report28 October
2022.[onling). [cit.2022-11-22]. Available at: https://doi.org/10.1787/10ac6aed

174


https://doi.org/10.1787/10ac6ae4-en

Conference proceedingsCHALLENGES, RENDS AND INSFRATIONS
WITHIN THE LABOR MARKEZ(022

BUSINESS INTERRUPTION LIKE AN INCR EASINGLY FREQUENT
THREAT TO THE BUSINESS ENVIRONMENT

Eri ka MOGKOVC
Katar na BUGANOVC

Abstract: Currently, business interruption is an increasingly frequent threat caused by changes in the
business environment. The impact of the COWDpandemic causedgsificant changes, which
primarily affected SMEs in Slovakia but alsategprises abrad. In conedion with other threats
offered by the external environment to enterprises, the perception of the operability of enterprises as
well as ensuring their stality and functionality has changed. The decisions faced by enterprises ar
increasinglyimportantand decsive for the further direction and development of the enterprise. As
part of the contribution, we want to draw attention to current changes in thiedsgsenvironment,
present the results of our research and highlightgbssibilitiesof solvingthe given situation based

on risk management. We perceive risk management as an essential tool for ensuring and increasing
the resilience of enterprises. Immence is placed on the coordination of activities within individual
levds of enterprse managenmt and ensuring preparedness and appropriate response.

Key words: business environment, COVAIID®, enterprise, interruption, risk management

JEL Classification: L21, L26, M51

1. INTRODUCTION

Enterprises are constantly exposedatéarge numbreof risks (in area related to quality,
safety, production, human resource management, etc.), which makes it difficult for managers
to develop effective risk managemesitrategies. In recent years, the risk of business
interruption (interrupon of busings operatins) hasbecome a significant problem that has
caused a slowdown in the world economy. SMEs, which are the engines of the world
economy and the main source b creation, are the most susceptible to business
interruption. SteinenoskaStreb (2@2) claims that key business survival factors include, for
example, ability to innovate. Currently, in this constantly and rapidly changing business
environment, enterses must adapt to adverse changes in the environment so that they can
function at all At the sane time, on the other side, it is necessary to realize that enterprises
need to keep pace with customer requirements. The relationship between innovation and
business resilience is closely linked to the need for constant flexibflienterpries and the
adivation of business activities to continuously improve processes, products, and services
(LeonGonzalez 2022Steinerowskestreb 2022 Xu-He 2022).

The endof 2019 and the beginning of 2020 were special for enterprises araundtil. The
economic grevth andprogress of countries slowed down the emergence of the CQYID
pandemic. The COVIEL9 pandemic has had a significant impact on the main indicators of
the economy around the world and has caused several changes in psophd'sand
ecahomic lives Most d the countries in the world had national borders locked, while the
entry of people from other countries was prohibited. To ensure the protectieapié's lives

and health, individual countries adopted measures to preélenspread fothe pandmic,

which also affected the business environment. Restrictions on the movement of people were
imposed, which accelerated the unemployment problem and widrgjobal trade chains.
National governments have been forced to adagit trade plicies, which has clanged the
business environment and put a lot of pressure on enterprises, disrupting supply chains and
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reducing the amount of global production. Theauat of the pandemic was reflected not only

in the limited movement of pple betweencountries btialso n the overall logistics of
products in international trade and sales. Global disruption has affected enteprises processes
and strategies that are a@dl to international business. Disruption of stability was felt
primarily by SMEs arand the wordl, while the COVID19 pandemic affected all business
sectors. The fluidity of the operational capabilities of enterprises began to be increasingly
disrupted lp measures against the pandemic, which led to the permanent closurerpfisn
opemtions (EarR022 Sarker 2022Zhao 2022).

On the one side, the pandemic can be understood as a threat that caused enterprise operations
to be interrupted, and at thensatime, on the other side, the pandemic as an opportunity that
forced emerprises toinvent new vays of ding business (sales methods). The beokt

mortar operations of the enterprises remained obsolete and, despite constant digitization, the
overall sées were forced to move to the internet space. If enterprises did rethsronlire

store (eshop) duing the pandemic, they either created one if they wanted to maintain the
enterprise's activity or, last but not least, they disappeared because dfeyunable to
maintain themselves on the market under the given conslitibn this qick way, an
opporturity was found, a way to adapt to changes, but not every enterprise knew how to adapt
sufficiently and efficiently. In some cases, this rapid impleegon avoided the effect and
caused only increased costs for the entsepras the mket is highy compditive. The
COVID-19 pandemic has become a challenge for business sustainability-Gosaalez

2022 Zeirenger 2022).

With the new threat in the forof the COVID-19 pandemic, there are also other new risks
that can threan businessdaivity. SMEs have he most vulnerable position on the market.
Mthivane (2022) claims, that failure to manage risk in SMEs might be one of the reasons why
SMEs in developmg countries experience difficulties to grow and be sustainable. We can
attribute ths to the lak of knowledge, the enterprise's knowledge of risk management and
handling, as well as unqualified management in the field of risk management. Due to
insufficient preparation of the enterprise’'s management, it is possible to epad in
response to thcrisesthat have arisen and thus cause high losses for the enterprise. The aim of
risk management is the identification, analysis, and evaluation of asksnimize the risk

and the resulting impacts on the enterprise (Mthi2082 Zeirerger 2022).

2.METHO DOLOGY

Scientific methods such as analysis and synthesis were used in the preparation of the article,
specifically in the processing of the part adhvad identifying the current state of the problem
being addressed. In thetroductorypart, we woked with sources from domestic as well as
foreign authors, using scientific and professional sources primarily from the field of risk
managementThrough theUNIZA grant project entitled: Model of risk management in
connection wit the impactof the COVID19 paneé&mic on the business environment in the
Slovak Republic, a nationwide survey focused on the interruption of enterprise operations was
conducted. Theesults of the survey were obtained using a questionnaire distributedy amon
SMEs in theSlovak Repblic, while the questions dealt with the impact of the COMI®
pandemic and the identification of the impact of the pandemic on SMEs in Slovakia. The
guestimnaire consisted of 22 questions, which were aimed at classifying respendto
individual groypsaccoding to the business sector, the number of employees, and the duration
of the business, it contained questions related to the current situatiorai@ssedth the
COVID-19 pandemic and questions focused on the risks ehtgrprises @y encounter
during of its operation on the market.
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3. RESULTS

The interruption of the operation of SMEs in Slovakia but also in other foreign countries was
largely cased by the COVIEL9 pandemic as well as in connection with other factors
(changes) irthe busines environment. Based on the need to confirm the claims, a nationwide
survey was conducted in 2021 focused on the impact of the CQ¥Ipandemic and the
identification of the impact of the pandemic on SMEs in Slovakia. 359 Slovistpeises
paticipated n the suvey out of 1145 questionnaires sent out during the ongoing CQ9ID
pandemic. 179 (50%) micrenterprises, 122 (34%) small enterprises, and 58 (168d)um:

sized enterprises participated in the survey. In terms of ind&try19%) ergrprises fom
business services, 38 (10%) from construction, 12 (3%) from agriculture, 28 (8%) from
transport and information, 36 (10%) from industry and the largesegeptation had
enterpises from the field of accommodation and catering2I%) and dter service 103
(29%).

In the questionnaire, one of the questions was whether the GO¥iandemic affected the
business of SMEs in Slovakia (Figure 1).

Figure 1. Resmpndents answers to the survey question: Has the situation associated hlwihe
COVID -19 pandemicaffectedyour business (1- definitely yes, 5- not at all)?
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119 respondents answered that the pandemic definitely affected their busintdss.sAme
time, 72 respondents answered that the pandemic affectedetiierprise. 77 responoks
gavea neutral answer, leaning neither to yes nor to no. 89 respondahthaait did not
affect their business at all.

It was the COVID19 pandemic thtaaffected every single environment of social life, from the
social envionment to the businessineronmen. The business environment itself is very
variable, with various faots influencing the operation of enterprises. In 2021, one of the
most significat factors was the COVH29 pandemic and the measures taken with it by th
governments of individal counties.

Another question from the questionnaire was whether, duringotigeing period of the
COVID-19 pandemic, enterprises were closed, or operatedl limited mode or without
changes (Figure 2).
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Figure 2: Respondent's esponses to the suryequegion: During the COVID -19 pandemic, your

enterprise:
It had stopped (closed) operation 54
It worked in a limited mode 169

It worked without changes 82
Other 54
0 20 40 60 80 100 120 140 160 180
Source:author

169 respondents said that they operated in a limited mode during the pandemicjsathie
highest number of enterprises. 82 respondents were operatihgutvithanges and 54
enterpises lad stopped (closed) operations.

In the case of other answers, the giees provided an addendum to the answers:

A the enterprise was open, as itsmaot closed according to the law, but there were no
performances,

A worked in home office magl

A temporay division of workers into bubbles,

A worked without changes with &tt pandemic and internal measures,
A with increased workload and fulfillment dfities,

A a partially limited regime due to the creation of backupsasef the spread GOVID-
19 inworkplaces.

The pandemic period continues (albeit in a milder modenc€rning SR, pandemic measures
are constantly changing depending on the intgnsi the spread of the pandemic. Since
March 2019, the Slovak governmehts adopted pandemimeasues in the form of
restrictions that primarily affected the business enwrent, causing significant impacts on
enterprises. During this period, some egmtses had to stop (close) their operations for
several months, which aldollows from the aswersof theenterprises in Figure 2.

In the following Figure 3, we can see thepenses of enterprises to the question from the
guestionnaire, which focused adhe interruption of enterprise operations as of 31.10.2021
(during the pademic period).

Figure 3: Respordent's answers to the survey question: During the COVIEL9 pandemic, you
had interrupted operations on (as of 31.10.2021):
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126 enerprises reported that they had no business interruption during thenpan&®
respondentsdd thér opeations interrupted for less than one month, 58 respondents had their
operations interrupted for more than a year to 3 months. 57 enterprises hadgtiete
operations for 4 to 6 months, 21 enterprises had 7 to 9 mor@h® 12 months had 22
enteprises Even for more than a year, 16 enterprises had their operatiomapieel:

Figure 3 shows that 35% of SMEs in Slovakia from the total number ofe3p®ndents did
not have their activity suspended. 16% of SMEs hadruqéed operations wiin 1 month,
and the remaining 49% of SMEs in Slovakia had interrupted operdtioasleast a month or
more.

4. DISCUSSION

The survey shows that SMEs in Sl&awere not prepared for the emergence of the COVID
19 pandemic and thmeasures taken to deaith it. Enterprises were not able to manage the
situation that arose, which was shown by their lack of operability duriagotigoing
pandemic. The inability feenterprises to adapt to changes in the environment and the lack of
resaurces within the entprise contibuted to the permanent closure of SME operations in
Slovakia. Enterprises lacked prevention and the provisiorreMeptive measures, thanks to
which they would be able to deal with environmental changes. It follows fnenalbove that

the mamagemenof the enterprise was not prepared and did not know how to react.

Appropriate integration of risk management into thenagement of the enterprise would
ensure knowledge in the given area, which would be usable in the evanbtbfer crisis
(anotrer chaage inthe environment). The complex integration of risk management into the
management of the enterprise would contebwid ensuring prevention and preirea
measures, while the enterprise would be able to react even to egirgrezisis with mimmal
losses.At the same time, by connecting the implementation and risk management with
business continuity management to th@nagement of the enterprise, ipsssible to achieve

the resilience of the enterprise at all its levels.

5. PROBLEM SOLUTION

The onnecion between risk management and business continuity management consists in a
better understanding of the enterprasel its individual activities thansure the operation of

the enterprise, as well as in the preventionnefjative phenomena &t can affea the
enterprise. The importance of risk management and business continuity management lies, first
of all, in the peparedness and thereby achievesistance of the enterprise to face unexpected
situations. The implementah of these two arsawoul improve the reaction and resistance

of the enterprise to extraordinary events, but also the overall course of thespsoce
performed, with regard to thaperation of the enterprise. Thorough prevention and integration

of risk management and bussgecotinuity management into all business activities reduces
negative effects that may occur during the life of the enterpEfective risk management

helps b maintain the stability and competitiveness of the enterprise, as smellensure its
resiienceand orational viability.

Business continuity management has a complementary nature and serves to support risk
managemt, while helping to clearly unddesd operational and business risks and their
consequences within the erprise. It can alsbe unerstoa as the prevention of risks and

the subsequent management of continuity as a response to risks. The apprépcizte sé
methods, techniques apdocedures can help activate and create a resilient enterprise system.
As part of business cdinuity man@gement, it is possible to use the Business impact analysis
method, which can be used in the entire csesdion ofthe process. Business impact asay

is a tool with which it is possible to ensure compliance with legquirements and data
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securty requirements for recovery (restoration) from the interruption of business activities
due to its effective functioningSidkar 2017, Szabados 2008). Thee wf Business impact
analysis and its implementation in the enterpr@escsts of the followng seps (kgure 4):

Figure 4: Steps of implementing Business impact analysis into the enterprise

Souce: According to Business Contiity Management. Managérs Handbook. Szabados (200

Figure 4 shows the sequence of steps imptbeessing of Busirss mpact aalysis as part of

the implementation in the enterprise. Through Business impact analysis and these steps, it is
possible to achieve the alignment dftaities in the entire crossection of the process, from
understandingthe business to the anagment of business flow planning to prevent
highimpact risks and unnecessary losses (Sidkar 2017, Szabados 2008).

6. CONCLUSION

The business interruption hescome an increasingly frequent threat caused by changes in the
businesenvironment. The cotenly changng business environment in connection with the
emergence of the COVHR9 pandemic caused significant changes, Wwipigmarily affected
SMEs all overthe world. The adoption of measures against the spread of the CGTVID
pandemic limited the foctionality of enterprise operations as well as caused incalculable
impacts on international trade. The decisions faced byctimepanies were difficult and
influenced their further direction and development. Business sustainabilitpdtasne a
significant chdlenge, the extent of which has varied with the capabilities and skills of
enterprises.

Considering the results of the gay, we can conclude that enterpgsvere not prepared for

the situation associated with the COVID pandenic. The managemenf the enterpise was

not sufficiently prepared to handle the given situation and there was a lack of prevention. In
this percepon, we consider risk managememt be an essential tool for ensuring and
increasing the resilience of ereses. We see thenpoitance inthe implementation of risk
management in the management of the enterprise, thanks to which the activitiesheithin t
individual levels of the enterige's management would be harmonized, preparedness and an
appropriate rggonse would be ensute
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MODEL UDRGATEONEHO SOCI CLNEHO PODNI K.
SUSTAINABLE SOCIAL ENTREPRENEURSHIP MODEL

Daniela N&YCLKOVC
Sivi a MATH%OVC

Abstrakt: VedeckT pr2spevok e zameorbaennli anasoamn&llinzto g
vtrhovej ekonomiksp ouk § zan2uthr gat ¢ddhmlsBosaS voli inTm konki
Na =z 8k | adde§tf azk2tsBkeagnidscthr az psoamii &lorvy cphor ovn§vame Kkor
soci 8l nych podnikoye Pouk@&za® pa?2 sspkeutkowhuos S, g
prispireewjaz &mé&stnanosti znevlihodnenTch a zranitec
hospod8rska, séongmgs Suzem@B®erom vedeck®ho pr2spe\
soci §pmdyrcihkov maj Y%ce cel oslpas Sdue nskdrii &lVrzenj& Be kaovnes |
poukazg me na skutol noss§S, ge aj soci 8l ne podini ky s
udrgateOn®ho podni kania a rozvoja Vv r8§8mci eur - ps

KO%| ov®rs§wny :predpi smj asosb8juil gk pdhoisiS

Abstract: The scientificpaperis focused on the analysis of the conditiamswhich the socal
enterprise in the market econoroperates pointing out its sustainability rel resistance to other
competitors on the market. Based on factd @ata obtained from the Register of Social Enterprises,
the authorscompare the specific activity of sociaiterprises. The benefit of the contributinto

point out the fact that entprises of this type contribute to the development of employment of
disadvantaged and vulnerable persons, thereby strengthening social, economic and territorial
cohesion. The ppose of the scientific contribution is toepa discourse on the importancesotial
enterprises that have a societal significance and are gfatie social economy. At the same tithe,
authorspoint out the fact that even social enterprises can camtytheir activities in accordance with
thegoals of sustainable business atelelopment within the European Economic Area.

Key words: legal ad, social economysocial enterprisgsustainability

JEL Classification: F 66, K31, L31

1. INTRODUCTION

The growing importance of sociahtrepreneurship is also supported by the Euwmopdgnion
(EVU) by adopting measures that help the social econontdgvelop The sustainability of
social enterprises is determined by an appropriate legal framework, thesuffieiency, a
gualified workface and the ability to introduce innovative maas. Social enterprises are
entities that participate ipromotingthe employment of disadvantaged and vulnerable groups.
As a result of membership in the European Union, tbea® Republichasadapedthelegal
framework related to business to curreentls, which include sustainable business, business
with a social dnension. Freedom @ntrepreneurshijs one of the tool$o carry outbusiness
activities freely, while freemim of business also has its Ite1 Doing business within the
European Economiérea is currently also determined by the development and obigatio
arising from the EU GreeDeal (COM/2019/640 final.)

Among other thingsthe European Green Deal suppotite development of sustainable
business, sustainable development, sustainatdldupts and the circular economy. Itas
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43 PhDr., PhD, associate prof., Bratislava University ofdaomics and Margement, Erdekova 16, 851 04

Bratislava SlovakRepublic, email: silvia.matusova@vsemba.sk

182



Conference proceedingsCHALLENGES, RENDS AND INSFRATIONS
WITHIN THE LABOR MARKEZ(022

social enterprise that wae the driving force of sustainable business, where the economic
developmentof the enterprise with minimampacts on the environment is preferrdche
adapttion ofthe company's socigjoals requireshe inclusion of environmental thinking in
all decsion-making processes, but above all in investment planning and its impléimenta
At the start ohew measugs, sustainable social enterprises should@ssiderthe protection
of the ewironment, favarable working conditions for employeesnd disadvataged
employeesas well aghe supportof good relations between the companynanagement and
employees asmimportant means of productivitfhe creation o$uitable conditions for the
performance of decent woik also to be considere®evelopment ohuman resources, equal
treatment of employees at the workplagegationaleducation and training of employeare
part of the sustainable social enterprise maahel the overall strategyow the model should
be implemented

2. OBJECTIVE AND METHODOLOGY

The objective of the paperis to investigate social enterprises in connection with their
sustainability and esilience on the market, as well as to identify obstacles to the
implementationof activities by social enterprises. khis context we formulatal three
research question®ased on the available scientific and professional literature and other
availablesources (legal regulations), we arsaly the concept of social enterprise andia
entrepreneurshipVe also identified systemic signs of agreambetween thapproachof
different authors. For comparison, we have also included the term social erd@tephgras
defined bythe European Commission (2022).

The main research quesigwere formulateds follows:
Q1 What is the legal framewodoncening social entrepreneursp?

By the analysis of valid legislation andlegal logic, we clarified the concepaf social
enterprise, identified the system and conditions of social entrepstmge Based on data
from the Register of Social Enterprises also identified categories of enterprises and legal
forms of existing enterprises

The second research questfonusedon the sustainable social entrepreneurship in relation to
the obligatons of the European Union and its member states resulting frefButopean
GreenDeal

Q2 How should the strategy of a sustainable social business model be formulaked, if
sustainability as an imperative for the to the strategy of sustainability essteuld be
considere@

The third research question conastithe barriersto sustainable social entrepreneurship and
their elimination. When searching for an answer to thergguestion, weeflectedthe results
of our survey.

Q3 What are théarriersto sustainable social entrepreneurship?

In relation tothe third qestion, a structured intervielwy means oinformation technology
platform was carried ouh September 2022 'he 40 respondents repreded existing social
enterprisesn Slovakig and povided answeregarding obstacles to social entrepreneurship.
Even he results of a smaller number of respondents can be considered relevant, because they
reflect the real opinias of respondents who work social engrprises The aim of the survey

was toidentify obstacles to social entrepreneursinigractice, includig the experience of
employees irexisting enterpriseS.he results of the surveyeresummarizedand includedn

the end of the paper.
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3. SOLUTION OF THE PROBLEM 1 DISCUSSION

The topic ofsocial entrepreneurshipas beenaddressed by several authors, lehiheir
opinions and positionkave shown systemic signs of agreemedbhanna Mair and Ignasi
Ma r (2006) are of the opinion thafisocial entrepreneurship combines the creatiof
econont value and social value, when the company operates on the nofirgebds and
services similarly to companies focused exclusivelynakingprofit, in this case, however,
the main goal is to address a social problem and not to generate poofithe owmr or
ownerso

S. Fuentesand H. ValenzuelaGarciaa r g u e it ts la aector apfpropriated and leaded by
financial and public actors based on a reconfigured and potentiallfitabte third sector in
times of economic hardshifonsequently, not all inatives of the third sector are included
within the definition of asocial enterprise, however, only those options that are more
profitable and present a better market profileongpanies that employ minority and
vulnerable sectorsf the population, that eate an innovative product with and added value
(better if it is eological, healthy or respectful with the environment) and great potential
demand. 0O

Koval an| 2 k ovdes th&/apinign 2hAtdodidl entsepreneurship is mew area of
economic agvities, which is charactézed by the linking of economic and sbajoals. It

thus represents a new dimension of unconventional business dynamics, which is at the same
time the bearer of social innovation and social developmastwell as a new impetdisr
economic growth."

A social enterprise is atakeholderinthese r el ati ons. &aa&a.dq20IB) ng t o
"social enterprise thus operates on the regular market ofig@md services and competes

with other business dties. However, prioritizig the social goal over profit puts a social
enterprise at a disadviage compared to those business entities that are focused exclusively

on profit."

The topic of social entrepneurshigs alsoincluded inthe portfolio of the European Union
and other irgrnational organizations. The European Commis$Ri)P2) in the d@ument
What are social enterprises? clarifies social entrepreneurship as boiness

T those for who the sociak societal objective of theommon good is the reason for the
commercial actiity, often in the form of a high level of social innovation,

1 thosewhose profits are mainly reinvested to achieve this social objective,

1 those where the method of organisation the ownership system refts the
enterprise's mission, using democratic jarticipatory principles or focusing on
social justice.

In the seach for an answer tthe first research question, we hagensideredwo important
secondaryegislationacts @ the European Unian

a) Regulation (EU) N&46/2013 of the European Parliament af the Council of 1April
2013 on European social entreprenbyréunds (OL 115, 25.4.2013)

b) Regulation (EU) Nd296/2013 of the European Parliament and of the Council of
11 December 2013 onBuropean Union Program for Employment and Social Innowvat
and amending Decision N#83/2010/EU establishing a Europeandg?ess Microfinance
Facility for employment and social inclusi¢@J L 347, 20.12.2013)

The mentioned regulains contribute to theonsolidation of the social dimension of the EU
internalmarket and to support the creation of quality and sustainable jobs
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Slovak legislation on social entrepreneurship, Act No. 112/2018 on the social economy and
social enterprise and on the amendmenf certain laws of May 2018 establish¢he
conditions & social entrepreneurship and social enterprises. This legislasiofully
harmonized with secondary EU acts and estaldistxplicit conditions for companies with a
social im@ct:

a) the goods or serees they produce, supply, provide or distribdtecontibute tothe
achiexement ofa positive social impact, or the methotitheir production or provision
doescontribute to i,

b) they will make use ofnore than 50% of the profit &ft tavation from the economic
activity, the main goal of which is to achieveasitive social impaats themain goal,

c) interested persomare inwlved in the management of economic activity, the goal of
which is to achieve a positive social impact.

Due tothe Slovaklegislation, he social dimension of the enterprisedetermined ¥ the
social impact, the investment of part of the profibithe social enterprise and the democratic
management of the enterprise.

Based on the facts (authors' opinions asgislation) the basic characteristics of a social
enterprise can be identifies follows

a) A social enterprise carries out activities in its avame, on its own responsibility, but
not for the purpose of making a profit, but for the purpose of fulfjiltnsocialgoal -
the employment of disadvantaged persons and the provisiorsenfices to
disadvantaged groups.

b) It facilitates access to employntéor vulnerable groups (30%)

c) Part of the generated profit should be reinvested in the development ofctak so
enterpise.

d) The social enterprise is managed in an entrepreneurial dpitithe emphasis is
placed on responsibility, transparency and emnatratic system of enterprise
management, ie. involving workers in the enterprise's activities.

The EuropearuUnion requies all member states to introduce EU ruleselation tosocial
ertrepreneurship antb create suitable conditions feocial entregneurship andhe proper
functioning of the EU internal marketor this purpose, the European social entregueship
funds supporting the social dimension of businessestablishedWe considerit correct that
new business models have social and enwiental dimensioh These models are
characterized by sustainable employment, guaranfe@dequate social piection that
prevents poverty, impr@ment ofworking conditions and the pariation of the public and
private sectorsThe introduction of newbusiness models to address urgent social needs
requires the rationalization of measurepprting the activit of social enterprises. This
includes the institute of direct (investmgmid and indirect financial aid (reduction of the
VAT rate in the amounof 10% of the tax base), which has the characteristics of state aid.
State aid is one ofhe appropriate tde for the development and sustainability of social
entrepreneurship. In thi®ntext, we share the opinion that social enterprises are abledas ac
carriers of social change, because they support inclusiverlabarkets and sociaksvices
accessiblea all, while they can also use the state aid system in accordance with Regulati
(EU) No 6512014 declaring certain categories of aid compatiith the internal market in
application of Articles 107 and 108 of the Treg®ovak Act No. 112/2018 Collon Social
Economy and Social Enterprigdfers financial aid for social enterpgas but the current
arrangements are largely reliant on Europeaacstral and investment funds whicre
limited to the duration of the programming period.
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In order to promote&eommon interests and goals in the field of social entrepreneurship, the
Assocation of subjects of social economsas established. It is an orgaation of the social

economy sectoran interest association of legal entities based annBs k 8 By stri ca
platform is interested ipromotionof the social economglevelopmentn Slovaka andwith

its activitiespresenting the successes of existingalcenterprises or other projec{éliancia

pre soci 81,2002) ekonomi ku

Registered social enterpris@s Slovakia

According to the Social Enterprise and Social Enterprise Act (2018)ial €nterprise does
not need to be registered, which means thatgside registered social enterprises there are
also a number of unregiséal enterprisesAs of 1 October 2B2, the Register of Social
Enterprises maintained by the Ministry of LabouBocial Affairs and Family of the Slovak
Republic states that themge 530 registered social enterprises. According to the date of
establishmet, the least registered social erngrises were established in Bratislava Region
(16), Nitra Region (30) and Trma Region (31). (Catalogue of social enterpris2822
)Registered social enterprises statbave mentioned thathe percentage of employed
disadvantaged persons and vulnerald@espnsis a measurabléndicator of apositive social
impact.

The social entemses carry out activities in theectorof construction, educatigprovision of
social servicessuch asopemtion of a laundry, production of bakery and confectionery
producs, textile production, wood processing, etc. It is cldwt the social enterises
demonstrate wider spectrum of business aciegincludel in the service secto©ut of the
registeredsocial enterprises, we selectasl an exampl®EPOS SNV s.r.o(Ltd.), basedn
Spi gs k8§ Bmvosnded éns2019 aa municipal enterpriseThe MEPOS social
enterprise fulfilspublic-beneficial goalsincludng the maintenance and care of public spaces
and greeneryThe company's social goaddso includethe employnent of disadvantaged
groups of the population. According to data publishedhenMEPOS website, thesocial
enterpriseemploys 25 peopleyut of which 9 are disadvantaged.Me st s kT pTheni k. 2
company is expanding its activities amldieto the in te FINSTAT database, it is one of the
prosperous compani@sth a profit of EUR93,216 in 2021(FINSTAT.SK.2022)

The Slovak legislation concernirggcial entrepreneurship and social enterprisged since

2018 the types of Tablelpreaertthe typeseof registeredessterpfisksl 1 ) .
divided according to social inapt,table 2presensthe division of enterprises according to the

focus of the subject of activity.

Table 1: Types of registered enterprises

Types of businesses The purpose ofhe enterprise Legal forms existing since 2018

Public benefit enterprise adchieves a positive social impact| limited liability company, social
in fulfilling the publidnterest cooperative, civil association

Community enterprise achieves a positive impain limited liability company, social
fulfilling the community interest | coopeative, civil association

Source:Act N0.112/2018 onacial ecommics and social enterprises (own processing, 2022)
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Table 2: Types of enterprises according to the subjedf activity

Types of businesses Social impact Conditionality

Integration enteprise- public promotesemployment through the integration enterprise

benefit enterprise the employment of disadvantage¢ employs at least 30% of the tdta
or vulnerable persons. number of employees of

disadvantaged persons and
vulnerable persons in an asgd
employment relationship of at
least halfof the established
weekly working hours,

Social housing enterprisgublic | provides socially beneficial rental Socially beneficial rental housing
benefit enterprise housing, which is a social servicq is intended for groups of people
of general interest (No. 3 of with low incomes angbeople with
Regulation 136/2013).Positive severe phyial disabilities.

social impact is measured the
social housing mterprise through
the number of apartments under
construction, reconstruction or
acquired apartments or by the
percentage of rented apartments

General registered social achieves a positive socialimpactt 2 H LI NX» n 2 ¥ !

enterprise through the fulfilment of public or | Cdl. provision of servis:
community interest by providing | health care, social assistance,
any of the socially beneficial environmental protection and
services population health protection, etc.

Source:Act N0.112/2018 on social economics and social enterprises (own processif), 20

As for the size category of enterprises, the category of smndllmediumsized enterprises
prevails as of September 30, 2022. Entrepreneurial acts/tigvelped butin some cases
the business is terminated. We observe tlegiistered social entaipes do mme into
existence and on the other hand thesappearrom various reasons. According to the register
of social enterprises, 13 registered social enterprises ceaegit as of August 31, 202h
general, it can be concluded that based lm data phblished in the Register of Social
Enterprises, the actiyi of social enterprises is focused on work integration while achieving
their socially beneficial goals. Nodg insignificant is the fact thadueto the Cataloge of
Social Enterprises2022),asmany as5,700 employees work in social enterprises inots
positions.

A model of sustainable social entrepreneurship new generation model

The Article 3(3) ofthe Treaty on European Union aims to establish an internal market that
works fa the sustmable development of Europe, based, among other tharg®alanced
economic growth and a high level of protection and the improvement of the quality of the
environnent. Sustainability has long been central to the Union project, and the Oreaty
EuropeanJnion and the Treaty on the Functioning of the Europdaion (TFEU) reflect its
social and environmental dimensions (Regulation (EU) 2020/852, OJ L 198/2020)

Sustinable business can also be understood as responsible business in theotdheext
Slovak Republic's obligations arising from its membershithenEuropean Union, currently
including sustainable economic development and a green economy among ity goafs.If
we adhere to the taxonomy related to Regulation (EU) 2020tBB2ollowing criteria for
sustainable business with a social dimemsioould be considered

a) The ecological approach of social enterprises theansthe institutiors of a more
ecological economwith a positive effect on regional developmarg preferrd.
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b) The circular economyapproach focusing on theredudion of waste in the production
process

c) Theenergy efficiencyapproach

d) The ®cial sustainabilityapproach intdinked with labaur relations

e) The CSR (corporate social responsibilitgppoachfocusing on responsible business or
distribution of food.

However, here are several opiniomslated to the principle dfustainability. Schaltegger, S.

et al. (2015)cla ms  tAhbasiness rdodel for sustainability helps describing, amajy
mareging , and communicating (1) a cionmtp atny 6 s
customers, and all other stakeholders, (ii) how it creates and delivers this value, (iii) and how
it captures economic value while maintaining or regenerating natural, socidleemomic
capital beyond its organizational boundarigs

It can & accepted that the components of sustainable business are natural, social, and
economic capitalThe EuropearUnion in a secondary act, characterized by an element of
superiority, more prasdy defines sustainability factors.Provision of Article 2 (24)
Regulation EU 2019/208&tates "sustainability factors mean environmental, social and
employes atters, resgct for human rights, antiorruption and antbribery matters. In
principle, we understand sustainable social business as businesqditla¢r violates
environmentahor social goals, while the management decisions taken are in acconddnce

the applcable legal framework.

The model of a sustainable social enterprise is alserrdeted by the key performance
indicators of the enterprise and tli@ancial health of the enterpris€onsidering the
difficulty and the conditions of social eapreneurshi@as a social entrepreneurship model, we
recommend the establishment of a wortegrating enterprise that will operate in the field of
food produdton and processing of local products.

The model proposed by us is based on the facthisatype of busines does not demonstrate
high demands for education and IT skills. Another reasahne fact that the European Union
is increasingly promotinghe approachfrom 'Farm to Fork', which is also part of the
European Green Agreement (COM/2019/64tal). This saial enterprise model could be
characterized by seffufficiency, competitiverss and sustainabilitasthe food industry and
the processing anshle of (local) productsare prospectiveThis modelof business basically
connects employment oficy, social assstance and inclusion, as well as community
development at the regional alodal leves.

In our opinion, he development and sustainability sdcial enterprises is determined by
suitable conditiongor social enterpriseemerging inthe market, the mvision of state aid,
andthe provision of financial products by commercial kedesigned specifically for social
enterprises. Theustainabilityof a social enterprise is dependent on doelity of human
resourcesincluding the social anc&emotional wdkbeing of individualsand hgh degree of
humanity and moral qualitie$he proper and smooth operatiah social enterprises requires
knowledgesharing and interaction with other conventional enterprises, which can contribute
to the acquigion of new pactical skillsof employees

Identification of obstacles to th operation ofsocial enterprises

Despite suitable legal instruments for the depelent of social entrepreneurship, and the
increase imumber of social enterises as documented by the datathe Register of Social
Enterprises, there are obstacles tolthmching andlevelopment of soal entrepreneurship.
The idea and motivatiorio establish a social enterprisge not enoughThe basis of any
economic activity is associated witimdincial resourcesso social enterprises are financially
dependence on financial resoes. With the ainto identify business obstacles, we carried out
interviews with 40 respondents and representatives of existing social enterpribesein
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regions of Slovakia( P rveRegion Bansli§ y®rica Regionand BratislavaRegior) in
September 2022nterview questons were focused on obstacles tbatild hamperthe lauch
of social entrepreneurshifphe findingswere sortedon thescale from ato € showing the
circumstaces that could obstruct the launch of social entrepreneurship

a) the lack offinancial resourcelmits the continuous developme(it00%9);

b) the employment of disadvantaged pgons could lead t@a reduced laheo productivity
(98%);

c) thelack of expers skilled in social entrepreneurship and state andthe labar market
(87%);

d) the lack of relevant work habits and skills in socially disathged employee85%y);

e) low competitiveness igoods or serviceand offerat lower pices(76%).

Since ®cial enterpriseshave been operating on the market since 2048, survey also
confirmed the limited experience the operation of the entities atitelaw enforcement.

4. CONCLUSION

Through its activities, the European Union diregitpmoteshe system establishmenand
operationof social enterprises and the social econo@wrently, e process of European
integration is deepening arithe topics related to sustainability andethRecovery and
Resilience Plan are coming to the fote.has been confined thatsignificant changes
occurred alsan social entrepreneurship, the sisability and competitiveness of social
enterprisesOn the basisf facts and data obtained from thedwster of Social Enterprises, we
clarified the conceptof social enterpse andsocial entrepreneurshiBased on the activities
of registered sociaénterprises, weelaborateda model of a social enterprise thetuld
withstand competitiopressuresind becomesustainable. Theperationand sustainability of
social entrepregurship is not possible without state prdvision Environmentabhspects and
maximal social impactwere confirmedn the process ofetention ad stabilization ofsocial
enterprise®n the market.
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MODERN ECONOMIC POLICY.
PRACTICAL C ONSIDERATIONS: CASE OF LATVIA
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Valdis AVOTINS#

Abstract. This scientific paper pays special attention to the impattieypostsoviet mindset effects lasting since
regaining independemcin 1991 Suchinfluenceis very controversial, as théormercommunistlite was allowed
to be involved in the neliberal power structures it made and still makes it difficult for tmewgeneration to
benefitfrom economic innovatioprocesses. Thehange of possoviet mindset as a part of innovatioritace is
touched and seen am essential component for driving economic progrddse authorsdiscuss thecultural
influences of the inmation processes in Latyiaanalyzing the relationship betweeninnovation and
entrepreneurship policiedt identifiesthe probableinterrelationgips between theld soviet mindset and the
current entrepreneurial economyincluding the talent density, technology absorption readinessd
performance of local innovath ecosystems.

Keywords: economic policyinnovation,talent postsovietmindset

JEL Classification: 03, P2, P23

1. INTRODUCTION

This paper makes initial assessments of the specific role of thesgost consequence on
economic growth in LatviaAfter the fall of the Soviet Unigmesearchers begandssess the
impact of external factors on the innovation proces&sgh externalfactors included
partners, clients, institutions, local culture, the legislative environnasmtthe available
externalknowledge sourcedn some regions or local urban aganterprseswere more
motivated to innovate than othgRorida 2002. The development of new technologies and
technology transfer, knowledge institutioasd workers, and knowledge transfer gratiy
becamecritical, highlighting the importance of prrtise and intangible knowledg&he
concept of innovation has evolved indosystemic approach, reflectin severalgrowth
theories related to innovation processEle impact of societal and bussseculture as a
critical growth factor was anatgd less, especially for transition economieBhe research
methods includditerature andglobal trend analysisynthesisand comparative analytics of
available data

Currently, entrepreneurship is pereed as the farth main factor of production (in additido
capital, physicainfrastructureand labor) The'small state could be charactezd as:

1) Its resources (talent, labanfrastructureand fundinglarelimited.

2) Local economic policies andoreseing matters could be locally focused and
determined ¥ national social partner interests (often based on histarhlicultural
circumstances)

3) Weak performancean exploring opportunities offered bysignificant science and
technology infrastructure fdities may resultin a substantial brain draifor smadl
countries

The abovdeads us to th&innovationecosysterh as anetwork of institutions in public and
private sectors whose activities and interactions initiate, develop, modify, and commercialize
new technologiesThe main factors oéninnovation sytem areaninteractive collaboration
betweenall acors atifacts that describe the technologisd techniques usednnovation
culture in institutionsnew technology @option ability and readinest®r innovativechange.

44 Lecturer,RigaTechnical UniversityRiga,Latvia, andris.demo@gmail.com
45 Dr., Senior ResearcheRjga Technical University; Riga Photonics GenRiga,Latvia
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Literatureanalysisshowed thathere is a lack of papers anzg the impact of innovation
culture in institutions towards their strategialiciesand growth.

2. THE LACK OF AN INNOVATION CULTURE

Culture is essential for sucs#al organizational chyeand maximizing the value ofiuman
capital Schein proposes that organizational cultbezomesmore important for strategic
product and process innovations [Schein359The rew concept of'innovation culturé
emerged at the lbmdary of technology and cultureAn innovation culturemeans an
environmentthat supportscreative thinking and advances efforts to extract economic and
social value fromthe knowledge and, in doing s@enerates new or improved prodycts
servicesor processe$MaRS 2023.

Figure 1. Culture model: a causeeffect line and postsoviet heritage factors

Causal factors Operating culture Outcomes of Innovative
~ltiira hoahaviinnir
- Mission and vision Organisational culture - teamwork Rrr 1B innovation
- organisatiod structure - crossfunctional i
. ! STUP actions
- HR practicesmindset coardination
- reinforcemat systems - motivaion
- job design - saftsfadion
- communication
- leadership
(it o . _ . SR
Still exist postsoviet Influence this Soviet valiesresist Resllt in innovative
heritage transition and charegpf innovativeideas to products
mindset succeed

- )

Source:Adopted by authors fro@ooke, 2016

The influence of the Soviet heritage a fact This legacyacross all CIS countrsewas
uniform andcontinues to b@ major common cultai phenomenonFollowing thirty years of
independenceahe Soviet legacy stilconfirms not onlythe cultural and psychological values
but also the societal structures and the economic situation ain wWie new EU member states
lag behind.

A variety of g<ientists have analyzed innovation culture in frmit includesa robust
managerial will, stragy, opennesg&mployee motivationincreasing investments into R&D
and evaluation of the effectiveneswork resultsR.Coole has developed modelof ‘how
culture works (Cooke, 2016 (see also Figre 1). This model outlines the orgaational
attributes that cause culture and whie outcomes of culture are. We may restructure the
modelby introducinga causeeffect line and possoviet heritage factoré&notherpostsoviet
legacy internal freedom and focus omnovative products has been ignored The
precondition for high performandg develojng aninnovation culture

A more detailedliterature aalysis outlined that the most frequently interrelatexdltural
classifications across variables wdeadership,openness, collaboration, experimentation
motivation, and communicatiofZemmer, 2018 These conclusions mostly agree with the
onesanalyzing the effective use ofargescaleresearch facilitiesnternationally and locally.
Mindset from variabléslist and openness, credsscipline collaboration, and leadership
(governance) plag crucial role in innovation culture and innovation ecosys{éimofejevs,

192



Conference proceedingsCHALLENGES, RENDS AND INSFRATIONS
WITHIN THE LABOR MARKEZ(022

2019. We mg also confirmthat motivation ad satisfaction are outcomed organiational
culture to innovate as critical variables and part of culture ifsed Figure 1)

The economic downturthat begann 2008 &t back Latvias economic deglopment.The
sharp wt of wages, loss of savingg,higher burden oftaxes limited access to real estate
loans,and decreasing financing to education and rese&otdied with lowered trusin the
political systemanuncompetitive labor tax systemndits ability to achiee sustainable and
predictabledevdopment.Since 2021 wdnave seethis continuingin the Covid-19 pandent
andwar in Ukraine fuelled byrapidly growing energy costs

3. THE CONSEQUENCES OF THE POST-SOVIET MINDSET

Innovation cultue hasplayed the mostcrucial role in the county's conpetitiveness. A
common feature of the states of tfeemer Soviet bloc is the postoviet mindset value
system 'Homo Sovieticus carrying soviet mindset values the prototype of a person
influencedby asoviettotalitarian regime. Pogtomo Sovieticuss a person whose operation,
ability, will, and value system is heavily affected twe Homo-Sovieticus nndset (value
system)Mudrakoy, 2020.

The longawaited return to the European Common House @tgeringNATO) took place
smoothly Most people in th Baltic Stateknewit was also a matter of security and survival.
Consequently, measurable structural changes: economic, legislative, prhligistration,
education,and science reforms were suceéd and with public awarenesSimultaneously,
there was going unmeasurable social change approach the societal norms western
countries.Meeting formal requirements and joining the EU wasezaian fundamentally
altering social culturand mentalty. In 2004, Latvia was neither economically nor sdgial
prepared to join the EU on equivalent terms.

'Homo Sovieticus occurs when living in an environment where the law does not work, where

the law is merely an instrument in the handsrofapparatchik andwhere the only criterion

is the effectiveness aiction. Ideological devotion and cooperation create seemintp et

security. "Various mannershabits notions,and opinions among the society constitute its

character of mind. This term includedat people do (their conduct), what they think (their

mentality), and what they are expected to do and think (their culture and civilization). These

three levels of humaexperience and habits determines their behavioarnew environment

of transition economy (Sztompka, 198). When applied to postommunst society this

approach resulted in accounts"gbcialist mentality and"Homo Sovieticus From 1988to

1991, tke Eastern Block community discovered that people lived better and diljeremibe

west, yet it was difficult for people to change theastsoviet mentality. Globatation and

integration in the EU deformed the expected national values bohehgrarial rule stifled the

decisionmaking capability at the local levelThe collectivepsyche was focusedn social

security andisk-avoiding.During the transition economy ardter it, arevival of the soviet

mindset valuesook place(Sztompka, 1993

1) Liberal economic policyn East European countriéailed, where thegovernmendid not
interfere in market processasd privatization which allowed the former elite and old
nomenklaturdo keepproperty redistribution ithe hands of limited social gups

2) Life under communism produced a unique legacynique set of values, rules, norms,
codesandstandardsit hasanin-built negative attude against any power and unpredicted
revolution experimentagainst democratic reform.

3) The state is held rpsnsible for not providing welfare and blamed for all personal failures.
The government iseen agn environment of conspiracy, cynicism, greeslig, stupidity,
and inefficiency. Evading public regulations, rulasdlaws is a widely recognized virtue.
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4) Many become involved in illicit tradingsmuggling tax, and duty evasion. In most CEEC
courtries, there is still widespread support fitre relatively egalitarian distribution of the
wealth thus created and for gbstantiawelfarevalue

Postsoviet mindset has been given very little and insufficient attention as an affecting factor,
contribuing to the ineffectiveness of several national praggaand reformsin the next
chapter, we will look at Latvia's economic development over the las&@ gompared to the

two Baltic neighbors Estonia and Lithuania.

4. LATVIA 'S ECONOMIC AND INNOVATI ON PERFORMANCE DURING THE
LAST 20 YEARS

The start of tansition economic reforma the early 1990%or all Baltic States was relatively
equa) with insignificant disparitiesuntil 2000, when a functioning market economy was in
place Since 2000, and espalty after the Baltic States joined the Etde devebpmentof the
Baltic Stateshasstarted to vary. Each country chose its patig economic growh policies
andpolicy measuregenerallywere notharmonked It increased_atvia's backwardnesdirst
from Estoniaand thenfrom Lithuania. We compiledcritical indicatorsin Table 1 for
economic and innovation growth over they&arsfor all Baltic StatesThe analysisallowsus

to draw up significant conclusions:

1. The fastest GDP per capita growth sin@®@ has been seen in Estoaiathe lowest in
Latvia. Latvia joined the EU asmaemergingcountry with low productivity, low export
volumes andashare of innovative products, resudfin value added per capita well below
the EU average.

2. Latvia spern the least on R&D (from GDP) among the Baltic state80@Q alsg in 2020,
the increase ithis indicator is the lowe$t almost twice as low as in Lithuania andarly
threetimes lower than in Estonialhe years of backwardness in higher education and
sdence funding hee so far depleted theector's perfananceand after obtaining a
doctorde, pushed young talented studetdsseekfurther career opportunities in leading
science cemrs in developed countries at best.

3. Lithuania haggrownexports by mag than 34%, ranking first among the Baltic States in
2020. Although Latvia exports havancreased more rapidly than Estdgjd atvia still
shows the lowest rate among the Baltic Stad#lough Latvia shows a sharp increase in
exports of goods from higtech industries, given the small total export voluhightech
goods and services ars@small.

4. Compared to the EU average, Latvia and Lithuania show below average, while Estonia
ranks among the strong innovators. Lithuania has grown more rapidgihg dbe periodi
by 27.8 percentage points compared atvia's 23.3 percentage poinss an EU member,
Latvia has received solid structural fund allocations in-greession and three following
planning periods (e.g., 202D06, 20072013 and 20142020)

5. Since 2000 the populationhas shrunkat the fastestate in Lithuania (20.1%from 3,51 to
2,81 mill. peoplg, butless than in Latvia (19.792,38 to 1,88and Estonia (4.8%d,40 to
1,33. Estonia is the only country with a positive net migration llegadLithuania is in
the worst positiorfEurostat, P22).

6. Tablel shows that Latvia is also lagging diigital development, largely due to the leng
term backwardness of Latvian universities from leading Estonian universities and in recent
years from Lithuania's HEIs.

7. A two-communitysocietyin Latvia also contributed tgoreservingpostsoviet mentalities
and valuesilt took the form of norcompliance with legislative requirements, tax evasion,
corruption,substantiapublic administrationetc.
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Estonias most successful reforms and the more stable gqnd developmenin the last 20
years provide 3@0% higher wages and opportunities to compete for growing anepaidll
jobs. Tallinn offers a more dynamic quality of life between the adminigraeners of the
Baltic States, better career developmeypartunities and housing opportunities. The average
salary in Riga City was EUR 971 in 2021, EUR 1388 in Tallammd EUR 110§Reddit,
2021), respectively, in Vilnius. If the gap in living standards wédening, after one
programming period, we will aleely lag behind Estonian and Lithuanian levels of income
approximately by one generation. Latvia's skilled labor emigration to Tartu or Talinn
already increasing. Why is Latvia lagging behind theaétte Baltic States?

Table 1. Growing economic digparities between Latvia and other Baltic states

Indicator, source Year Estonia Latvia Lithuania
R&D expenses, % of GDP 2000 0,60 0,43 0,60
2020 1,79 1,16
GDP per capita, % of 27 2000 41,8 38,2
2021 85,1 87,7
Exports of goods and saces, | 2000 61,6 38,6
% of GDP 2021 78,3 80,4
Hightechnology exports, % of 2007 11,8 11,5
manufacturedexports, WB 2020 20,4
Global Innovation Index 2007 #31
ranking (WIPO) 2021 #21
Corruption perceptionindex, 2000 #27
ranking 2021 #1317
World Digital Competitivenesy 2014 #30
Ranking 2021 #25
Hourly labor unit costs in 2000 HXZYE€
manufacturing, EUR 2021 MO ZXZpE
Trust in governmento 2000 442
2006 51,9 30,4
World University Rankings 2016 #351c400 UT #601c800 UoL #601¢800 VU
(Times Higher Education) 2022 #251¢300 UT #501-600 RSU #601¢800 LUHS

Source Eurostat, The World Bank, Global Innovation Index, TransparendyD, OECD, The Times Higher
Education.Notes:av. = average; UTi University of Tarty UoL 1 University of Latvia, LUHS Lithuanian
University of Health Science&/U i Vilnius University; RSUT Riga Sradins University. Letters in white
represent the lvest value amonthpethree Baltic states.

Estona and Latvia bd historically receivedmany arrivals whose c@randed Soviet culture
heated the prevar local Baltic German business culture. Uatvia, this effect wasmost
significart thanin Estonia and ithuania.Latvia was an industriallgeveloped republic and

had more desirable properties. In the 1990s, while regaining independence, nomenklatura,
retired militants, KGB employeesand 'apparatchik’ partly converged with the political
leaders ofthe Latvian National Awakening and the repesgatives of the diaspora from the
western world. Theyoung, consolidateelite was sucked up as leeches by lawyers,- post
soviet bankersadvisers,and experts loyaio the political elite thinking aboutwhere to cut,
redistribute andprivatize steel. They subordinated the business environment to their interests
by distorting the market and preventing new competitive companies from developing. It is
inevitable that m Latvia the reallocation of available resources fewor of the new
consolidatd political elite became the prty over creating new globally competitive
companies. The creation of legislation took §ears and itallowed a rapid and politically
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lobbied reallocation of resources. Over the transitiopatiod, Latvia redistributednore
properties than Estonia and Lithua{Nalmieras zinas, 2021

We can als@ssesshe innovation culture as a method for how effectively we have been able
to use the linted resources available. Tartu University was moeenacratic and free
thinking in the Soviet eraThirty years after the restoration of independenadyiansstill

lived in the"Soviet' information room, which strengthened nostalgia for Homo Sovieticus
valuesandthe Russian people's earlier privileggmispromoing the restart othe postsoviet
mindset

The redeployment of Soviet resources and efforts to reallocate EU structural funds or, worst
case, writoffs remains significantmain y  w h e nllionawillSbe évailable by 2027.
Successful political interventiooan earn more with grants than business in a competitive
environment. But the country isn't getting richer by redistributing the resources available.
Notorious in Latvia is annsolvency achinistrator institution whos@rimary function is to
deprive the mtrepreneur of everything he has done in his business career. It's a reallocation.
However, anyentrepreneukvith assets will act more intelligently than the best insolvency
administrator orofficial for which it is not a profit but a reallocatioHomo Swieticus won't
investmoney in science with loatgrm returns. Since the 1990 s, public funds have been
invested in concrete because it is traditionally easier to avoid ptyiag in the @nstruction
sector, to cut off some of the funding as a corruptiayment (secalled ®tkats), or to steal
directly.

The strategy oéllowing moneylaunderingand profiting ona growing stream of energnd
cargotradeand transit was a ntake. Other sategiesvere not implementedscience was not
required.Latvian gross product is 230 percent lowethanin Estonia and Lithuania. The
neighbors' aggressive marketirsg|f-confidence and policymakersability to take risksvere
rewarded

The currentsituation requires a change in cultural values that sets higher ambitions, another
strategyfor enteringforeign marketsandthe introdudion of innovative products or services

that are risky and difficult. Stagnating bussecreates too manyncompetitive SMESs -
zombie companiefDelfi, 2018, surviving by regular injections of all kinds of grants from

the EU Structural FundZombie companiesan onlystay at the expense of state attiey

create economic stagnation in the country and redineecompetitieness of productive
businesse@Baltijas Balss, 2021

In general, it should be concluded that the curirdiaw of the EU structural funds, the Covid
recovery fundsand other availale financial resources only reinforce and increase gerese
trends ad Latvia's backwardness from Estonia and Lithuania. The reason for the
backwardness imore significantcorruption and the shadow economy. Political leaders who
came to power in Estomiin the early 90 s were far more people of Europeatization,
optimistic visionaries. Politichl powerful, bluster entrepreneuescted in Lithuania and
Estonia, but their influeno@asmore decisiven Latvia. The inability to alleviate the shadow
economy for years is one of the obstacles to gro@#ttos to look fora shadow economy

are well knownTheactwal cause of the problem is the Soviet values system.

The main strategy papein Latvia is the National Development Plart includes secter
specific forecasts and plandg’he National Development Plan'objectives wre ambitious,
although none of the four target indicators were achievetithe numbers are disappointing
(Table 1)

The quality of education requiresignificant improvementPreferenceof Riga as the capital
of the Baltic economythe hrgest agglonration, should be capitated
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CONCLUSIONS

In summary the authos initially concludethat future national economicpolicies should be
focused on the new generatidintrepreneursught to befree fromthe postsoviet mindset
by investingin new knowlelge and technologs and Latvian companies' readiness to adapt
them creatively and innovativelf2ostsoviet mindset factors artieir impact on economic
policy shouldbe studied in more detail

The Soviet mindsets a critical factor influenéng the natimal innovation ecosystem, sotyie
policy decisionmakers activities, the education system's quadihd the various economic
processesThe authorsill study further the impact dfhe Soviet mindset on the development
of digital industries,analyzethe effect of this factor on natial innovation culture, and
deliver causaanalyss.
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THE LABOUR SUPPLY TO THE GROWING DIGITAL ECOSYSTEM: THE
CHALLENGE TO LATVIA

Andris OZOLS®
Janis BICANSY
Valdis AVOTINS'®

Abstract: This article aims to argize overcoming labor supply shortages in the Digital ecosystem
and demand structure according to the innovation performance and value proposition designed by
local IT enterprises. The authors have designed a simple metric based on the value addeddgenerate
by local IT firms, categorizing firms into one of three modeédstructive, stagnating, and productive.

The factors influencing the performance of the IT ecosystem were analyzed. This article pays special
attention to the impact of digital literacy anaktificial intelligence on economic development,
comparing the silation in all three Baltic states. The article discusses the support for the digital
ecosystem concerning domestic innovation and entrepreneurship policies and identifies the latest
proven mlicy measures to overcome weaknesses. Reforms have been ocatriedt they do not
result in an increased number of Aproductive cor
USSR, brain drain and fundamental systematic issues are still trifiba change of the pesbviet
mindset as a part of innovati@alture is analyzed.

Keywords: economic policy, innovation, talent, pesiviet mindset, information and communication
technologies

JEL Classification: O3, P2, P23

1. INTRODUCTION

This artick assesses the role of the pastiet impact on ICT indus#s in Latvia over the last

50 years. The ICT sector has experienced substantial development leading to the change in
entrepreneurial and societal habits, customs, norms, and culture. ICT dexaiopas
influenced macroeconomic outcomes. The growth ofitkernet, broadband networks, PCs,
smartphones, and wireless technologies changed the landscape. The transition economies,
with their comparatively low living standard, centralized planning ofated command
economy with undeveloped infrastructure, sbwtandarddased education system, and
continuous reforms towards a free market economy, left ICT development unprepared. The
EU transition economies have passed rapid liberalization, staibilizahass privatization,

and the creation of harmonizationtkvithe EU legal framework process@Remeikiene,

2027). The minimal availability of natural resources in a small open economy provides
opportunities to lower resource consumption industries. IlCTEs current state is new. It
started rapid growth in sofae in the early 1990s. Emerging technologies, in combination
with talented personnel, is a combination that facilitates new services and business
development opportunities with lower expenseshat development stage. Moreover, ICTs
grant access to highuality learning materialéBeardsley, 2010

The success of digital service marketplace development has been nedvidataartificial
intelligence, machine learning, and simulation applications

ICTs growth will have a triple positive macroeconomic inmgainited Nations, 2011
1) Growth and higher productivity of the ICT sector itself.
2) Long-term impact on higher labor productivity.
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3) Contribution of ICTs to new business sectors, innovatiand overall efficiency.

This study uses the literature astdtistical data analysis from the last twenty years addressing
the role of innovation culture with a specific focus on the gostet mindset in ICT
development in Latvia.

2. PRODUCTIVE AND NO N-PRODUCTIVE ENTERPRISES
Activities entrepreneurs createval mi ght be di stinguished as i

productive entrepreneurship. Baumol defines
contributes directly or indirectly to theeh output of the economy or to the capacity to
produce addib n a | qBaumwlul®9aR A weak legal environment, enforcing institutions,

and social values might encourage entrepreneurial activities which are not desirable by
society. Such forms as illag and shadow activities, reseeking, corruption, and
govanmental intervention or installment of administrative barriers to the free market could be
profitable but lack economic benefits to sociépauka, 2010

Rents eeki ng descr i ofeomne df theemonopaty profit & thé ecanamic rents
curreil y generated or pot ent (Bamdl, 1992Dalago,189.1 e i n
Rent seeking involves granting exclusive licenses or enacting laws, such as litigation,
takeovers, tax evasn, and avoidance, and acquiring a monogsiuka, 200/ Reri-seeking

creates the biggest obstacle to productive entreprene(Bsnimol, 1993

Several studies outline that legal and illegal activities coexist in transition economies, and
most new andgmall firms are involved at the same time in vaddeling andrentseeking
activities([Smallbone, 2001Sauka, 2010Smallbone, 2006 Illegal entrepreneurial activities

include the production and distribution of illegal drugs, racketeering, and kéckaving a

destructive effect on the econortBaumol, 1993 Most studies tend to regard a new firm as

a success story or as a failure or business dfemidson, 2001 The border between both

might be blurry, and outputs with opposite meanings. Thdyztive business could be with

low performance, but unproducéifirms can lead to the positive societal output. Transition
countries possess deviations from accepted societies of developed countries' business norms
(Warren, 2003 The above includes aess to external capital, frequent changes in legislation
(Avotins, 2000, particular attitude towards entrepreneurs, corruption, regular tax inspections,
avoidance of taxpaying and offering labor contracts, and various required informal payments
toofficial s t o ensure permissi ons, nhance &so maeases an d
by the invol vement of values of per sonal ne
soviet time as a part of the sovormmhmexiall t ur e
advantage from friends and people with whom emr@pe ur s have good per s
(usually with toplevel decision makers among government officials and civil servants)
(Sauka, 201p Blat resembles lobbying at the political level.

Undesstanding the nature of activities and analyzing their outcomessential. These include
profit making, achievement of personal satisfaction (personal goals), positive or negative
value creation, and societal effects. A positive outcome can be creattl lavels i
productive, unproductive, and destructive entregueship, if it contributes to venture
performance and to the economy's growth. Some of them might lead to the harmful societal
effect. Many authors also outline the impact of Homo Sovieta@usoviet mindset, often
transferred to new generations as-sedet business culture or pespviet mindse(Ozols,

2022. The authors' improved classification of deviant activities is presented in Table 1.

Sauka et al. the research does not provideea einderstanding of the differences between
unproductive and diructive entrepreneurship. Therefore, the authors supplemented Sauka's
approach to the analysis of business differences in transition economy countries with an
additional section differenes from Western countries that are allowed by legislation and
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acepted by society, as well as the section 'unethical behavior' was renamed to 'soviet
mentality embedded activity, which in our opinion better describes the nature and causes of
such a differace (see Table 1).

Table 1: Negative and positive entrepreneuribivalue creation activitiesin Latvia, deviant from
developed countries

Fair free market Soviet mentality WwSyid a vyl A lllegal activity
activity embedded activity
Profit making for Nomenclaturd- y R § Litigation Racketeering
personal goals, not business
society
Legally allowed Blat, friends,favoritism, |Lobbying Prostitution

competition versus and nepotism
honest competition

Written agreements | Order selfgeneration Takeover lllegal drug dealing
versus oral agreement| activity
Pooror nonexistent | Squeezing out ahe Different forms of tax Variousshapes and
guality and safety market evasion and avoiding kinds of unofficial
standards efforts paymentsfor
corruption
Limited trust Postsoviet business Concealing actual salary | Non-contract
culture (blackmail, (envelope wages) employment
cheating, dishondy, underrepating
falsity, inertness
Centraliedand Pocketfirms (a firm Zombe firmslive and blackmail
authoritarian provides cash and surviveoff the grantsit
management comfort forthe founder) |receives

Riskcapital investoss | Low perceptions about |Innovation isnot on the
require control stake |contribution to society |priority list

Acquiring monopoly profit

Source: Authors, based @auka, 2007

Transition economies regard esmreneurial behavior and activities should be treated
individually, not as a ufied entity, because of different starting points, previous experience,
and entrepreneurial cultu(@mallbone, 2001Sauka, 2008

The analysis of business goals leads to fmaups of companig§tratos, 1990

1) Growth-oriented firms are younger, are petite, willing to take risks, and have global
ambitions with a focus on high growth or, e.g., growth firms, often called Startups.

2) Exit firms tend to be sizeable, primigrirepresenting manufacturing sectors owned by
serial entrepreneurs.

3) Contrd-orientated firms in the majority are famibwwned companies in traditional sectors.
|l f personal targets prevail over business
firms, 6 mainly operating to cr eaforewnarsyi expecHt

4) Survivatoriented firms demonstrate poor performance and a lack of will to take risks.
They wusually are saved by obt adordes. Tgeseant s ,
are named zombie firms.

Transitioning to free market rulesg@res a change of both formal and informal rules and
specific enforcement power as a motivating f
will produce the desired resultsly when the informal norms are complementary to the rule
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change, and enforoeent is either perfect or at least consistent with the expectations of those
al teri ngNotthh¥9jr ul es o

3. POST-SOVIET CULTURE INFLUENCE ON THE ICT SECTOR IN LATVIA

Innovation culture is one of the most critical factors determining the congany’
competitiveness. All states of the former Soviet bloc have a shared history of centralized and
authoritarian economies and communist ideology by decades planted in socidtees@sget
mindset values system. Without a more profound understandingll no& be possible to
change the nature, coverage, viability, and perceptions of the value system that interferes with
democracy and the market economy. Homo Sovieticus carsgiigt mindset values, is the
portrait of a person born in and taught by aiSototalitarian regime. Po$tomo Sovieticus is

a person born during independence time after the collapse of the Soviet Union whose
operation, ability, will, and value systenedreavily affected by the Homo Sovieticus mindset
(value system) [Mudrakov,020], [Sztompka, 1993]. Globalization and integration in the EU
and NATO deformed the expected national values borders. Imperial rule stifled the decision
making capability at thiocal level, as almost all were decided in Moscow.

ICT is one of the fastegfrowing sectors in Latvia. Over the last decade, key indicators
significantly increased (see Table 2)turnover (+109,4 %) and the numberefployees
(+102,1%) doubled, proffigures (+162,4%) and added value (+166,6 %) increased by more
than 1, 6 times, while staff expenses raised more than four times (+40Bége figures
demonstrate rapid grotvtof the sector and strong demand for new talents, and access to
technologiesd sustain further growth. Most ICT companies provide IT services and software
development service$oreign companies saw Latvia as a source of-wailhed and cheap
labor [Nissinen, 2002]. However, this has changed as more prodigctted companies and
startups have gained traction. For exanipfegram Ltd, Giraffe Visualisation Group Ltd
Anatomy Net (anatomy.app), TestDevLabs, and many others.

Latvian biggest welperformng companies TET and LMT first and second place
accordingly to Labs of Latvi@lLabs of Latvia, 202p are partly owned by the government.
Many SMEs are working on staigsued énders where good relations with customer project
managers are beneficial. &lother statistical data in Table 2 demonstrate rapid ICT sector
growth drivenby foreign enterprise investments and collaboration at the international level.

Table 2: Latvian IC T sectorstatistic data, in euros.

2010| 2011| 2012| 2013 | 2014 | 2015| 2016 | 2017 | 2018 | 2019 | 2020
Turnover, 2067 2275 2897 3099 3063 3497 3471 3617 3851 4102 4329
mill EUR
Number of | 17316 1833721449 23305 26524 29203 31801 3399( 3730( 37117 38456

employees
Number of 3151 3373 4390 5064 5437 6133 6567 6559 6900 7021 7096
companies
Profit, mill 178 152 205 206 221 247 290 275 395 445 467

Income Tax, 29 25 21 35 38 42 47 39 16 43 51
mill EUR
Staff 181 248 314 359 410 472 541 613 732 829 914
experses,
mill EUR
Added value 572 602 686 767 791 903 1018 1127 1263 146727 1525
mill EUR

Source:Official Statistics Portal (2022)
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Sociocultural aspects also determitiee collaboration to a large extent. It can even be
attributed to a country level where accumulatedio-cultural elements are manifested.
Suppose we refer to G. Hofstede's dimensions. In that case, we can operate with six following
influencing factors: pwer distance, uncertainty avoidance, individualism versus collectivism,
masculinity versus individality, time focus, and society's willingness to enjoy life (see also
Table 3)(Hofstede Centre, 20)15

A significant impact here can also be observed onepasistance. Countries with larger
power distance will need more support from the management taanballaboration.
Countries with the highest P.D. are Russia, with lowest Scandinavian co(fthés, 2016

Countries with a larger collectivism indexImfind it much easier to establish contacts and
develop cooperation teams and networks. It isvegleboth at the organizational as well as
country levels. The highest score for IDV is for the USA, Australia, U.K., and the lowest is
for Latin-rAmerican ountries

The most Masculine societies are Slovakia, Japan, Hungary, and Austria. The most feminine
onesare Sweden, Norway, and Latvia.

The highest score for U.A. is in Greece, Portugal, Guatemala, Uruguay, and Belgium, and the
lowest scores for U.A. areoif Singapore, Jamaica, Denmark, Sweden, and Hong Kong,
promoting innovative ideas.

The highest LTOsare for South Korea, China, Japan, Germany, Belgium, Lithuania, and
Estonia, while STO orientation is for Honduras, Nigeria, and Ghana.

IND is high for Veneuela, Malaysia, El Salvador, and Angola, while low impulse control is
in Egypt, Latvia, LithuaniaAlbania, and Hong Kong, nations with more restrained actions
and manifestations of pessimism and cynicism.

In postcommunist countries, people prefer conaéive values to preserve their political past
(soviet system) in terms of wedlstablished policiegocus on redistribution is reflected in the
balance of liberal fiscal and social policies on the one hand, with austerity and tighter budgets
on the othefBarni, 2016]. The recent rapid move to remote work caused by the global
COVID-19 outbreak demonsteda clear need to apply modern digital/remote work methods

at various scales. Such processes depend on trust instead of control; more developed in
Scandnavia, Germany, and Angi®axonian countries, Romanic language and CEEC
countries dominate controdnd managers here prefer office work instead of remote work
(Beno, 202).
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Factor Explanation Speciicity for CEEC Reports on Latvia
Power distance (R.)|The extent t o whi [Highersocial inequalitiedto higher corruption. Large The percentage of people in Latvia who
or social inguality | members of @ociety accept and expec|distance of BD. means hierarchical order where superior{indicated that freedom is more important
t hat power i s di s|providefavorad nepotism to subordinates in return for |thanequalitywasin 1990 ~54%andin

Hofstede Centre, 2015]
Cultural context tolerance for inequality
and hierarchy [Barni, 2016]

High P.D. promotes entrepreneurial
activity [Busenitz, 1996]

their loyalty.
To acertain degregnequalities in poweiinfluence,wealth,
and prestie are seen akkegitimate [Barni, 2016]

200871 50%, while respective figures for
Estonia (75% and 60%) dihithuania (75%
and 64%) also demonstratettical
assessment tfie economic situatiorThe
freedom index and Fraser Institute Index
confirm the importace of individualism as
a dominant attitude in all CEE@®m 1995
to 2013. [Gruszewska, 2014].

Lithuania hasacomparatively high B.
index [Ralavicius, 2016]

Attitude towards
unknown-

uncertainty avoidang
(U.A)

AThe degree to wh
society feel uncomfortable with
uncertainty and

Centre, 2015]

a

Corruption isa mechanism to reduce uncertainty to obtai
predictable esul t s; #Ain culA,ure
members are likely to feel uncomfortable in unstructure
(i.9. novel, unknown, surprising) situations, such people
prefer to minimize uncertainty througtrist rules and laws
formal structures, asevl | as safety an
they avoid risktaking [the Hofstede Centre, 2015]

L.T. hasalow tolerarce to uncertainty
[ Radavilius, 2016]

Attitude towards
community-
Individualism versus
collectivism(IDV)

Pertains to societiagherethe ties
between individuals are loose: everyor
is expected to look aftéhemselvesand
ther i mmedi at e sé$elh mi
i mage is defi nedo
e.g.,individual or group or family [the
Hofstede Ceng, 2015

Refers to the degree to which cultures
encourage people to act as individuals
rather than as members of groups [Ba
2016]

In a collectivistic sciety, people are inclined to violate the
law to support their group based on unquestioning loyalt
fi | Dafersrto the degree to which individuals consider
themselves autonomous, different from others, and
independent from social groups; in individuadistocieties
people value freedom, autonomy, and individual interes
and are more committed totegprena r s fthe plafstede
Centre, 2015]

Trompenaar found that Czechoslovakia g
the CIS countries were high on
individualism and low on collectivism
[Luthans, 1995]. Till 2013 value of
individualism increased. Trust in other
people gradually increadén Latvia (from
19% in 1990a 26% in 2008) [Gruszewskg
2014]

Attitude towards
succes$ Masculinity

versus femininity

MAS dimension refers to theoncern of
society for achievement, heroism,

assertivenessnd material rewards

Motivation to becomevealhy i malebased valueshigh
earnings, titles, recognition, advancement, challerayes,

other material or status rewards entesthelevel of

Latvia is the most masculized stée in
Balticsi index 9 against IT. 19 and EE30
[Beno, 2021]
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(MAS)

(masculinity) or coperation, modesty,
caring for the weak, and quality of life
(femininity) [the Hofstede Centre, 2015

corruptonma s cul i ne ssmanitoebe gsserfive
tough, and focused on material success; women are
supposed to be more modeshder, and concerned with tf]
guality of Ilifeo [Hofsted
perceivedtorag re fAtraits such a
aggressiveness, amomy, and courage, frequently
associated with a mano[ Gu

Attitude towards
passage of time
long-term orientation
(LTO)

Refers to longerm versushortterm
exposurd owar d the fu
society has to maintain some links with
its past whie dealing with the challenge

LTO T A p e ensei, adering relationships by status, thrif
and haing a sense of shame8TOT fiper sonal
protectingtheface, respect for tradition, recimation of

greetings,favoresnd gi ftso [t he HQdg

Transition countries have demadrageda
decreasén traditionalism, while Latvia,
Hungary, and Estonia exhibited growth in
the importance of traditionalistic (national

of the present an values [Gruszewsk&014]; consistently, th
Centre, 2015] East Asian students in TIM$Rest in math
outperform all other studeniserformance
in math correlate with LTO, performanite
science did not [Hofstede, 200]Hofstede,
2010],L.T. traditions (tribal, family,
religious) dommate over rational values
(societal, institu
Attitude towards ARefers to the pr|Ahighindulgence score means a society williagnjoy
contr ol o 1allow relatively free gatification of basig life and hawe fun. This society highly values leisutime ang

desires or indulgenc
(IND) andrestraint

and natural human drigeto enjoy life, in
contrast to suppressing the gratificatio
of needs and regulatingutilizing strict

social normsorgth

2015]

spending a lot of money. In a restrained socigdypple are
restricted by social normandto break thenthey agre¢o
someillicit private payments [Achim, 2016]

Source:Hofstedeg(1980, 200}

#TIMSST Trends in hternational Matematicsand Séence Study, ainternatonal conparative test of mathematics and science performanee &dery four years in nomore
than 50 countries on all continents
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I CT
sector

sector

exampl e
[Official Statistics Portal, 2022] and most national market ICT projects

grow

or
demonstrates

where either cancel or significantly rexa is beginning of a new era. This timneght be

considered the end of the pasiviet way of doing business where personal connections were

stagnate?

t ha

more important than products, quality, and competitiveness. Operations in the global
marketplace and technical eettise demand soft skills like communicat culture, attitude,
planning, and executing work. International group companies usually share the same
subsidiary organization structure with little or no localization. Teams are assembled from all

continents wih in-house and external employees, whiobaxs that competition takes place

on all levels starting from continental (EU vs. ASIA vs. US), country, and company and
concluding with individual freelancers or employees.

To put Table 4 figures into context, thathors have used theWorld Digital Cortipeeness

Ranking from 20182022 created by IMEIMD, 20152022. This rating is based on three

pillarsi knowledge, technology, and future readiness with correspondinfastans. Ratings
are computed on statiséil or complex data and surveys.

Table 4. Digital competitiveness rankings Latvia

Factors 2015 2016 2017 2018 2019 2020
Overall 34 33 35 35 36 38
Knowledge 32 33 34 34 36 36
Talent 30 28 29 28 32 27
Training & Education 14 12 20 28 27 27
Scientific oncentration 49 48 47 46 47 49
Technology 32 33 32 32 23 34
Regulatory framework 37 35 34 31 30 37
Capital 39 45 31 36 35 50
Technological framework 29 23 24 26 14 13
Future readiness 37 39 41 39 45 42
Adaptiveattitudes 35 38 46 52 52 51
Business gility 43 46 41 41 47 45
I.T.integration 34 38 36 37 44 37
.Source: IMD 015, 2016, 2017, 2018,2020i0t e : number 616 means the best r

IMD World Digital Competitiveness Ranking, i.e., criteria for 24 indesming factors and
compare Latvia's redts with those of other similar size couaefr, such & Ireland and
Singapore [IMD, 2012022]. The results indicate Latvia's backwardness in competencies and

skills. From the first parameter block, only the second factor for Latvia can be assessed as

dewelopedi digital and technological knowledgeatvia ischaracterised by developed ICT

and broadband infrastructure in the second block but weak integration. In the innovation and
business change block, Latvia is lagging far behind in all the parametbeskdbc, as well as

in the digital literag of sociey and the ability to grasp new opportunities. Latvia lags behind

its nearest neighbors (Lithuania and Estonia) at all levels of education, including the

introduction of robots in training. Data showatreven if we earn a lot more, we are losing

competitiveness, which might have significant negative consequences in the long term. The

aforementioned drives us to questions. Why is this happening, what is the root cause and how
to change this situation fothe better? Is it caused by paesiviet cuture in thetop
management of state and mature companies? Is it caused by insufficient entrepreneurial skills

for a lack of understanding that excellent and woléss ICT infrastructure without decent

human capal investment will not work at its full gential?
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Let us summarize the possible causes of stagnation:

1) Latvia is no longer competitive in terms of cheaper costs in the ICT sector. The level of
wages provided by the Investment and Development Agehtgtvia in the IKT. sector
[LIAA fact shed, 2022] suggsts that Latvia is only slightly behind the other Baltic States
and Western Europe in terms of wages.

2) The second cause could be a low growth rate (Table 2). We had almost the same starting
pointasEstonia and Lithuania; in the 2008 andvitie19 pandend crises, the shrinkage of
Latvia's economy was more significant. However, turnover and export volumes show the
opposite.

3) The quality of the education system, the number of graduates, and #meesci
concentration are behind neighboringuotries. The dmand for employees is so high that
talented students are engaged in the labor market from 1st years studies, and many do not
finish their studies (Table 2).

4) Latvia has high administrative baets, labor taxes, and corruption levels.

5) Another reasorcould be the worst performance of the government and the lowest skill to
show their achievements compared with Estonia and Lithuania.

CONCLUSIONS

The fundamental problem is one of the measuremehtsuccess. Whereas Latvia
demonstrates saess in allessential indicators of the ICT sector, the IMD World Digital
Competitiveness Ranking shows a declifehe growth stimulated by direct foreign
investments and global demand for trained professiomasnbt directly correlate with IMD
World Digital Competitiveness Ranking, and deeper analysis is requirad. postsoviet
mindset is changing, but too slowly. The lack of sufficient talent needs to be addressed
through the education system and ICT inwest programs.Iin the short term, talent is
available outside Latvia. This should be attracted by good iiagkand reduction of red
tape.An increased supply of human capital, talent, and ICT sector services is required across
all business sectorBurther studies should be conducted assessingntpact of the academic
sector's quality, talent concentratiamd availability of todevel ICT infrastructure.
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Abstract: The cyclicale ner get i c
systems. In 2026, the cycle of our technical epoch lasting 242 yeaendiddnd at the same time a
block of cycles the development of mas a social being, which lasted 3820 years. The world will
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THE COLLAPSE OF THE LABOR M ARKET IN 2026 - A MANAGERIAL
PERSPECTIVE
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change rapidly and enormously. A permanent decline awaits us or we will start a transition to a

higher level of a new cycle. Faxample, in terms of management, social relations and their

managemet will be dominant in the new cycle. One of the consequences will be the demise of the

labor market as we know it. Other parameters of the new cycle will be discussed.
Key words: socid system managememntropy, syntropiabour economics

JEL Classification: J010

1. SOCIAL SYSTEMS CYCLES
Any social system consists from two parts.One is following thermodynamic rules. It includes

knowledge, skills and technologynd can be measure bgtropy Other part brings energy for

existence and evaluation. Thiss living parti human beeings. It is managed by dAioear
thermodynamiceind can by measured by syntropy

Relationship and their role in social system development you can find an[aféurate

social systems development model was develapetdding bology, stability systems science
and turbulent environment. Application on Eitantic civilisation confirms a very good fit

to the histoical data
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Fig. 2 Euro-atlantic civilisatoni n Kopl aj cycl es

1794 BC 191 BC. 800 143 1792 2026

Our cycle (792 to 2026lasts 234 yeajsand blok of cycles (1794 B.C. to 20&6sts 3820

year$ both finished at 2026End of the cycle is characterized by chaos. We live in very
chaotic era now. Raos of our cycle and chaos of block of cycles will come togethen. T
social cunami in one time. Such big changes occurs ba®1é years Two solutions come

from theory of chaos. Strong degradation of our social system or jump to the new cyle on
highe level.

2. NEW CYCLE PARAMETERS

Every new cycle is characteeid by higher energy consumption, higher energy effectivity,
disruptive technology and new information levall other parametrs can be derived from
these four parametres according thenpof view.

Thelabour markets our point of interests. Last powegrtical hierarchy layer will disappear.
This meens vertical relationship betwede employer and employee will be transferred to
horizontal cooperation. The demand for work is typical fertical relation. The employee
must act as a tool and behavetl@rmodynamic system. The result is that he must problems
and trouble makg. This is second thermodynamic law valid for all univeidee employy

can act as the living ( non linear themynami¢ system with much higher energy
production. Thdabor markéwil be transformed tacceptance of empoyer goals amdative
potential market.

Management will change significanly also. Today is management foonsethnology and
economy. Empoleyare simply forced do follow instructions. Tommorow managers &ill b
responsible for how much energy and what quality company received from employee.
Managers must manage social system in the comgmitlye dominant goal. They have useful
tools but it isnecessary to apply them on the social system now. And social driente
organizations must accept the social system has to be managed in result oriented way.
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3. CONCLUSION

New model of soci al systems evoluti @esitoso cal
understand human history but also to predict fuflirere will be an strong impact on labour

market also. To analyse labor market past is beneficial off course.pfediction using
extrapolation will fail because of the disruptive change in spaebund the 2026. New
approacho educatiorand company management will be needed.
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JOBS WITHOUT THE THREAT OF AUTOMATION IN THE SLOVAK
REPUBLIC

Eva RIEVAJOVC®®
Mi chal HRNLI AR

Abstract: The aim of the article is to examine the impact of innovationuomah resources from the
opposite point of view. Domesticcaforeign research predicthat the Slovak Republic will automate

jobs at the level of 60%, which should result in the loss of a significant part of employees (including
studies by the Organizatidor Economic Cepperation and Development. However, johat should

not be threat § automation are an unexplored arda.our research, we focused on the theoretical
basis for the replacement of the workforce by technologies in the past and the cexffects of
automation in the future. Based on the findirgf Arntz et al. (2016), ven examining the effects of
automation on jobs, we applied an approach focused on the scope of work of individual jobs. Seven
specific skills/lcompetencies have beenftified that will be difficult to replace with machines imet

near future. These wemibsequently linked to national occupation standards, which are a systematic
description of employers' requirements for employment in the Slovak Republic. By linking the
identified jobs to the national job classification SK ISQ&) the share of jobs with low risk of
automation in the total number of employees in the Slovak Republic, the structure of education of
these employees and their classification into individugihralasses of the SK ISG@B classification

were calculatd. The main result of sohg this problem is the finding that the share of jobs in the
Slovak Republic with a low risk of automation is at the level of 24%.

Key words: job automation, digital sks, labor market, economic productivity

JEL Classification: E24, J21, J24

1. INTRODUCTION

The labor markefoth nationally and internationally, has long been affected by processes that
change its character and that affect its most important compohentan resourcefver the

past decades, the na¢ of work has been influenced by several secionomic chargs such

as globalization and migration, labor market disparities, population aging;tdong
unemployment and youth unemployment. The COXtEDpandemic and the titary conflict

in Ukraine arecurrently affecting the labor market.

A key theme that has agsificant impact on employment, job creation and structure is
Industry 4.0, which can be loosely defined as introducing technological andtiorotrends

into production processes to increasconomic productivity, facilitate market transactions and

create goods and services with almost zero marginal costs. In this context, we consider the
automation of two thirds of jobs, of which 33% areuassd to be highly aomated and 31%
endangered by change in the way work is performed, to be a significartigmo predicted

by the Slovak economy (SR). Many foreign studies on the share of automated positions in the
Organization for Economic Coperaton and DevelopmentQECD) countries rate the

counties of Eastern and Southern Europe as being significantigtémed by job automation
(Nedelkoska et al., 2018). But automation, on the other hand, can help create new jobs.
However, according to the Eysean Commission'speo r t A t r e gnuestments s i gr
in adapting to new labor market demands that requére and more advanced types of skills

and qualifications. Only 33% of Sl ovaks cur
( Eur - ps ka201Ra sn38x
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2.PROBLEM FORMULATION AND MET HODOLOGY

The paper aims to identify the share of jobs with a low risk of automation in the Slovak
Republic in connection with the impact of Industry 4.0. For this reastected theoretical
research of fieign authors in t field of job automation waepplied to the conditions of the
labor market in the Slovak Republic. For this purpose, it was necessary to work with several
follow-up research methods.

The method of angséis allowed us to examine the iagp of Industry 4.0and technological
changes orthe labor market. Through the method of theoretical analysis, we aimed to
summarize from various relevant sources the secamomic trends affecting the national
economy ofthe Slovak Republic. Using the thed of theoreticalnalysis, we searched for
andidentified the previous approaches of several authors concerning the influence of Industry
4.0 on job automation. The degree of their threat is interpreted at differets tapending

on the approach takdy the author. W used the logicdiistoricalmethod to summarize and
process relevant foreign studies, to examine the impact of innovative technologies on human
resources in recent decades, and the starting pointifoesearch was the results of therk

of Arntz et & (2016). The authors recommek examining the degree of threat to jobs due to
automation by evaluating the individual work tasks of employees who have different degrees
of automation. We applied theiinflings in the conditions of thel&ak Republic and
examined individual jobs in tms of whether the employee needs to use a skill that is in the
coming period with a low risk of automation. The set of such jobs has provided an insight into
how much of tle jobs will not be jeopardized the coming years @uto the introduction of
innovative technologies.

Calculation of the share of jobs with a low risk of automation in the total employment of the
Slovak Republicin examining the theoretical basis, wev@adentified a set of seven key
competencies that agar to be difficult to automet based on the results of research by
foreign authors, representatives of relevant institutions and our own discretion based on
practical experience replaceable by machinethe coming period:

A Work organtation and plannig;

Ability to make decisionsral take responsibility;

Talent;

Creativity;

Critical thinking;

Strategic and conceptual thinking;

Leadership.

I I I I I > >

In the form of analysis, we decided to find out the share of jobs in the Slovak Republic where
empoyees need thabove competencies at thg i e s t l evel (mar ked as
only relevant and mosextensive source of data in this area in the Slovak Republic is the
National System of Occupations, which is defined by Act No. 5/2004 Coll. otogment

servie s as amended igesinfoAnationcsystem rdeshrieimysthe standard

demands of thealb or mar ket for individual jobs. A Ba
National Project Sectddbr i ven | nnovation towar mogitoriagh ef f i
dewelopments in sectors with amphasis on changes in the required skills, knowledge and

compeenci es of employees in specific jobsni we

for all guaranteed national occupation standard (NOS). This udajaeset prades a wide
range of informabn describing employers' requirements for individual jobs.

We onsider this to be the most important information for every NOS:
A Recommended level of education;

Slovak Qualifications Framework (SKKR);

Regulatiors;

Certificates and other written certificas;

Professional experience;

> > >
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A Statistical classifidion of occupations SK ISCOS8 (classification SK ISC@8);
A European classification of skills / competences, qualifications and occupations ESCO;
A Statistical clasification ofeconomic activities SK NACE &. 2;
A Competences:
A general key competensie
A specific key competencies,
A professional knowledge,
A professional skills.

Specific key competencies Athey form compet
necessary for cdain jobs, at one of threeMee | s (el ement ary, Thedvanc
information system of the National Project of Seddoiven Innovations for an Effective

Labor Market, in which more than 900 experts from the Slovak Republic worlgireotiie

oppotunity to choose from a totalf 11 items when creating the NOS, luing the seven

key competencies we have for the purpose of our research. they chose. During the evaluation,

we worked with the following range of selected jobs:

Table 1: Number of NOS in which one of the above compencies is required at a high level

Selected specific key competence Count NOS
Ability to make decisions and take responsibility 669
Work organization and planning 503
Strategic and conceptual thinking 486
Creativity 266
Leadership 231
Critical thirking 149
Talent 63

Source: Informtion system of the National Project Seeatioiven innovations for an efficient labor market,
author's processing

We subsequently supplemented the exported data on NOS, edmpetence modieontains

at least one of theeven examined specific key compeies, with the data of the job
classification SK ISC&D8, which is assigned to each NOS. In this way, we achieved a direct
link between NOS, in which experts from sector aisnidentified a high need for
competence wh a low risk of automation, which it easily replaceable by machines, and at
the same time a link to an important job classification that offers a large number of
opportunities for further research

2.1 Link with the natonal classification of occupadns SK ISCG08

The SK ISCQ08 classification is the national classification of occupations, which is issued
by the Decree of the Statistical Office of the Slovak Republic no. 449/2020 Coll. as amended.
A By irgithe MMS wih the SK ISC@08 classificatia, each job cabe supplemented with

a qualitative aspect consisting of standard labor market demands and a quantitative aspect
consisting of determining employment and the structure of workers performingottesks
ofthegi ven j ob i n @rexmalBratstad @d0d%nps 308). Each of the
examined NOS contains the SK IS@® classification determined by an expert. Based on the
interconnection of NMS (only those who need a competence / skill withwarisk of
aubmation) to perform the job)nd at the sameane the classification of SK ISGO8 as a

unique identifier for each job, the opportunity arose to analyze these jobs in terms of their
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number. For this purpose, we used data from the Laboe Buvey (ISCP) This finding,
whi ch Aisalypriowdasand evaluates data on employee remuneration broken down
by occupation, gender , educati on, age, gual
Bratislava, 2017, p. 2). It is one of the mosteasive statistal surveys conducted in the
Slovak Republic,as evidenced by the following data on collected intelligence units and
employees for the period under review 3Q 2021

A 9 154 reporting units in the SR,

A 1084 962 processed employees in the SR.

Using these datave were able to identify theumber of employees (and consequently their
share in total employment in the Slovak Republic), who should not be potentially endangered
by automation and machine replacement so significantly. In additionssssad these [is

in terms of the educationatructure of employees who work in the given positions in the
Slovak Republic and we also tried to evaluate the representation of these jobs in terms of the
main classes of the SK ISG@B classification. Wittihese findings t was possible to identify

wha share of jobs in the Slovak Republic will not be significantly endangered by automation,
what education employees working in these jobs have and in which main classes of the SK
ISCO-08 classification they wéir

2.2 Theoretcal background of the researdd issues

The results of a survey of several foreign authors dealing with the topic of automation and
workforce replacement provide the findings that are the basis of our research. Automation and
the replacemenif the workfoice by technology alone do neécessarily mean job losses. A
historical examination of previous innovation trends has shown that in several cases the
workload of employees has changed with new tasks and competencies that they did not know
before, resp. didnot control.

From the finding of foreign authors, we have summarized information that speaks mainly
about specific tasks, competencies and skills, which today and in the coming years will not be
threatened by automation. These are an imapbhasis forus to be able to identify joldkat

may not be automated in the coming period, respectively. replaced by machines in full. In
table no. 1, these findings are summarized according to the authors, resp. of those studies.

Table 2: Summary of the most important findings of foreign approades to the replacement of
employees by technology

NAME OF THE STUDY FINDINGS

Automation does not have to reduce overall employment, it can only result in a reg
in labor requirementsnd creating space for new competencies andisks of employees
David H. Autor (2015) Polanyi's paradox there are activities that require specific skills, sagenzomotorika,
critical thinking, judgment, intuition, creativity, spoken word, etc. These featureg
cannot be pragrammed by programmers and therefore automagd.

Based on the available literature and research of Oxford Univetstauthors identified
three categories of tasksat cannot be replaced by technologieS hese are the tasks th
require:

- creative intelligence(According b the authors, any psychological process that is the
Frey a Osborne (2013) | pasis of human creativity can be includedhivi the creative intelligence, e.g. creativity
- social intelligence,

- perception and manipulation.

Robots canot recognizénuman emotions in real time.

Physically demanding, repetitive, dangerous and monotonous woréeclined in the
observed decades (198R010).

Arntz et al. (2016)
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NAME OF THE STUDY FINDINGS

The authors replaced the approach based on the assessment of the profeasiomsle
with an approach focused on the tds needed to perform the profession
(international assessment of the key competsnoiethe PIAAC). According to th
authors, applying a tadkased approach leads to a much lower risk of autom
compared toa professionbased approach. PIAAC data isuaique source of data th
contains micrdevel indicators of soci@conomic charaetistics, skills, workrelated
information, job tasks and competencies.

While Frey and Osborne found that 47% of jobs areraated, reseatcby Arntz et al
(2016) yielded 9% for the same country.

An important controversy in the Frey and Osborne (2013) approach is that their reg
taken over by other authors and implemented in other countries, thileompetencieg
for the performance of these professions and thset of tasks can varysignificantly
between countries.

Whole jobs are not exposed to automation, but only specific work tasks.

Tasks that cannot be replaed by machine and can only be performed Ipgopleare
World Economic Eorum i | decisionmaking, consulting, communication, reasoning or management.

The Future of Jobs report | Skills, that employers expect to grow the most by 2@2#ical thinking and analysis,

2020 the ability to solve problems, the abiliy to organizework and time correctly, working
with people.
Deloitte - Employee Low-skilled employees can be at risk The research found that employees with lo
preparedness for the education are more skeptical about technology ppssed to emplyees with a universit
digital revolution degreewho see new technologies as an opportunity to acquire new skills.

Source: author's processing

2.3 Analysis of selected key competencies with low risk of automation in the conditions of
the Slovak Republic

Following the aboe findings, we have develed a list of seven specific key competencies
that are considered difficult to replace by machines in the above studies. It is a set of the
abovementioned competencies above and subsequently divided into table no.1.

The determingon of these competencieas well as their selection was based on the
mentioned foreign research and at the same time these competencies had to be chosen so that
they were compatible with the available data in the conditions of the SloyalbiRe For
this purpose, the competensibased on these researches were linked to the National System
of Occupations, which is defined by Act no. 5/2004 Coll. on employment services, as
amended Aa comprehensive i nf odemandsobthéabsry st em
market for individudjobs. The national system of professions determines the requirements
for professional knowledge, skills and abilities necessary to perform work activities in jobs on
the | abor mar ket . i | tRegister enadeip of natichal dctupatioE mp | oy
stmdard (hereinafter referred to as ANOSH),
gualified employment. The register of jobs consists of 1 915 NOS, which, among other things,
contain a part " specific key comtp e n ¢ i ewli this idfdrnnation, itd possible to select
only those NMS that in the competency model contain at least one of the above competencies,
which according to foreign research will be in the near future with a low risk of automation.
In addifon, each NO ont ai ns a ieteicd i fo,n vAictl mismsi whi ch i n
assignment of NOS to:

A classification SK ISCED8,

A statistical classification of economic activities SK NACE Rev. 2,

A European classification of skills, competences and emmoyESCO.

Asdgnment of NOS to apecific 7digit code of the SK ISC@8 classification brings the
possibility of detailed examination of jobs at the national level in terms of competencies that
are necessary for the performance of jobs. It is a uniquetovaxamine lie impact of
automaton and tehnological innovation on employment in direct relation to the findings of
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Arntz et al. (2016). They recommend analyzing individual competencies directly within
national jobs and their job tasks.

Within the databse of the Nabnal Project SecteDriven Imnovations for an Effective Labor
Market, all NMS were exported, in which at least one of the seven monitored competencies at
the highest level appeared within the competence model (level high). Subsequently, the
classificationcodes of employeesdm the X ISCO-08 classification at the lowest level were
attached to these NOS. The database created in this way was used for further work in
evaluating their risk of automation. Based on the assignment of the Sk08€@ssificaton

code, it was posisie to amlyze these jobs in terms of the number of employees in the Slovak
Republic and the educational structure.

The total share of employees with at least one of the seven competencies examined at a high
required leveis approximéely 24%. Following he findirgs of foreign authors, we can say

that these employees will not be in terms of automation, respectively substitutions by
technologies are significantly endangered, as their work requires a high level of such
compeencies, whib today and in the e future will not be possible to replace with
machines.It is possible to assume that in the performance of their work, innovations,
technologies and automation of certain processes will be a complementary elemeni that wi
help to ircrease the efficielycand quaty of the work performed. At the same time, there may

be a situation where there is a high increase in unemployment and the number of unemployed
who can and will be willing to work but are not suitable for them.

Table 3: Share of employes in the total number of employees in the Slovak Republic who use
selected specific key competencies at a high level

The share of employees using a
specific competence in the total

Name of the specific key competence number of enployees in the Slovak

Republic
(3Q 2021%?

Ability to make decisions and take responsibility 11,93 %
Work organization and planning 11,52 %
Leadership 8,93 %
Strategic and conceptual thinking 8,37 %
Creativity 4,55 %
Critical thinking 2,98 %
Talent 0,51 %

Soure: National project Sectedriven innovations for an efficient labor market, author's processing

3. RESULTS

The results of a survey of several foreign auhon the topic of automation and workforce
replacement brought findings that beeatime basis bour further research. Autornan and

the replacement of the workforce by technology alone do not necessarily mean job losses.
From the findings, we summariteéhe information that speaks mainly about specific tasks,
competencies and skillsyhich today ad in the coming years will ndbe threatened by
automation. These are an important basis for us to be able to identify jobs that may not be
automated in theamning period, respectively. replaced by machines in full.

52 Individual jobs can occur more than onaethe seven motored skils / competena@s. The sharef
employees is declared only by the relevant percentage of eegdausing the skill / conspencean question.
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Within the database of théational Prgect SectoiDriven Innovationdor an Effective Labor
Market, all NMS were exported, in which at least one of the seven monitored competencies at
the highest dvel (high level) appeared within the competence model. Subsequently, the
classificagion codes okmployees from the SK ISGQB classification at the lowest level were
attached to these NMS. The database created in this way was used for further work in
evduating their risk of automation. Based on the assignment of the SK-0BCQassifcation

code,it was possible to analyze gejobs in terms of the number of employees in the Slovak
Republic and the educational structure.

The theory of human capital hbgcome the basis of education policy in many developed
countries in recent decadé$owever, schlarly discussions often undetimate the research
findings and developments related to this theory that since the 1970s it has been steadily
enriching the uderstanding of how human capital contributes to the personabeialy and
socicemnomic develpment of society as a whol&Kyzminov Ya., Sorokin P., Froumin 1.,
2019).

Following the findings of foreign authors, it can be stated in the conditionsedBltivak
Republic that employees with at least one high competence will not berms tef
automaion, respectively. substitatns by technologies are significantly endangered, as their
work requires a high level of such competencies, which today ane imelr future will not

be possible to replace with machines. It follows that thisigiof emploges is not primarily

at risk n the coming period due to automation. With this calculation, we confirmed our
statement, in which we claim: A quarter of empleyén the Slovak Republic need skills with

a low risk of automation in the comingrpel to perfam their job.

This researchnpvides a different view of the impact of innovation trends. While most studies
and analyzes address the expected proportiaobsfat risk, in our research we evaluated jobs

with a low risk of automation. Baseuh the conneion of data with the Statistal Survey on

the Price of Labor (ISCP), we have identified jobs with a low risk of automation in total
employment and evaluated terms of level of education. We are based on the findings of
several authors lietl in Tab. 1.who consider educated emplegeto be less at risk. This
statement has become a precondition for us to establish a second examination, where jobs
with a low iisk of automation are in most cases qualified positions with a need for higher
educaion.

We al® managed to verify this assption with a positive statement. We found that a
significant majority of employees who need at least one of the selected competencies with a
low risk of automation to perform their job have a university degreidmay, wehave also
fulfilled the assumtion that innovation trends will not be a threat to those employees who are
more qualified. In addition, another fact related to jobs at risk has been confirmed to us in the
context of our examination of hatd-replae commtences. We also evaluated fbhbs for

which we identified the need to use competencies with a low risk of automation threat in
terms of their representation in the main classes of the SK -[BCG€lassification. This
confirms the expectatioaf expets that skilled jobs, representedaly in management and
specialized classes, will be at very low risk over the coming years. A large part of the jobs we
examined, which we evaluated as jobs with a low risk of automation, represent the main
clas®s 1- Legislators, managers,-2Specialiss and 3 Technicians and professionals. Thus,

our research also confirmed the fact of domestic and foreign studies that skilled jobs do not
suffer from the introduction of automation.

Compet ence A Adrisbns atul yaketrespomsihilk§eOf all employees who need
competence according to the NSP to perform t
responsibilityidA has up to 60% university deg
mainly as Leislatas, managers; Specialists; Techning and professionals. This follows

from the analysis of labor cost statistical survey (ISCP) data for the period 3Q 2021.
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Competence AWor k or g &veniathis dase,rit is posgible pololaserveia n g fi :
significant dominance of universitgducagéd employees who need the competence of-high
level organization and planning to perform their jobs. Their share in the total number of
employees in the Slovak Republic who need this competence is 60%. Exangtis with a

high proportion of employees imhich there is a requirement for a high level of competence
examined: Chief Accountant; Project specialist (project manager); Business manager (sales
director); Executive Director; Site manager.

Compet encshi pdompeeheeris at a high level reqed of employees, who in

most cases have a university degree. Leadership skills are mostly used in positions held by
74% of the monitored group of employees. Almost-thieds of all staff requiring leadership

skills workat ahigh level in major classes(lLegislators, Managers) and 2 (Specialists).

Competence AStrategi ¢ Maetban 8% of alegmployees in thé i n K i
Slovak Republic are employees who need strategic and conceptual thinking atevéigh

work. Almost 70% of them have a wersity degree. Most of the employees who need
strategic and conceptual thinking to perform their jobs work in positions classified in the main
class 2- Specialists.

Compet ence N@&@e thaa two thirdofyefngoyeeswho need Creativity have a
university degree. Of all employees who need a high level of creativity in their work, more
than a third work in jobs classified in the main classSpecialists.

Competence ACr iEmployeed withll & iivarsiti deged in particular need
critical thinking at a high level. Compared to all employees using the competence in question,
they represent a dominant share at the level of 74%. Almost all employees working in jobs
where Critical Thinking is requiredre induded in the first three main classeof the SK
ISCO-08 classification (Legislators, Managers, Specialists; Technicians and Professionals).

Compet enc e Embldyads avithtafisecondary education make up one third of all
employees in the Slovak Réblic who need Talent to perform their jgb A high proportion

of employees in this group have a university degrsgecifically at the level of 57%. More

than half of the employees who need Talent to perform their jobs work in the main class 2
jobs - Specialists. Ore-fifth of the employees in th group work in the main class -1
Legislators, managers. Demonstration of jobs with a high proportion of employees, in which
there is a requirement for a high level of Critical Thinking: Primary school teacher;
Consenatoryteacher; Orchestra member; Aator; Dramaturg; Cameraman.

4. CONCLUSION

One of the central socieconomic impacts on the labor market is the impact of Industry 4.0.
New technologies and their implementation bring with them the fear of neglaork with
machines These concerns asipported by many domestic and foreign studies, which the
Slovak Republic perceives as one of the most endangered countries in terms of labor
replacement by automation. These studies point to the fact thatubkirstrof ourdomestic

labor market consistin many cases of employment, for the performance of which it is
sufficient to routinely master selected skills. These are the ones that are easily replaced by
new technologies.

One of the major studies by FreydaOsborne (@13) estinates the degree otitmmation for

the US labor market. At the same time, they use 702 jobs, which, in cooperation with experts,
determine the potential for automation. Their results are then taken over by other authors and
applied toEuropean cootries. The starting point obur research is the controversy of Arntz et

al. (2016) to the results of Frey and Osborne (2013). Their main approach to examining the
impact of innovation is not based on evaluating the professions as a whdteuses orthe
tasksneeded to carry owpecific professions. According to the authors, applying an approach
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based on the tasks of a specific job leads to a much lower risk of automation compared to an
approach based on automation of the whole professio

The main prpose ofour research was tdentify the share of employees with a low risk of
automation in the conditions of the Slovak Republic. For this purpose, we based on the
findings of the authors listed in the theoretical part, who identifieccteeleskills wth the
assumption of their neplaceability of machines. Based on our research, these findings and
our practical experience with the issue, we have developed a list of seven specific
competencies for which their replacement by machines cdyn@xpectedn the caning

years.

Through hese competencies, we have identified specific jobs for these competencies in the
NMS, in the performance of which employees are required to have at least one of these seven
high-level skills / competencies. Byeutifying these jobslinking them to the B ISCO-08
classification and subsequently analyzing the data from the Labor Price Information System
(ISCP) statistical survey, we came to the following findings: approximately 24% of jobs in the
Slovak Republic Wl be at lowrisk of automation. These angimarily employees with a
university degree and employment, which is included in the first three main classes within the
SK ISCOO08 classification (Legislators and managers, Specialists and Technicians and
specdlists).
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VPLYV DEMOGRAFI CKEHO VhVOJA NA PONUKU PR
V SR

IMPACT OF DEMOGRAPHIC [EVELOPMENT ON LABOUR SUPPLY INSLOVAK
REPUBLIC

RichardR 1 G &,
Martin (R C MKA
Matej HBPGEVKA

Abstrakt: Pol et nosS a domjiedamdtgl®inwioatk avehi skup2n zoh
%l ohu na trhu pr8ce. Z dostupnlch gtatistickTct
postupne zmenguj e. T o rzancaonvenn’g rshigleup o8 c & 8§ d » & |8 Yacnua
gener §ci a plnomdoasknuy enahradi S a tTm vznikne nedost a
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gener 8dovoed oXni nant nos age nfavrid&agsedsb ¥ gne na trh pr8c
prvli Oudia zaradeénle dar genee8§ccsiie pbtrebn®ho po
zamestn8vatelia reagovmédnia &euhairo8sckiuou | hocshSs d zpar
vivoju, | ypvBufbpro¥ypanie a potreby v sevMNka omGiloimade \
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kpracovnejsileve i acer kiach aspe

KO% ov® pshovgng sil a, pomelrka, gemogalan ® cls®upin
gener8cia X, generaln® rozdiely

Abstract: The multiplicity and dominance of different generational groups plays an important role in
the labou market. We kow from available stattical data that the size compositiof generations is
gradually shrinking. This means that the new incoming generation will not be able to fully replace the
labour force leaving the labour market, thus creating aolabshortage.There are currently four
generational groups in the labourarket supply- Boomers, X, Y and Z. This study analyzes the
generational changes in the labor market and the differences between the selected generational
groups as these factors aft the labomarket and the supply iis market. Currently, on the sugp

side of the labor market, there is a realignment of generations, which means that there is a change in
the dominance of Generation X. Generation Y is becoming the new dominaratgenand, m

parallel, the first peple in Generation Z are enteringetHabour market. To retain the necessary
number of employees, employers need to respond to this fact, as there is a certain evolution among
each generation that affects their behaxviand needsn both their private angvorking lives. Based

on the finding of the analysis of generational changes in the labour market in the Slovak Republic, we
recommend that employers change their approach to the workforce in several aspects.

Keywords: labour force, labour marketsupply, demographic changes, generatiomgbups,
generation y, generation x, generational differences, analysis of employed in Slovakia
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VASLEDKY GTbHDI E
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Y 1980- 1995 26 ag 41 651093 616481 1267574 23,32
X 1965- 1979 42 ag 56 605211 587720 1192931 21,95
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Silent 1924- 1945 76 ag 97 102032 204580 306612 5,64
Zdr oj : GUSR, vlastn® spracovanie
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Vivoj a progn-za vivoja poltu zamestnanlch c

spolu v pdrvoyjympawdyan szou Vv I v adminantmegset nuepru§j cvhcee j Y
VT vegduemeod oku 1995 po rok 2020. Po robiku 202
teda po rok 2027le duj e me pravdepodobn¥% progn-zu viv
viednotdeamndrcgmoigéincchza vych8dza na zd&kKaw®hodo s
v 1 v oifleaba @ i snatematickeyt at i st iAkkol notdjheare. vi daYeS, t a
by podOa progn-zy mala byS do miomti@mkuneda skup
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spédtsenl wyedkd2mm o by tejot skupioey deda odchodom na stardbn
dt*chodok . Okrem toho, je tu vgak aj zviger
spom2nanlim rast¥cim vekom.

ZCVER

Zvisledkov nage|j gt wdn® pogpil dhwuan p séSemedad otmi n a
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Hl avnTm probl ®mo m, ktorl m1pgoekmee s o ina kpSovl at Su
vgeneralnich skupingch, redostatfku pracaleepgind triun ® , g ¢
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Stvorbou dobr ®ho memamh Ga/uvu sr2i ead e nvina cakalvej nea tzi c |
S p o hskdg zodpove n o st i . Nas teavp uajc¥scaek og ekmeanrgade Ome k i |
v8ghkei mat iemyka@® 8tzan pr obl emati ka i ch nesmiern
zamest i odaik malz amer hnapaS&lladnaj vi ac ekol ogi ck
vyug2uehnbei tzér@aviamt. Poskyt ovaS benefity nie |
nefinan| n®, okptroort® si% Tma vwyoddeni k om. Napr2kl ad |
doba, al e aj Nal gvedeogmadd b e v @ikzew\gra8mcai a

Nal g2 cefit obherby moéal a§blyd&de pte poskythkutiempamociDpeil o i t

ubyt ovan?2 ncovz aDnvel set gni atav@denig e individualizowa n ® hpr 28t up

k zamestnancoml_or az vi ac Oud? d&va prednosS pria
adugevneijpr paoh oplhey Ma®dOu diineov® gener §cite2 moaci p
apreto je pre nichd* 1 e§by® na pracovisku Bril i diploegitth
rozhodnutiach podni ku by sa mal. dg§vaS aspo
abymalipei t , pperaahgadovtnar gi e gener § ziad i mrOa d ov
nov® rgene si vygadupt md abed p e e 0 tRE mkr §® & Yav i
sci eOmiPrpabSiceemati ka generalnej vinm&«rdy mpa esit §\
vcelej his - ri 2 tmerab sparh8cvea | g nat okQ kooe @ootd8hzéo kd o s S  d o |
ojpovedplSvom rade nevieme ak® pracowinr@ zmilenmst ¢
technologickIim pokrokomnekti emle saiazaodt §Ir el | 7
bud¥% od pracovne/gBgnrsal kitoylattaBN@ene 8 kiae |
spol ol enskej zodpovednajstviot fni®muePmphieoatjibmde dv e

acovl
I mi

ktorou sme sa zaoberalinva g e | gt %di i p 0 Vv a uapretarsajej Znaa gveyj s o k ¢
vIi skumnej pr §ci bB&deme naNal e]j venov

Dodatdk

Tento pr2spevok bol vytvorenl v r§mci proj e
kvalitat2vne] gtrukt¥%re medzin8rodnlch ekonc
i mpl iuk @i disoksep opda8lri ti ky EBD a SRO.
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STARNUTIEAKOPRELEGI PRES HOSPOD®RRSK A | NEOVCCI
V SLOVENSKEJ REPUBLIKE

AGING AS AN OPPORTUNITY FOR EONOMIC GROWTH AND
INNOVATION IN THE SLOVAK REPUBLIC

Peter SIKA®

Abstrakt: Jednou mn aj v @V Tg2icenv pue - b5 & prgdstayieBenut i e obyvat e
nakoOko pr edstochvOrjdeu Mmremzalt davdy @ i ®dppagpoVv ol nost i
komisia vZelenej knihe @t arnmuao R u 2021 vyzIiwnaviacahi dioskt divay
mgynostpraxlhe @i t astni“@aah spmmoé pstkasS. Progn-zovanl r
apokl es ekonomivc2ckiga nalk trivenlyecrh gk o ek on g miacvky8,k 4§ lee
potrebn® si tavegdondSdi ages Vs isspmiopwatS §k anamneopr
ahospodS8&dnaykea g éjo s pZalodlon a@snheivgh njue n® posun®%S nega
procesu starnuti a aaknoc vA® Skeagnd uv esrteajrmiucth af iark o pr 2 |
hospod§8rStkaar gpiaptl 8ci a |tovpjoédlsdave@®@i ¢ ks@mi nu spotr
Finan| ng§ situ8cia seni &rkdv dsrav i pvodsiteuhpl ngeig nsat eaxzb§ | 2 &\
viastn® bl vandiee i mgsb/s pupjatze n®. aSlsavsdhaskn® srt é p intalziek ¢
demogr awjz c plo Wibdadwrka s o czid&rlanwotanT syst ®m, avgak act
starnutia doos at nT chnebkfbektaj e na mog rhas pp)rd2§lrr&sgg|etha)st i
SO starnut ipar psqop&allk§J¢|sesta‘MOV|k/aSzayttaquo®®00|eleht|f|
ekonomick® vizvy a pr2legitoatanalsr“avni¥sS ac patsroen:
zabezpelenie hospnod@Bwykithios 2 masgaut eaci 8l u rozr as
striebon e | g e rSoversskej repulide.

(
c

KO%®slo v:B8 os pod8§yrisnkow gncd eteglaimntti@st i i eborng gener §ci a

Abstract: One of the biggest challenges for the countries of the European Union is the aging of the
population, as it poses areat from the point of view of negative impamtsmany spheres of society.

In the 2021 Green Paper on Aging, the European Cosimnisalls for a discussion on new and
innovative options and opportunities for an aging European society. The projectedsmdrethe
number of old people and the decreadeeconomically active people is perceived not only as an
economic but also a siat threa, but it is necessary to realize that older people are able to
significantly contribute to the creation of socialdaeconomic value in our society. For this reason,

is necessary to shift the negative perception of the aging process as a bulgbic finances to the
perception of aging as an opportunity for sustainable economic growth. The elderly population
condgitutes an important and, importantly, a growiggoup of consumers. The financial situation of
seniors is gradually stabilizingsthe vat majority of them no longer have obligations, their housing
has been paid off and their children are already predidor. The Slovak Republic currently looks at

the demographic development from the perspective of spending on the social amgystai but it
abstracts from the penetration of aging into other areas and does not reflect on the possible
opportunitieso ensure economic growth due to the aging optiigulation. In the contribution, we set
ourselves the goal of identifying seletisectos for socieeconomic challenges and opportunities
related to the aging of the population and outline measures toeeersonomic growth and innovation
using the potetal of the growing group of the silver generation in the Slovak Republic.

Key words: econont growth innovation, opportunities, aging, silver generation

JEL Classification: E60, F43, H55,035

56 doc. Ing. PhD, Ekonomi ¢ kirverzita v Bratislave Dolnozems k § ¢ e stislawa, 852,35 BFr avens k §
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1.bVvOD

KrajinyEur - p s kakcgtujnlirea z N®popalkied ré®@sd sapkgj avuj %
na ekonomik az v ylgtuljak nanossidvgmep®i ch vidavkov, na
zdravotn® Ssyst ®my . Popul al n® pstoasrprewthi e s tme

avheprospech |ml apdrTecdhst avunjag vird g& tds Jjlee dmansS, z k

vplyv na vgkokgdwyduwjshci sspao pol et starg2ch O
viziev, ktorlTch potenci §lPoad Ga eHuernSlsaenaktau hbQuadd
doroku 2070 druhou najrT chHbBezpdiacds $doasvmGs o U 6
z 8kl andeer upopopul 8ci e vwvkpwekud 86 aakov e jednok o

znaj ml adg2ch ekondmzkaEfGmerredlk@yjaHaad esaa stred

viznamnou mierou zmeni a Ve ki® aléia] égkonomika takar u s |
t a.k Y4

Za i aOrdlou v2019 pripadali na jedn®ho |l oveka
vprodukt 2 vn-6dmokwgwwkU2®070 ich buidslovangkej!| en 1
spol ol nosti je dl hdoddikd 9 0p.r ocelov SlevEg®Edz ao
republike kp r ed !l govani u ¢givota Oud?2, l o je sptlso

pomerov. Vo veku 65 rokov nsuag ondcézE dh §1 @09k ko yg
viac ako 15rokov. ¢ i e n t me dbl6|dcoka na 18,8 roka.

Bleha& Gpr oc h au V(8d0z1a8j)¥%, ¢Je dot rmreokru§ 2DBPkK ab yg isvao t
rokov malap r e d @nuiaySo22urokov au@ i ewiac @ko 24 rokovUveden§ skut o] |
bude zapr2|inen8 najm2 zlepgovanNaj ¥imchhes$ Qi
starnutie bude medzi rokmi 2040220 6 O , nakbmOko obdob? sa do po
veku dost aam dréi®n évik staygc h8 r ok och mi nul ®ho stor

Napr i ek tomu, ge starnutie popul 8cie sa povag
nehm8 | 2mvi &syt @a€la R ap rilpirmnvii i mivepceljinti kami  or i
na podporu vgetkIlEbr ve&hbaZdeneninida qv nrok 2 2

2021 vyzIlva vnlazvahpcmzkluasglut oost i ach s tostr Na¥c e j e
z8kl ade uvedenl ch nekytholun a®t 2s Y%sjte epir 8t sa n
starnutia, nie ako pmrobill Mmumo gpmr dseSpakioio sp& aonti e
zabezpelenie hoaspion@SSaiedwt i rea sabuy vzaikueazdst va
striebornej ekonomiky kt or % kBEumri-spsakadefi nuj e ako ekon
vyplTvajeve¢ sipoh rabi t eOskT ch vitdawkid¥ ms pwipwil
ak onkr ®t ny mi potr ebami obyvat eOstSaninardi 5W0ud

vytvEraS trh, nayksolGktoe Gsnao us tsekrup i meadnk| i ent ov
ug2vateOov slugieb. Pr et ok ojnec elpdrya z kd lolr e®§ iptodal]
modern® ch8panie procesu starnuti a.

2CIEO A METODGOKA

Napr i ek t omu, vge starnutie slovaeneskeprepebopl n
sankR pripravi S ako na vlzvibekbuygvekboomkbkyomb:
refoomysregpekt ovan2m novej podoby staroby.

Ci eOom pr\2tejtpsevki s | joeslerytbmsaéhk® or y maz2albeedzipted setn?i e
ek onomirastk @hmo v &cyiu2gi $ 2 m potenci 8l u rozrastaj:
g e n e r Slavenskej kepublike.

Vs #de s o st ann ovieen® o mo | beonl 8a -nxpit @ d @ Ir Prs? psepvéoluo. k
spracovani -mpommcd iSmyphtpe k m§d dmechov, synt®zy |
indukcieak o mp arZ8€aioev.e R sme na od!vodnenie jednot
dedukcie Zo s&kund8r nych zdroj ov bobhodbanada®ynkxgyvan
zjednottHavabBhz.

232



Conference proceedingsCHALLENGES, RENDS AND INSFRATIONS
WITHIN THE LABOR MARKEZ(022

3. TEORETICKE WCHODICSK

PodOa MaVvli2pkav®5) zj deamek demogrpbrzok®haSsue
vdemogr afickej r ev olpYice cih opdoul aosd kptoomeerjmeed ovgyl soo
vmrtnplsodnasti nmandzhur %l akiad R .b o(v8la\w|2%0k0 Bd a v n G
pr2liny zmegmedf®@hk®bhemow T voja jednalNluj emehnalip
pokrok vme di c2 ne, ta® e d e pokrdkg iast frbduktivity, snahazov 1 g e n ¥

gi vot n¥Yk r4rzoav eiRmdntyietvadie A anostng Y%rovePRad zmeny
(European Commission, 202Pastor, 2015Hv oz d 2 ko v §, 201 2Starndiie® v a Oo v
ovplyvn2 konkurencieschopnoMBgkh&EBbrOMVEKT] 208
povaguje deimoagjratachlej, ktnoirel onde ps pedliofmlhean sikz&
al e j e Yizgkeoo gsrpaofjiecnkiT msi , e k o nsooneii c8K Tnnyimi  ppooldinti ie

Vplyv starnutia sa bude pogtod@Bretprae miaettaoS
zmien v ponke a dopyte po stub § c h, virobkoch, pracoive s | s
ekonomi ka a podni kat eOsk® s ul{Sikek20B) Poe@agov a'
Mat ugovi |

ovej (20163 Ylsdaar@gathn ge ne vyqgQiga emPr ¢
vminulosti e o chot n§ i ¢ hD esnpoogtrraefbi ocvka@S . z me rosti prp 0 n Y4k a |
ekonomickl rast, ale iba vtedy -Mpasdnj20B3) s ¥% a
Svysokou pravdepodobnosSou rsta azh @efppnod adr2v odwur &
potrebnm® po3dmani e st ar stantutiu ako pdkoku ziBiSa d e la

pr2legitosti, tak pre samotn®ho oblana ako
rastu. 203BNd BYgu gi t i e nereagod eige t aat ¥l avy, ktor ®
zmenapr i n8ga, mingef aktesBnykmepehit ugd®m®ynna Kt or

nevyug2vaj thepoh®@adREhtmpoEciebyr apo¥Wtehst podg?
Oud?z2 .

4.Vh SLEDKY

Vdoterajgej zhabtheyji mi er i dponm?dlav osdknuepni 2nnu, sgeen
nezauj 2mavl spetymsbkoutteoQonvo.s S j e pri rozrast aj
do i st ej mi e,r y n apkroeGxkvoa pa p Ycoast at mEc las tle polkt
pober at e Oanvap rsetdalraosomiic h st a rtakimer R@ %V rokd 20050 d k o v
predstavoval pol et dichopired| sasamb eba ] Ycd lcchh o
924285.Vroku 2021 ich pol et n0R62%Bsptocbler asae@owveRar
apred| asmlrobnicoh d!chod

PodOa projekci @ rakuRy2WaDt e O/satRvoa, SRW 15) s a | a
obyvat eOov vias rokoedui a€5 ako 90 % do roku 206
podielov vekovich skepPnanml 8ddgpt §60 20 (

% (seniori).Vs Y4l asnoest iosppdopdrvo dukt 2vnom veku dosahu
(STARdat, 2022). Z’IVveden®ho vyplTva viznamnl potenc
ao|l ak 8vame, g e okrajosegmnari covrni 0 cpernens“u nsYk pzp | oourviy € k a z
dostatol nlT pr em gdHtl Patdp ser e leskroenjogreTenhi Qudr2o ksmi
tr8§venie voOn®ho | asuViakwoumaj é, iathy psadpddani
sYstredil: na rodoktovas V agi e bspoj sphspbenTch i nc
a pogi adopewkigande s prijatou koncepciou Spol ol
| l ovekmamar vgetky prajemyms®&I| bRl asdtvietsvp al cal nos

-~ (] D

aNal gi evnienotveadhlnol - gi e, | o dok §gav zpno dkp onr cowlacSt
pra c o v nmiesthSpol o]l nost i musia braS ohOad na to
prispltsoben® seniorom, | o znamen§, ge maj %
amal i bygimaSgididht nosS, nakoOko seniorsk§8 ge
v | eny tovao v . Z8roveR musia spololnosti zakompo
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svojich mar ketingovTich pl 8nov, | 2 m s mt g
konkurencii.

Demogr pfrioclk®y =zasahuj % aj do dopytu na trht
zt rhuweprg8fai bl i gne 50 % vyggie ako prich8dza
predl govanie veku Sdd U edon8dvph ydk w.j na ¢
ktorej redostatok mi ekt or T ch p si §ch poedaiotSuy etmee ua
ogetrovateOstve, Nedo: kovporsaks opnacoynej S i
aut omat icd &diooamia ymbduktivity.V roku 2050 bude na SI
N§do®ho programu akitS2 ageR2d %s p AMPEERIREZPA)s T b & .
PodOa Ledn8rovej (2021) sa stphneslepgoiroku2pd6pul 8c
a spol o]l rroswWyrsoav nabs s vygg2mi verejghmstiv] de
ako predOgi S pracovn ak &rmio®urwead®iuzicky a SJe ealdo 50 r
potrebn® prijaS opatrenia na podporu va]| gie]
trhue.prB8mena vekove] gtrukt%ry uvbymame®st wma e
ovplyvn2 trh pr §coebudelzmamgs en uztanmessS npSrviastpe!Gs o b i
zmenemas merovaS ich na gpecifi k8 potrimmb star
strany gt8tu predpok-managérente.Upkatnntue@Pods $i ku
pracovnom tr hu b udesplvsyotbvoSvraanS et Iparka c a @ n Tpecrhi
gpeci fickl m zirevdbrhine®mkua ms taa v u-o dak@d oavjl md abRaarvi o®r ¢

ahad
rof e
s8An

pracown e |j | iNnanj ovsytgig.?2 pol et viac 'rdkov g0 za ek 8 t B®nTac h
vzdel 8van? zdawritenrhyce ve . d vcondtuo vodvetviach bu
viznamn¥% Yl ohu n8hrada pracovnlch s2]. Rast

avgakzdzoejov prapodmiehkascH SR nebajdieS sarhio
nahradzuj Yci dopyt . V eocDlasii vzdESovdaorbkne8p rseint uj8ec i @r
najvygg?2 priemernl vé&&, Zamekd.nabac owvolka 240 bW n

trhepp®¢etne najsl abgie rolvakkey, optasoi sar mi
Vy gt udakej¥%a zmestpa¥St ar gFv npgrca ml g u byS v porov
gener 8§ciou pre zamestn8vateOov pr2nosom v d
zrelosti a niggej fluktu8cii. (P8l en2k a kol
TabuOkBPr i e mer nddvetviacke konomi ckiéh | innos

Odvetvia ekonontk T ch | i nnost 2 Pri emer

Li nn oosbtlia sv | nehnut eOnost 2 48,9

Vzdel 8vani e 48,3
PoOnohospodS8righolovo, | esn2ctvo a 48,2

Dod8vka vodyvoldi sotdepmaide webhslhu yByd, o 47,9

sagbdaobd vani e 47,4

Dod8vka el ektasitruyd,e npRlhyon w,z dpuacrhy 47,4

Ostatn® |innosti 46,7

Zdr avotsn?ccitlona pomoc 46,7
Stavebn2ctvo 46,6
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Dopravaa skladovaie 457
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Admi ni s tproadtp?ougie® as | 43,6
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Odborn®, teedhmclcR®a |l i nnosti 43,3
VeOkoobchod a mal oobchod motaykiova v a 42.8
Ubytovacieas t r avovacie sl ughby 41,8
Finandmi® SSovacie linnost. 40,9

I nform8cie a komuni k8ci a 402

Zdrojvl ast n® s pr aceo Wadnaijeo vn al RzESXkIIMBA Br at i sl av a
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Dl ohou gg%viusljoest v SO starnut?m zabezpel eni
zabezpel eni a, soci 81l ne,j vaz de iElewan n@ja St av e
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“uroveR | efionBp8,nz §%i ou m§ byS s¥kr okmnor Tdtpcohlo
sporiacej f8zy p r zhaedhocujee Hik koncua decembrd 2Q2blo a

vstarobnom d?® chzadkgeatiBdhpar e nsploghk a eOprvaraova
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komuni tnT cVhrokus 20209bloe@®8.6 3 i a dzeatbeeQpwe | eni e posk
soci 8l nycaharsilaudjeine?b zivod os eyipad ®wat atye® zgt yr i |
kprudk®awl geni u o@4%aazaStreorggvRu dlk ®mu rastu | ak:
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bTvania a inteligentn® dom§8cnost.i SO senzor
gi j Y2 sami. Po| te§ n¥is &v eaR vszedneil oarnoovs me n 2 pohO:
vzdel §vac? syst®m, i spodkredtikae Oskt®wSrsa € §rain
ahospod§&8r skKMenuy hrnausttnd m predpokl adom zvl §dnut
mnohT ch obl astavyhospaop8t segiat ost i prije hosp

systemat i ck 8k okhoeorrednicniS8ac i e dartckt | a il ickhov@mn T ch
Yar 0 v n sektardch. a

Starnutie slovenskej hsopplod §rcstoinjwmpak Bn iae cji ¢
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aj otom, ako zabezpeli S, aby s a na g@givote nage,]
predpoklmidé adapdijekuspel olgerodo &tyi vrstvy

Dodatok
Pr2spevok je vistupom riegenia vledoome®®ho gr

vl zvy a ma@nosti $uisiace s politikou v oblasti starnutia pre zabdzpee udgateh@o
hospo@rskeho rastu a in@eizh .
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HUMAN RESOURCESAND DIGITAL TRANSFORMATION IN
COMPANIES

Nikolai SINIAK®?,
Karol KR A J 1280

Abstract: The authors emphasized the relevance of synthetic intelligence and virtual technologies in
HR management; highlighted three main instructions ofrtimact d virtual technology on t sphee

of HR control: digital workforce (introduction of latest management methods, practical talents that
contribute to the advent of a new community organization), virtual workplace (design of the working
environmentwhich piovides performance, usimgodernverbal exchange equipment), virtual HR

control (the use of virtual tools and programs for answers, experimentation, and innovation); showed
traits in HR management in the virtual economy and necessitated modifecatithin the discipline

of HR mamagementThe authors assessed the extent of digitalization of HR control technology in
companies, offered examples of their successful use, and diagnosed the main issues of enforcing
virtual technology in domestic practicalongwith: point and fragmentarsolutons affecting simplest
individual HR processes rather than a scientific approach; the objective complexity of digitalization of
HR control capabilities and processes because of their multidimensionality; thepzaitio of

diverse categories ofaff; the lifestyles of regulations on digitalization imposed, inter alia, by using

the regulation on the protection of private data; unpegpared HR personnel to the practical use of
digital technology, as properly asadequag funding for his or hemnplemetation. The authors
highlighted the conditions that make certain fulfillment of the digital transformation of HR control,
along with the want for cultural changes that have to take area in companies.

Keywords: Humanresource management, Standardioa, Digitization, Artificial intelligence, digital
technologies, digital transformation, human capital, HR management.

JEL Classification: 015, 032, L26

INTRODUCTION

As one of the most important components of busineasralpthe human aid management
(known as HRM hereinafter) performs an crucial role in the enterprise operation ard long
term development. In recent years, new digital technologies such as big records and cloud
computing, etc. Are emerging, which has deded é¢manding situations to tremnverional

HRM model. How to combine the standards of digitization and standardization with HRM
and how will the HR departments find a proper manner to perform reform, trade the
conventional commercial enterprise versioptimize the enterprise framereatethe digital
working environment and finally set up the present day HRM version have become common
problems facing each enterprise. Aimed at solving all the conflicts and difficulties inside the
system of digitizatiorand sandardization of presenag HRM, this paper has explored issues
and positioned forward some suggestions, w t
control stage and efficiency and contribute lots to the national monetary development.

The intentiorof virtual transformation in HRhay bemultifold:
- To automate techniques and decrease the time spent on repetitive tasks.
- To maximize the worker experience.

- To use the freedp time to strategize and in the end advantage the enterprise backside
line.

57(PhD.), Private irstitute of business and managem@&public oBelarus, email: siniakn@mail.ru _
%8 (Ing., PhD.),Faculty of Social ad Economic Relations, 8kand e r  Du b | e k TUneinvl €rns,i tGt uodfe n t
3,911 01 Trk n ZSlogkia,e-mail:karol.krajco@tnuni.sk
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HR dgital transformation is the trsformdion in the way HR functions, the usage of
statistics to guide all regions of HR: payroll, benefits, overall performance management,
learning and development, rewards and recognition, and hiring.

The position of HR gyups n virtual transformationsi twofdd:

- Itis responsible for its very own transformationsing automation and virtual, statistics
led tactics.

- In collaboration with the IT department, HR is now being asked to lead corporations
closer to virtual trarfermaion and help its continuadligital evolution. This entails
empowering personnel with a virtual mindset to improve workforce approaches and
beautify productivity.

The development of artificial intelligence, digital transformation abijuitous automation,
which today is called thd~ourth Industrial Revolution, creates real opportunities for
companies to concentrate in their activities on core competence while simultaneously
withdrawing everything that does not concern this core campgt in the saalled
ecosystems- clouds, netwdts, pldaforms. A company under the conditions of the fourth
industrial revolution is a mobile company, rapidly developing, capable of quickly developing
and bringing products to the market with a flexibleusture. To achieve tlke targets,
companies arerequiral to make radical changes in the way they conduct business,
restructuring business strategies and business models

Conflicts and Problems of HR Reform in the Digital Transformation

There are some tiai of the present daflRM such as ioreasingly d/erse organization
structures, larger span of control inside the actual operation, more common glide of talented
humans within an employer and among companies, and better necessities of the amount
demandedrad promptness of emploe e 6 s b a s i erefosstagenciessutgénttyseed td h
establisha exceptionally green HRM model so one can enhance the linkage of HR records,
moderately use the scientific dealing with equipment, standardize the HRM proaatdlte,

offer notable srvice to business enterps eevvedopnekent approach.

So a long way, a majority of organizations have found out office automation, webilyrimar
based provider of financiilnd management, longistance carrier of challenge management
and different stylesof informational reform,and hae developed in the route of group
business centralization. However, due to
structure, enforcegolicy of HRM work, and the diversity of professional capabilities of HR
practitioners, the statistics créa of HRM falls a ways at the back of that of other parts.
Specifically speaking, the modeday reform of HRM digitization and standardizatiomasw
facing issues resulted from the subsequent aspects.

It is considered the priiple traits of control inthe dpital economic system, necessitating
changs in the subject of HR control.

1.The formation of a new virtual commercial enterprise thinkitige variation of the
corporation's enterprisestrategy and commercial enterpriseogesses to economy
digitalization requires the hunt and implementation of recent virtual models for HR
management that meet the necessities of performance, innovation,aspeadaptability
(Konovalova, 2017; Obeidat, 2015).

2. New commercial enterpriseonditions form the brandew pogion of HR control as
actual enterprise partner (Figure 01).

3. HR control should be included into the business enterprise's busipesadpes externally
(each process / HR management function have to be subordioated business targets:
to offerthe employer with people quantitatively and qualitatively; to make sure high labor
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productivity, and internally all processes / functiofi$dH& management must be included
with every other, connected é&munmarried system

4.In order to surviveed devé op i nside the modern Aturbul en
uncertainty and instability of the digital era, human beings, companies inabersnt to
emerge as agile. Agility is the firstass of a person, a set of hursaa company as a
whole, vhich pemits them to operate efficiently and succeed inside the risky environment
(Zhu, 2016). HR management requires the formation of a philosoplagility, which
permits quickly adapting to the dynamically changing conditiohghe internal and
outsice envionment.

5. An critical issue contributing to the want for digitalizen of HR control is the rapidoom
in the number (up to 40% of the Feixertions force of advanced countries by 2020) of the
soreferred to as Millennla or era Y- human beingorn dter 1981 who met the new
millennium inside the young a long time characterized in most cases by means of deep
involvement in digital techrogies. The ideology of this era is the ideology of freedom in
the shape of achiewj the suitable stabilitamong pofessional and private life, which
requires the advent of fashions of work and HR management corresponding to this
ideology (digital jobsbendy employment, freelancing, etc.).

6. The swiftly growing records flows vital feeffective management reiges rew intelligent
virtual equipment for storing, processing and reading this information. Staff statistics need
to be an automated part of thgital HR management platform that offers managers with
the important realime sttistics and affords exetives with reattime evaluation, reducing
time spent on reports, and growing time to analyze facts and solve issues.

The combination of thabovereferred to time calls decide the transition to a essentially new
idea of a technofgically advanced, includedand fased totally on the analysis of HR
management facts, called AHR 3. 00.

Strategie focus

Metaphor Strategic partner 4 Agent of change
Role : ’ . . d
Management of Strategic Human Management of Transformation and
Resourees Change

g

i w
5 * > £
= Management of Company’s Management of Employee Contribution )

Infrastructure
Administrative expert Employee representative
i J

Operational focus

Positioning Deviation

For a protracted ufianet uriifnogc,u sy eatg meglneacnt i ng
companies have not been absolutely sqlveal issues of inactive roeanismand nonr
fashionable management at the moment are facing corporations. Although the enterprise scale

is expanding, the financial befitecontinues to be in stagnation due to these issues, which has
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emerged as the inner cooment that restricts enfer i degetopment. For now, the site of

HRM gadget digitization of some organizations continues to be confined to the
electronization of pesent day enterprise workflow, but not located on the real contents of
HRM, which is to gstematically collect, aconulate and examine the human aid facts
through management below the historic history of massive data, and to deeply act on strategic

path mmki ng plans of human ai d, optimization
leading cew establishment, spedfpositoning of elites, making plans and development of

empl oyees6 <career, and management of empl o
indistinct positioning, the modern human use

assisting data. The deé only serves because the operational software program of HRM
department, but now not interacts with the carefully associated financial atad
manufacturing management machine, which has prompted that groups may have a tendency
to act in the back of cked doos inside the limited studying potential of the device.
Meanwhile, manager at distinctive levels cannot deal with the workplace fhamrk
manufacturing and control procedure, and human aid service procedure at the mgjogl ru
platform, so seniothandlirg leaders will abandon all sorts of decision support system
consisting of human resource data system. Although the facts constrisctimw under
constant improvement, nonetheless there exists offline paintings flow afféwe senior
leaders, whih will increase the workload and price whilst decreases running efficiency.

Poor Integration

In the conventional management version andissiies device, there are problems like
decentralized inner system, poor horizontal irdégn, and stagnant lortgdinal

i nterconnecti on. Therefore, the Al onely 1 sl a
machine sever el y unifopracontrgl efforts.eThedragmented gnterprise

device reasons inefficient informatiplack of overall data nking plans and failure to be
incorporated into the whole management data platform. Separation from employees planning

to real production, fnm annual budge to financial management, from human useful resource

to other enterprise stems outcomes in that thelationship between one of a kind businesses

or even the different works of identical enterprise is more often than not independent,
fragmented and segmentary, and difficult to recognize the facts sharing. Management
personnel bvarious tiers have diftulties in being informed of the complete every day

human aid circumstance of the fundamental units. Basic statistics are in want of green
integration and has a lower stage of standardization, further to which, it lacks theatigani

and compamgegreestatisics and working general and widespread business flow. Therefore,
facts coding isn't uni fi ed widtth recagnize dhep | e
interconnection and healthy between records. Besides, the low ddgtee supply and

integraton effects within the poorer portability of some brilliant subsystems, which causes the
failure to understand the mixing and promoting of owercial enterprise or to efficaciously

help companyds business analysis.

Significance ofthe Standardization Refom of HR in the Digital Transformation

The look of digitization is very vital to the business transformation at present. In the beyond,
it was a dependency for HR to use the trends over past years to be expecting the destiny
adjugment, which changed intmodernoptimization. However influenced by means of the
digital transformation, the complete enterprise version has changed, and the limitless
imaginary area of HR makes it capable of rapidly carry on innovation and exploratibe. |

face of future expl@tion, HR desires to consider the device innovation from aspects of two
primary disciplines. The first one is fee creation, because of #esunes taken in HR should
create higher commercial enterprise fee; the other onedstigéness improvementif the
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new HR measures can help organization to enh
statistics platform is a fixed of centralized infmat i on devi ce, and co
procedure may be organically linked with infornoati technology, which canssist b
comprehend personnel 6s ent i r e-boardingstoeedurce cycC
approval, daily employees and profits dispatchmgnagement to leaving the employer;

besides, it may also understand the entire opewdtisystem control from eoloyees
management, income control, talent training management, real time finances manage and
price control, etc. By clarifying responsibiég, the commercial enterprise procedure may be
ordinary and standard; with the aid of kivay use of the flexible rad effective workflow

technology, fixed commercial enterprise process can be followed and inner manipulate and
warning can be realized, whidhcilitates to provide the idea for the efficient manipulate of

various control levelsto restrict the arbitraress andt o st rengt hen the a

mani pul ate. At the identical ti me, changing
conduct mg assist people eliminate tedious paintings to do creative work, and to boom
working eficiency, acquire scientfidecis on and | mprove business
efficiency.

HRO6s Rol e -Wide DBjitalsTramsirsnation

As HR takesobligation for its own digital transformation, it is also expected to take the lead

in allowing the tansformation of the resif the organization. While IT takes care of the
digital t hing, HR6s rol e i si assisting exchingerthee nt at e
attitude and helping create the culture. Simply put, because the custodian of the hugan enjo
within the workplace, HRs atthe center of permitting digital transformation.

Employees love consumgrade experiences in their npoblic lives, like talking to a
chatbot to complain approximately the overdue transport of their meals order. Bat in th
workplace, they will feathe ame chatbot for a number of reasons. For example, they'll
worry that the statistics they share with those chatbots magdtkin opposition to them, that
this automated device will take their task from them, or actuallgugethat this trend migh

not last.

ABehavior alternate is a vital i ssue when en
beings thatnakeanener pri se successful 0.

Is recommendegarticular approaches to get personnel on board when implegendigital
transformatioproed . AHR can assi st to provide gettin
employees to make learning fun, emgand & f ec.t i veo

For example, in getting personnel to applypsiwered tools, you could tell them thatstAl

that autegenerates playlist for them to concentrate to on Spotify based on their preferences.
This can open up their mind to the positive functioh&\l, and they may be more likely to
include it as a useful tool.

Some of the other benefits youndaighlight are:

1. Quickness How easily a digital solution will improve the speed at which employees
work.

2. Simplicity: How easy it is to use thsolution.
3. Freedom from repetitive tasks:How it frees up time to do more creative tasks.

4. Anonymity: How, while chta collection is the normin sane areas (such as in
engagement surveys), the data is collected anonymously to help identify an
organizatioawide trend only.
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| n addition, By p r-demandl and ghrougle muitiple chgnnels ant h o]
everyday agvities, your employees calearne f f i ci ently in real ti me
also essential to make learning highly immersive, interactivd selpaced, so employees

can practice tasks specific to their daily activities in the context of theirgod at the rate of

change theyare comfortable with.

Challenges to the Digital Transformation of HR

> sx? Lack of a clear
L =¥ strategy or goal

for digital transforrmation
_FIJ/E};:/""‘L Resista Nnce from [ o, g Lack of bud_g_el:
|y the C-suite to enable digital
| — to inwvest transformation

=r Lack of expertise Lack of agility im
éﬂl O im leading the digital upgrading to nmnew
ﬁ transformation project digital solutions

= 2012 HR TECHMNOLOGIST

| mproving Companiesdo Crisis Control, and Red

The HR digital mangement facts platform improves the consistency of data and realizes the
simultaneity of logistics, capital goith the flow and facts gfie thraugh the mixing of a wide
variety of inner and outside business. By integrating the overall production prdoess, t
gadget collects personnel, fund, substances and other critical resourcealize the
cooperative manufagating paintings and eoal for manufacturing, improve efficiency and

useful resource integration, keep away from
crisis. The real time information evaluation is also capable of dssistegrate, modernize,
standardize and automatempanp s oper ati onal met hods i n el

management, reports and statistics, and abilities improvement and management. Besides,
thanks to the real time information analysis, the constanéase in the quantity ddcts and

records can timly andefficiently provide data, based on which corporations are capable of
make the pleasant choice and to face up to the periodic crisis.

Standardizing Operation Process, and Improving Enterprising Mangement Model

There aresome urgent tasks like aptizing enterprising control model, integrating data
utility and informatization management innovation, and the HR virtual management records
platform is an integrated management model that combines tee@upanagement thought

with management methodsie imer useful resource with outside environmental information.
Based on the actual condition, this platform integrates and optimizes the business method and
company useful resource allocation, and bsdhle longestablished mnagement version, all

of which ae beneficial to offer an integrated, effective and fairly efficient facts control
system. The business process may be more affordable and decrease the rehandling.
Meanwhile, the HR digital managemenformation platform $ capable to carry out flo
manipulate and facts verification, so as soon as an mistakes in the manage scale occurs, the
machine will automatically create verifying facts, keep away fromdegree human errors

and improve the cordt performance with a ebr direction. Thereforéhe neessity to carry

on the HR digitization and standardization reform has been highlighted, and becomes the
development course and inevitable desire of the cuéiige HRM.
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Suggestions about the HR Stadardization Reform in the Digital Transformation

In the digitization and standardization reform, the adjustment and change of the human
resource wil/l become wvery rapid. Il n order
aggressive forces and sustdileaimprovement levelghe strategy wanted is t.ssemi® the
management model and design machine blueprint to standardize the relevant commercial
enterprise manner based totally on the actual enterprise scenario and evaluations of
procedures. At the idéoal time, on the ideaof making sure the moduiaation
standardization and functionization of the
decorate the functions of statistics batch penetration, extraction, integration and processing,
simplify the enterprise operatial manner of HRM, and tiety exmnd multirunning
platform, make certain the facts is dependable and researchable based totally on the integrated
gadget, clear up all the problems inside the reform process via taking all the ybowerf
measures and enhartbe very last results.

RESEARCH METHODS

Currently, packages with elements of artificial intelligence (Artificial intelligence (Al)) are
capable of solve almost the entire range of tasks going through HR managers: from deciding
on acandidate to reading ¢hemotional nation of anmgloyee (Jesuthasan, 2017; Larkin,
2017). Similar answers are offered by means of massive developdicsosoft (MSFT,
NASDAQ), SAP (SAP, NYSE), IBM (IBM, NASDAQ), quite small developers, for example,
Workday (WDAY, NYSE). For eample, the software SAP Reme Macher from the SAP

SE developer (SAP, NYSE) is able to examine information about job duties and capabilities
on a particular position, analyze facts from thousands of resumes furnished by means of th
HR department, and rlrcandidates. The fabrieat from Entelo Inc. Is able to investigate
publicly available statistics about 300 million capability applicants and pick appropriate ones
for the agency's requirements. Chat bot is a program this is ddstgnsimulate human
behavior when communicatingitth oneor more interlocutors, Firstjob Mya can eliminate up

to 75% of the questions asked by way of people in the recruiting process, the Wade and
Wendy bot chats with candidates and enables them undérstanh e or g atmre, z at i or
employment possibiiies am recruitment process, etc. (Sharapova, Sharapova, &amp;
Shvetsova, 2017). New employee training systems are the fastest developing segment in IT
technology costs. Relatively recently, companies werdgent material withreating virtual
universities andortline course catalogs, today corporate schooling is considered as a fairly
strategic business place targeted on innovation and leadership improvement, presenting
world-class gaining knowledge of jey, longterm career irprovement, integrating mitid
functional teams for integration and teamwork. The development of interdisciplinary talents is
cruci al because these capabilities are stead
of groups. Cgporate schooling depanents are gradually remddey from carriers and
training organizers into content material curators and revel in facilitators, growing innovative
structures that turn mastering and improvement into aregifiating lesson, helping
empl oy ees firbva,a&018; Nagbidaadamhp@hchulna, 2017). At the identical

time, personnel have to be taken into consideration as internal clients involved in fantastic
independent learning, improvement in their professional capabilities asd#&i@o for a a
successcareer. There ismaextrene shiftin cognizance from inner corporate applications
aimed at developing people, to structures that can increase people. The presence of mobile
gadgets makes learning potentially available to each parsbat any time. Compas either

create their ow masteing structures or use reattyade offers, trying to seamlessly integrate
internal and outside content. For example, GE launched the Brilliant U onlinelgaliemg
platform that is actively used bgrganization personndlast year, according togancy
statistics, approximately 30% of personnel downloaded their training content for other
employees). Currently, a new set of modday merchandise has entered the studying device
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market (for example, &hgather, Degreed, SAPam, Oracle's Video Leany, Wokday
Learning, Skillsoft's new gaining knowledge of platform), which are fundamentally distinct
from traditional LMS (Learning Management System) and provide education materials, video
and mobile leming answers, mickstudying and new ways to injeate ad use the growing
library of external MOOCs (Massive Open Online Courses) of such suppliers as Coursera,
Udacity, EdX, Udemy and many others available on the Internet, and even allow personnel to
interact on line with expés in exactly those area exanine in which they want it, and at a

time this is convenient for them.

One of the key factors contributing to the intensive development of workforce analytics
(alongside with competitive pressure)tie development of vl technologies (analyat
information can be received using most ERP structures and talent control structures, observe
tools, text and semantic analysis modules, software program recruitment management
structures and team of wanks schooling). 86% ofdftune 1000 companies ag®ing D
introduce outside records tactics into their day by day practice (Konovalova, 2017). The
fundamental trends within the use of HR analytics consist of the following (Sekhar et al.,
2016; Shah, Irani&amp; Sharif, 2017): ntent for mediurtime perod HR drategies;
strategic staff planning; managers have the odppity to independently (withut the
mediation of the HR service) use the analytical information on troubles of interest to them;
agenciesamplify the insurance obig information analysigstatigics furnished through
candidates and personnel are supplemented through external data from social networks (along
with Facebook and Linkedin) and available information on human pastime at thethtern

CASE STUDIES

As sudies show, when introdugy digital technologies and elements of artificial intelligence
in HR management, domestic companies face the following problems:

1. Fragmentation, precision, and now not systematic use of digital technologies in HR
management. éparate HR management ftioos Gelection, improvement, evaluation, etc.)
are executed in isolation from each other, no longer coordinating with othecessws,
criteria, technology fluctuate in different capabilities of HR management, as a reshichf w
staff orientation cleer toresults for commercial enterprise is lostBelarus the majority of

these involved in automating HR strategies makesofisactor solutions (63%). More than

half of the organizations develamw three HR strategies, witthhe main areas of autonat
workforce recruitment and inner communications, and more attention has been paid to
employee assessment and training. And efiétty corporation started the use of an internal
immediate messaging application and / or thensqeal social network. Theercemage of
employers who have implemented a unified device of automation of HR control does no
longer exceed 35%.

2. The techaology used are inseparable from HR control functions and strategies. Therefore,
it's miles not posble to talk about the uga of bols primarily based on artificial intelligence,
digital technology, while no longer all current HR management capabaiteegnplemented

in our domestic agencies. Today, simplest 7% of corporations use cellular tecs dtwg
coaching, 10% foperformance management, 8% for time planning, 13% for recruiting and
candidate control, and 21% for vacation planning.

3. The intoduction of digital technology in workforce work is complex with the aid of the
fact that HR controapproaches are pretty roplex, heterogeneous and diverse. They involve
now not handiest HR personnel, but also line managers, regular personnel. ThefidBby
requires attention of numerous aspects, which includes labor regulation, the perspectives of
change unions, the statd affairs at the labor marketplace, etc. There also are direct
restrictions at the sports of HR, together with the law onmiic facts, the want to respect
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the confidentiality of statistics relating to wages. In addition,eh@ecesses concern people
with their particular private and professional quality, and therefore difficult to formalize.

4. The Law on Personal Data, in peular, the circumstance that npablic records of
Belawsian citizens cannot be stored outsigeBelarus makes it impasible © use some of
contemporary foreign virtual technologies, since they're cloudy and have statistics processing
facilities abrad.

5. In Belarusiancompanies, an awareness of the significance of digitalization of HR
managemenis handiest emerging. Aordingto experts, théelarusianmarket lags behind

the western one inside the development of virtual technology in the subject of HR control for
5-7 years, consisting of due to insufficient funding (simplest 18% of organizatiame a
budget for HR awmation every other 37% have a tangible want for such a price range;
among those 57 % were not engaged in automation, 57% were forced to abandaunsi béc

lack of funds, 17 % deserted it due to loss of time and differeisorgces).

6. An obstaclenay al® be the noravailability of HR personnel to digital technology, as well
as the natural worry of revolutionary adjustments, which includes wbyopping paintings
due to system automation, and resistance to change.

Corsidering the situations &l ensve the achievement of digital transformation of HR
control, specialists identify the toughest cultural adjustments that have to occur within the
enterprise: modifications in thinking, management style, within the systesmanfuraging
innovation andin ad@ting new enterprise models to enhance the work of the business
enterprisebdbs employees and i t-Bigitat cosradictsnte r s
established approaches of working and is a risk to traditional gaarent practices: virtual
technobgy allow anybody to freely exchange data; managers no longer have whole manage
over the messages, targets, andatfitlates of news and anno@msents.

CONCLUSION

A digital transformation pursutb create an agile corpation that is ready to @tnateas era
maintains advancing. Technology will constantly be ahead of the curve as organizations try to
trap up. The absence of this agility can e @f the reasons why virtual transformation
strategies fail.

What you as amHR professional can do igrepareyour enterprise and your team to stay
engaged in this method, and adopt technology at its peak, optimally. For that, you want to be
organized yotself. Stay aware, stay current, and make certain which you know what your
competitors are doing insidie identical area. Radical changes in the virtual technology are
changing the profe of HR management. Digital HEontrol isn't always just automati@md
digitalization of traditional HR management functions, however the oediec of these
functions lased ttally on new digital commercial enterprise thinking, with a focus on human
beings and paintings efficiency. The virtual transformation of HR nmenagt starts with a
change in thinking inside the framework of HR managemieased totally on changing
priorities, performing capabilities in real time, the use of platforms and cloud technologies,
automation and mobility. It is essentialdmphasizeha the creation of artificial intelligence

and automation will increase the portance of technicahbilities that make certain the
creation, installation and renovation of machines. €iaminerof the World Economic
Forum highlighted the abilities that tithe aid of 2020 will become the highest precedence
for employers, namelythe potential to solve cgofex tesks, important thinking, creativity,

the potential to manage human beings, the capability to cooperate with others, emotional
intelligence, pruderte and decisiomaking, service orientation, negotiation abilities,
cognitiveflexibility (Gray, 2016).Introducing synthetic intelligence and digital technologies
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inside the discipline of HR control, it's miles critical now not to loseestablished setf
human values.

In the process of HRM digitization and standardization sfiammation, in order to
comprehesively upgrade the HRM quality, efficienthecognizethe very last cause of HRM
digitization and standardization, we want to observe the oveetthod of unified planning,
top-degree design, stepith the aid ofstep impémentation and consistemhprovanent,
emphasize the value, and refine the manner of relevant business and put off the individual
Information Island through enterprise integrati@esides, we need to also standardize the
Awei ghti ng syst eecognizethe highdegreegsefuhresource sharing, and
gradually enlarge the application variety to bring the final purpose into reality.
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THE DEVELOPMENT OF SMALL AND MEDIUM -SIZED ENTERPRISES IN
THE SLOVAK RE PUBLIC WITH A FOCUS O N THE NEED USE OF HUMAN
RESOURCES

JanaSOCHUo6 CK®VC

Abstract: One of the basic prerequisites for the healthy economic developmibet euntry is the
developmenof small and mediursized businesseB Slovakia, small and ediumsized enterprises
play an important role in job creation, crean of added value, have a positive impact on supporting
the local economy and balancing regab development differenceSince 2010, the performance of
SMEs in Slovakia has increasdd 2019, SMEs recorded a positive development, but their results
reaclted the lowest growth in the last three years, which was caused by the slowdown in the growth
rate of the Slovak econonfyarting in 2020, SMEs have to cope with the effects of the carasa
pandemiclIn the contribution, we will focus on the state amy@&opment of small and medisized
enterprises in the Slovak Republic, their developmertenms of legal forms and theregional
distribution We will evaluate the structure and usehuman resources and employment in small and
mediumsized enterprias

Key words: small and medium enterprises, employment, human resosetasy

JEL Classification: M21, J21

1.INTRODUCTION

Small and mediursized enterpsies play a key role in the Slovak econorBye to their
number, they significantly influendée state and development of macroeconomic indicators
The dynamic development of small andediumsized businesses is ord the basic
prerequisites for the hehit economic development of the country

Small and mediursized enterpriseepresent the doinant formof thebusiness organization

in the Slovak Republic. Tlyeundertake mainly within the areas of activities ané&ors with
claims for theworkforce. Their competiteness also depends on the ability of workers to
meet the new requirements fdills and qalifications. A key problem for SMEs is a need to
improve their imovative capaty. (Glatz, Misda, 2016)

Smal and mediurrsized enterprises are mostly considered to be the main drivers of the
economies of individual countries. However, at time of the Covidl9 pandemic, it was

SMEs that were more vulnerable compatedarge compaes, as this type of business

highly dependent on the speed of money turnover, while reduced demand during the corona
crisis disrupted the cash flows of compm(Winarsih akol., 2021).

Small businesses are the sourcenabvation in the economy, bause asignificant number
of inventions is fromindependent innovators or small businessesmall businesses is less
organizational constraints and more scoder individual initiative, innovation are an
importantcondition for survival in the marketmanager®f small businesssare usually more
involved on realization of innovation, innovation is natways advantageous in large
c 0 mp a r{dajkos2010)

Unde the conditions of the Slovak Republic, business, especiallyl amé mediumsized
business,has an irreplaceable roleriparily in the area of job creation and regional
developmentThe business environment in its broadest sense reflects the quadgrafmic
conditions and prerequisites for the economic actigitybusiness entitiesA high-quality
business environmentyhich creates the conditions for achieving ldagn sustainable

®lng. Jana SocAlu©f&mo&r niviRirbsiDetky U n yDfrSeadial &nd Econénzcc u | t
Relatons Gt udent sk§ 3, ifQjdndochiakdva@tmuhi.8kn, Sl ov ak
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economic growth, is a basic prerequisite for business developmentinareasing the
competitiveness of the Slovak Republic on anenmational scale Within dewloped
economies, the SME gdec is considered the most flexible, most efficient, most progressive,
most innovative and therefore the most important elementeoétionomyFor this reason,
the countries of the European Unjas well as other developeduriries of the world, pay
maxmum attention to the state of small and medgiged businesses and consistently take
measures for their developmeit these coumies, the support of small and medusized
businesses has bewe an important part of the a@dl economic strategy in thiast thirty
years Even in the case of the Slovak Republic, the development of small and rrsidadn
businesses is defined as orfetlee priorities for the further economic development of the
country. A fundamental factor irthe development of the SME «der in Slovakia is the
creation of a suitable business environmémtpractice, this means simplifying and making
the legislation rare transparent, reducing the administrative and tax buradeng#tening the
supporting infastructure and improving ag=®to capital as a basic or additional source of
financing

In 2020, the Slovak economy recorded a drop in GDP due to the pandentie first time
since the economic crisis in 2009. The riegaconsequences of the pandemiso affected

the sector omall and mediursized enterprise®ue to the impact of the pandemic and the
need to take anpandemic measures, the growth in theenber of SMEs from previous years
practically stopped The ®ronavirus interrupted the growttrajectory of all important
economic indicators of SMEBespite support measures to preserve jobs, small and medium
sized enterprises could not even maintairpleyment The decline in SME employment
occurred after the prious annual growth that had be@ngoing since 2014SBA, 2021)

In the contribution, we will focus on the state and development of small and meidiedn
enterprises in the Slovak Republictime period 2012021, their development in terms of
legal forms and theregional distributio. We will evaluate the stragre and use of human
resources and employment in small and meekizad enterprisesVe will evaluate and
analyze the selected indiors based on the data of the Statistical Office of the Slovak
Republic

2. STATUS AND DEVELOPMENT OF SMALL AND MEDIUM -SIZED
ENTERPRISES IN THE SR

The successful period for small and medisimed entrepreneurs in Slovakia, which lasted
practically sincehe end of the global fimeial and economic crisis, was definitively ended by
the corona cris. The pandemic of the Cowt9 virus led to a significant drop in domestic
and foreign demand and the necessity of adopting a wide range -paadgmic measas,
which fundamentally d@écted several sectors of the economfie high sensitivity of the
business environment to suchfundamental change in conditions manifested itself in the
form of a halt in the growth of the number of small and meekizad entegrises, which
occurred inthe previous decad&mall and mediursized enterprises in Slovakmake up
99.9% of the total nmber of business entitie§he most significant representation in the total
number of active business entities has long been achl®vedicro-enterprises (93%). A
significantly lower share is achieved by small (2.1%) andinmedized enterprises (0.5%)
Compared to other EU countries, Slovakia has the highest share ofanierprises in the
total number of business entitidhe number of active SMEs in Slakia has hardly changed
yearonyear. In 2021, there was an increasf 6% compared to the preus year
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Table 1: Number of active business entities by size categor

Size categoriey 2015 2016 2017 2018 2019 2020 2021 Index
of enterprise Number| Number| Number| Number| Number | Number | Number| in % | 21/20

Microerterprise | 515236| 541719| 550016| 54255 577827 580940| 618115| 973 | 1.06

Small 12984| 12662| 14159| 14328 14601 13491| 13469 21| 0.99
businesse
Medium 2843 2741 2956 2988 2943 2740 2725 04| 0.99
enterprise
Large 666 636 662 680 671 642 655| 01| 1.02
enterprise

SMEs together | 531063| 557122| 567131 | 559841| 595371 597171 | 634309| 999 | 1.06

Enterprises 531729| 55778 | 567793| 560521| 596042 597813| 634964 100| 1.06
together

Source: processed on the basis of data from the Statistical Office of the Slovak Republic

Theregional structure of SMEs has long Ineeharacterized by a dominant representation of
business entities based in the Bratislava regdgproximately every fifth actie small and
mediumsized enterprise has its headquarters in the mentioned regk020 and2021, there

was a significant deease in SMEs for most regions in the Slovak Repubhe decline of

small and mediursized enterprises in 2020 was charadierisf most regions of the Slovak

Republic The number of SMEs decreased the most in the BansBBy st ri ca and
regionsThe pandemic did not significantly affec:
and Banskobystrica regiont the mentioned regions, the number of SMEs increased year
onryear The highest rate of business activity is iagkd in the districts of the city of
Bratisl ava, Kogice and i n .sTeelregiorns efdvesttrnandr i ct s
northern Slovakia are generally characterized by a higher rate of buartasty, on the

contrary, a low rate of busines&tivity is achieved in less developed regions, in eastern
Slovakia and southern central Slovakia

Table 2: Development of the number of established entities according to legal fasm

Legal form of SME 2015 2016 | 2017 | 2018 | 2019 | 2020 | Index20/19
SMEsi legal entities 13630| 19398| 21662| 22626| 25139| 22740 0.90
self employés 35539| 36518| 40826| 50938| 54225| 54592 1.01
Selfemployed farmey 1203 1573 456 490 230 310 1.35
freelance professio 2274| 1349 2460| 4021 5289| 5532 1.05
Total SMEs 52646| 58838| 65404| 78075 | 84883| 83174 0.98

Source: pocessed on the basis of data from the Statistical Office of the Slovak Republic

From the point of view of legal form, the highest number of newly created business entities
are selemployed The structure of SMEs aoding to legal forms continues to be
characterized by the predominant share of natural peis@mrepreneurs (59.4%), which
increased in 2021 after the previous declifiee share of SMEs legal entities in th tal
number of SMEs decreased to 40.6%

Table 3: Development of the number of defunct entities by legal fon

Legal form of SME 2015 | 2016 | 2017 | 2018 | 2019 | 2020 | Index20/19
SMEsi legal entities 9134 9131 9166 5442 4497 | 4467 0.99
self employeés 32502| 43503| 42255| 41417| 45754| 39132 0.86
Selfemployedfarmes 424 432 560 453 328 304 0.93
freelance professio 878 812 618| 4856| 5518| 3745 0.68
Total SMEs 42938| 53599| 52599| 52168| 56097| 47648 0.85

Source: pocessed on the basis of data from the Statisti¢at®©of the Slovak Republic
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In 2021, the numbeof active natural personsentrepreneurs increased by 11.ZPhke year
onyear growth in the number of natural persorentrepreneurs is due to the increase in the
number of selemployed persons, which iragd by 12.2% after the preusdecline In the

case of other legal forms of natural personsntrepreneurs, a slight yeanyear decrease

was recordedAn essential part of the successful operation of small and mesiagd
enterprises on the market their innovative activity Innovations are cuently one of the
important sources of economic growthhey contribute not only to the growth of the
countrys competitiveness, but also to the creation of new jobs, improvement of the quality of
life, environmental protection and sustainaldevelopment

Tabu O k aEntdrprises with innovative activity by size groups of entgurises

2010 2012 2014 2016 2018 2020

Enterprises together| Number of businesse 2306 2496 2632 2488 2794 3204
Enterprises together| Shareof the total numbe

of enterpises in% 32.79 31.29 2917 28.68 2796 | 3396

Small businessge Number of businesse 1274 1585 1772 1450 1753 2053
Small businessge Share of the total numbe

of enterprises %6 26.69 27.23 2586 | 2278 | 2329 | 2878

Medium enterprises | Number of businesse 757 657 633 782 754 848
Medium enterprise | Share of the total numbe

of enterprises it 41.34 37.72 36.21 4155 3790 | 4611

Large enterprise Number of businesse 275 254 227 256 287 303
Large enterpres Share of tie toal number

of enterprises %6 64.25 6135 53.92 59.67 6040 | 6549

Source: pocessed on the basis of data from the Statistical Office of the Slovak Republic

When we look at enterprises with innovative activity broken down by size groups, the larges
shareis heldby innovative entgarises in thegroup of large enterprises, where their share has
long been above 60%, in 2020 it was 65% of large enterprises that, as part of their activities
devoted to innovative activitieth 2020, the share of innating enterpriges in the size group

of mediumsized enterprises was 46%, and among small enterprises more than 33% of
enterprises are engaged in innovative activities

In 2020, the negative effects of the corona crisis on Slovakia's economy were alsfedaf]

the deelopment of the eecwmmic performace of the sector of small and medismed
enterprisesin 2020, the growth trajectory of all important economic indicators of SMEs was
interrupted The effects of the pandemic were also noticeable inrdee @innovative activity

of compaies In particular, small and mediursized enterprises reassessed planned
innovation activities, or suspended them completely

3. EMPLOYMENT IN SMALL AND MEDIUM -SIZED ENTERPRISES

The global market is characterized bpiddy changing onditions and incr&sing competitve
pressuresThis requires a faster and better ability of businesses to respond to variations in
demand in the economic cycleEhe consequences of this are also beginning to be felt in small
and mediurrsized enteprises Such enterprises fia the highesshare in the creation of jobs

in the economy of Slovakia, because they employ a decisive part of the workifbeye
create employment opportunities in a variety of fields, often in {afiensive industas that
requirehighly skilled laba.

The factos that influenced the development of the labor market in the yearsZfiZ®Owere
mainly of a noreconomic nature The coronavirus pandemic has negatively affected
employment in the national economy, inchuglithe corporatesector After the previous
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increase, in 2020 the average number of employed persons in the national economy and thus
also in small and mediwsized enterprises decreased yaayear And this despite the
support measures taken to maintamploynent This negative developant continuedn

2021. The decrease in employment in the SME sector thus interrupted the growth that had
been ongoing since 2014

Table 5: Number of persons employed in SMEs and the share of SMEs in the Slovak Republic's
employment

2014 2015 2016 2017 2018 2019 2020 2021

Number of

. 1313084| 1322382| 1368782| 1387848| 1407324| 1430804| 1400859| 1389960
employees in SME

The share of SMEs
in employment in the] 732 737 74.2 739 732 738 74.2 74.3
Slovak Republic (%

Source: processd on the basis of datadm the Statistal Office of the Slovak Republic

The share of small and meditsized enterprises in employment in the Slovak Republic is
maintained at 74% Thus, small and mediwsized enterprises provide employment
oppatunitiesin the corporate econonty almost thre quarters of the active workforcearge
businesses employ around a quarter of the workfolrtean international comparison,
Slovakia continues to rank among countries with an albeeeage share of smadind
mediumsized enterprises in efgyment

Table 6: Average monthly salary of an employee (Eurp

Size categories of enterprise 2014 | 2015 | 2016 | 2017 | 2018 | 2019 | 2020 | 2021
Small businessg 7475 769 784 | 8235 860 920| 9495| 1011
Medium enterprise 918 942 983 1029 1099 | 1196| 1244| 1338
Largeenterprigs 1036 | 1064| 1110| 1173| 1258| 1369| 1424| 1528
Self employaels - estimate 595 601 608 616 635 662 653 685

Source: pocessed on the basis of data from the Statistical Office of the Slovak Republic

With the growthof employmat in Slovakia, unempionent and théack of free labor force,
especially qualified ones, gradually decreasBEuis development also put pressure on the
growth of employee wage$he lowest level of average wages is achieved by employees in
micro-enterpries (seemployed) On the contrary,within SMEs, employees of medium
sized enterprises achieve the highest wage2021, the average salary of an employee in a
mediumsized enterprise was EUR 1,338 the case of large enterprises, the agersalary

of an employee in a giveyear was athe level of EUR 1,528The average wage increases
with the growing size of garprises.

4. CONCLUSION

Small and mediursized enterprises are considered to be an important driving force of the
economy mainl because oftheir contribution tojob creation, added value, thereby
contributing to economic growtfheir position is important in terms of job cregttj creation

of added value, they have a positive impact on supporting the local economy and equalizing
differencesin regional developménDue to thei number, they significantly influence the
state and development of macroeconomic indicators

A basicprerequisite for the development of small and medsimad enterprises is a high
quality business environent Just & the business envirormmt of individual countries differs,
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so do the conditions for doing business at the level of lower regional uhitd) wontribute

to the uneven development of small and medsimad businesses in Slovakidgnfortunately

this devebpment does not lead the desired aduction of regional differences, quite the
opposite The growing attractiveness of the most econolyickeveloped regions of Slovakia
naturally brings with it a higher concentration of business activitessiting h even greater
lagging behind the lesdeveloped regionsThe spatial distribution of SMEs in Slovakia is
stable over time with a high casrmtration in the west and north of Slovakt&om the point

of view of business activity, it is the moshportant ad attractive area of & Bratislava
region, while the importance of this area is constantly increagdegpite the adoption of
several prtial support measures with the intention of improving the business environment,
small and mediunrsized eftrepreneursn Slovakia themselveperceive the éerioration of
business conditions in recent yearse decrease in the competitiveness of SIoVEIES is
mainly caused by the instability and ambiguity of laws, the high tax and levy burden on
business, iareasing admistrative costs, thiack of qualifed labor and its price

In conclusion, we can state that, despite the possibilities, the SlovakblReis still
considered a moderate innovator both in the global and European Bpawder for the
company, as wellas the economy itselfp survive inthe current competitive struggle, they
must respond flexibly to the changes that global societg$®rAnd if the economy does not
support, initiate and create suitable conditions for innovation, oth@oetes will overtake

it. Recently,the COVID-19 pandemic has slowed down and limited innovative activities in
some industrieBut at the same timd, created a new space and brought new challenges for
the development of innovationk is essential notot stop in tle innovation process drto
create, gpecially on the part of the state, suitable conditions for the use of the innovation
potential, wich the Slovak Republic undoubtedly possesses
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TRENDY V NELEGCLNEJ PRCCI A NELEGCLNOM
TRENDS INUNDECLARED WORK AND ILLEGAL EMPLOYMENT

Jana@P ANK O% C
Adriana GRE N L € KBvC
JozefH A B C Nf K

Abstrakt: Nel eg8l na pr8ca a neleg8bkat alamesvB§unganipa
hOadi ska pracovnopr 8vnych vzSahov a m8§ negat 2\

zamestngvateOa, al e aj smmed meth®m z A n@lp/dnska, mle al. e M ®
aj v Eur-pskej Yani i, pheskom. 8 q@ts¥kditiol sial aaudgpeci 8zl
probl emati ku nel eg8l nej pr8ce a JovensKeje rgpgilliky.e h o Z
Predkl adans§ gb%dOaasalykpodnmeakymwbndenta\am®klch by bo
ochotn?2 nelaeSg § | kndee pwiadkioav vi hody a z8roveR aj n e
anal Tz vyplTva, gevanesmlaahsat eoj g& ars i maohtnzuvtoime bpir 2 j mu
vidavkov a gntgehveepdmBEBage.

KO%| ove@Nell eogyEl:na pr §csat,n 8\vea neige§,| nMz dzaa,meTr h pr §ce

Abstract: lllegal work and illegal employment represent a really serious probleterins of labour
relations anchas a negative impacin the economy, the whdaeciety, the employer and the employee
himself. The subject is of interest not only in Slovakia, but also in the European Union, which has
carried out a special surveyn the sudy, the authors focus on tlesue of illegal workand illegal
employment othe territory of the Slovak Republic. The present study aims to analyse the motivational
conditions of the respondents, under which they would be willing to work illegallye thiegrsee the
advantages and isadvantages of suchmployment. The analysesosh that the most frequent
motivation is the desire to achieve an income with the least possible expenses and to reduce the
administrative burden.

Key words: lllegal employment]legal work, Labour market, Ages

JEL Classification: J61, F22

1. bvoOoD
Nel eg8§lna pr8ca je celospololenskl probl ®m,
zng8me, ge m8 negat2vny dopad na soci 8l ne z

sp! snmbvp !l yvRuj e v gehaproduktu.b ®h o do m§

K neleg8lnej pz&mestan HwedreigBlhearth§dza z ekono
o YWspory na daRovl ch, soci 8l nych a zdravotn

nel eg8l ne z ame s ttrneStv2ag 4 kprr@js?lnvni2 cpr akokngl i
Organi z§8ci pn 8i nzaasnheesdtonv§m/®mmegna§t izamestnanc
pracovnl mer alebo outsorcovaSdan¥% pr §cu

a
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nazl vame ed le,g8ktnomusg pjr& nez 8§k odnotlBy,ekonomike, vyt v §
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zade Oo warSo j doov , ktor® sl ¥giaaakomszgkbadnipe et
dom8§ceho produktu. Pr8cu Ana |iernofi migem
ci eOavedom¥ | inknospakoybaone8§vaa hai e(CoerRadmn ®ha:

zabezpel eni a agvigsalkatv? vroouz.por e s |

Nel eg8l na pr8ca je na vzostupe, pokiaO sa
vysok® odvody a vysoks mi era nezamesasmn2nanos
cudzincov.

2. LI TEREBERGR

Nel eg8§lna pr&8&ca m§ ovhosdnl Mdobad antorsopvol s e
probl emati kou (Bedn8rik a kol. 200 3; Mo c h Ra
TreOova, 2018; Otah8lovs&§8 n@2W1lpPp)8a@ouwpmmzaddc RjuYys
odoberaj¥% pr8cu nezamebt mamicm aatinBvehor guwj
z8roveR veOk¥ | asS neleg8lnych pr8&8c vykonst
nepotrebuj % soci 8l ne d8vkyi(BpdrE§onigle & Id&lut

NovodobT m trendom sa v tajnt @ sn¥%wni sn§d ftei sniz a ly
zostatok mzdy Ana rukud. I nTmi slovami ide c
| asS, ktor§&8 nepodlieha dignaino.z pr2j mov putuje
Hl avnT m poelned ®Imne&mun zamestn§vaiei upr@ljwes sprdtl
naj menge|j mi er e vldavko : Pre zamestn8vateO.
nz2zka cena pr8ce, ktor8& mu umogRugupyswjgj2 gi S
|l i nnostine PapmBrcie se zni guj % meaRov® ngkbaddy
povinnosti za svojich zaems t nancov (Otah8l ov§, 2019) nal g2z
s Rou spojen§8 jednoduchosS zal aaiteiga aa unk on |me

admi ni s<thr a¥ik?ovnnoyv (vedeni e YdmesctY maantcwa, dmpr ipholi
odv 8dzani enapaneaodvadok.o v

Medzi najlastejgie uvs8§dzan® vIihody neleggln
zamestnanca, neplatenie d v odov a dan2 ,ni mo gmroascSov o®bal ef
kedykoOvek,vani ¢ a®u®mivyult or 2 sj¥e dp rheo dmiboh nle
pracovaS neleg8lne ako v!bec.

Naopak, medzh e gat 2 v a mi nel eg8l nej pr 8§ce ktegilscthr uj
n8rokov vyplTlvaj¥%cich zo Z8konnéjkaodpedce I
pracovnl Yar a z n8hrady mzdy pri pr8cenesctlt
bezd!voomPlomi ak pracovn®ho pomeru zo sitrany
vyplatenia mzdy. Pri nel eg8l nej perp@dpisy, ni e ]
z8kony |i smernice. (Kullovg, 2007)

3. CIlEd0 A METODOLCGI A

Nel eg8l na pr8ca | esk?Ek8vpargonbll ®me | okstpoorlTo| gn ko
pogkodzuje ekprnonmithuvekp pyjeto je potrebn®
Hl avnl m ci edGonne | prgetdkdi e bol o anal yzovas p o

respondent i ochotn2 nelepadlinkepr akmv aa§ vs ks
postoje zo strany zamestnandha z 2 skani e i nform8cii, ktor ®
dotazn?2 kwvDWomatznd k v el ektronickej forme vy
sa Vv obdlorh§j jamaZzddl @hls aohto8vzao k z toho bol o
otvoreniowrenadchzat 8zok, ktor® boli v s¥Wl ade
vwpnen® a pougiteOn® Kk vyhodnoteni u. Pre potr
niektor® vybreadk® otm®z ksy.r acwivall | pomocou popi
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3.INTERPRETCCI A VhSLEDKOV

Pre zistenie zaujzmavTchr@peozvnaSFkosvrpez soab | ras 2
inform8cie pomocou dotazn?ka, ktor I83n&mewnyp

(55,3%) a 67 mugov (44, 7%)ov bajoi ¥ao zvBkavten:
1524 rokov (49 respondentol, a 3B&d q v38\rakbwjtoaig -srk
(44 respondentov, 2 9%%)rokov yredstavevBla 36 gamdemtovr i1 a @ 3!
(23 %), k &4rekgv 1P iespondebtov (8%), respemiinad 55 rokov boli 10 (7%).

Z pohOadu vzdel ani avsb ol meajsvti raecd nrTens pwmdlesina It
respondentov, 37 %) . Druhg&8 nagkddlgolasksikm pv ndie
prv®ho stupRa (40 rekpbodémtovdeRa®%wl}m drup®h
respondent ov ( Inde)v,z des ami2gm 2bre zs tnragtdur i ty bol ¢
Skupina dosahuj %ca z8kladnh®clvzdoshk dni(e3 %bholaa
respondentov, bol i msm wvtyrseak ceghkoo Isstkulpnik av,z dae Itao ¢
Pri ot 8zke ztwimermaele¢g Hlanejdver 8ce sme sa Stre
Ag 52 respondentov (359%) oni kNdayj | askt eg @i e t @
vysokogkol skT m wweplRd a(n®?2 dzr urhi®hho) .s

AnallTzou sme zistili, g eamnvag lvoi ance Ireegs8plonmned ewn t WO
stravovac?2kedce spatgrb28§cdgastron- mi a, dNel gélme g&lkn
pracovalo 20 respondentatvl H18éRtorTomtBaonl inag
a podporn® slugby, dektdev prRa%o.vaGovrintd® reasjppnl e
poOnohospod8rstvo, kde pr acova kktadovarte, kdee s p 0 n ¢
pracovalo 10 respondenton§bdqdgvé&)a rekoneayeita?pu
respondentov (6%). Sektory v kiobh s a nagi respondent i Zame
nasl edovn®: p riiGeresyonderiton § 4% kdramo® a a socii83 na po

respondent i i larespofdent & Boufipdngie a poradenstvio 1 respondent a

7 %. BPDdr gb8rskem@®@pp§&ee S8SBSerpome, projekta
a pri skl adan? ob 8l okv gbdoyl il etna kjt e cegn pm es
r ne tieto mporn&deentbo!l iakdodIin®en®& rheGsadi sk
| egtieltindu Qurd§caous suplne strednim vzdel
m vzdel an2 m wje2zzmanvaR uzriisttye n(iel ) ol.o, Z ag ¢
a srSoeleg€ifeaeblboppri vykon8van2 gtuden
I
n

N8s Ineamot pv 8 ki .neNajgBi ac respondentov
ej pr8&ci hlavne, nezldea aj2 924 & (feitrkd rclhn &
naj | aochej gl 8 edpag€eNabna trhu pr8ce v
13%edtdps%visel o so situ8ctil®POu rk&solreSd ksopm spoe
ia ber¥ kagdivuspoBtwi 2 ktioedaja@j kpr8&§cu Anal
d evek nel eg8lnej pr8&8ci zI1 8 soci hada |ldi,t W&
t 0O s

o n¥%tenl stav z trany zamestng8vateOa,

._.O(O(>f—|-3N —~ M nmw xT O
S OcCccCcQO " 0O oI o ot
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Obr 8zdMbt2vy k neleg8lnej pr8ci

ine
-
nedostatocna informovanost .-——
zla socidlna situacia -r
COVID-19 ot =
situacia na trhu prace #
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—
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Zdroj:vlast®s pr acovanie na z8klade visledkov prieskumu (202

Zauj ?2?malo n&sti akel ageSlpmendpr acovali Op2S mo
Naj | ast ey g@gdauu oldgloa pr 8c bez pracovne] zml uv
vypl 8canie | as#4i% mdoyvedd)rukeprf hl 8seni e dc
odpoved®) (pawe 0d) , kde oznalili, §ge tajne pra
mal & yproibeni e pol aslP.anO®moeedeOVedmMe zn8§zorni
obr 8zku.

Obr 8z&8kpsbby neleg8lnej pr8ce

[V

i

in

neprihlasenie do Socidlnej poistovne

vyplacanie casti mzdy "na ruku"

praca bez pracovnej zmluvy

0% 2% 4% 6% 8% 10% 12% 14% 16%  18%

m VS 3.stuperi m VS 2 stupefi VS 1.stupefi

m stredné s maturitou m stredné bez maturity m zakladné vzdelanie
Zdroj: vliastn® spracovamui(2022na z8&8kl ade visledkov pries
Dtvody, kvl i pkotnodrelnm ib yo cbhooltin?2r e2ssS pracovas$
by som si nevedel/ a zohna$S | eg8I| mtaktopen8c u (
brig8dne polas gt¥%dia (20% odp8wegd2t)oshai | ¢
odpoved?2). Ocdpownedeée smemazsh@®duj Yacom obr §8zku.
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Obr 8z&8p*3pby neleg8lnej pr8ce

len v pripade jednorazovej zaleZitosti
—
. , . . —
ak by som si nevedel/a zohnat legdlnu pracu
—
.. e .
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—
. P . . [
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P
—
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za 7iadnych podmieno =
. . B
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F
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B V5 3.stuperi B V3 2. stuperi VS 1.stupefi
stredné s maturitou W stredné bez maturity W zakladné vzdelanie
Zdroj: vliastn® spracovanie2na z8klade visledkov pries

Zauj2malo n8s, ako respondenpoh QamtmaviAy B&I1%e ¢
respondentov si mysl 2, ge vl mhaaeyas %2j7é&d vo 2 a
sklr na strané2wamadmaS§vahed®s aa Vdbhooodhy sstkriarn
pre zamestnancov Vijdeédn dzan O|%anestmapcadtdreann eo v a

Obr 8z&8p*40by neleg8lnej pr8ce

jednoznacne pre zamestnancov

F
- |
skdr pre zamestnancov
—
na oboch stranach rovnako
-_—
skor pre zamestnavatelov
—
. . ; ) I
jednoznacne pre zamestnavatelov
F
0% 2% 4% 6% 8% 10% 12% 14% 16%
m VS 3.stupefi m VS 2.stupefi VS 1.stupefi
stredné s maturitou W stredné bez maturity W zikladné vzdelanie
Zdroj: vliastn® spracovanie na z8klade visledkov pries

4. ZCVER

Nel eg8l na pr8ca je nktgoiraddusd sk yvt ug leo nvoomi v
hospod8r skych sektkiacrho k,r ag 2tho EWB.r 8 mci v ge

PodOa dostupel oh Egitratpiestv2 kpri emere 61,8 % vg
pracovn®ho pomer u. Viznam tejto uprpdk ejma tan k|
ktor8 wuskutolnila v septembr iter 408 Prieskumpjee ci 81 n
tret2m Eurvbaovamei momel eg§l ne|j pr 8ci (prvl
druhT v roku 2013) a zhromagNuj ¢proswibn®7 ské
Eur -panov z rtznych soci 8l nyctl ean dweerdngir amg
Eur -panov uwiveadlio,nefdeorm8ame, tretina obl] ano
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Zauj2mav® by bolo rozg2riS inBeimBobeéiol nel e
a odvodov®mu zaSageniu s kBdmanlioe.d§va priesto
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Tent o pr 2vsyptewoorke nblolv r § mci projektu VEGA 1/
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PARADI GMA HO0 AD®OKOIENIAZSFPRCCE
PARADIGM OF SEEKING JOB SATISFACTION

Fr ant TRYNGAS S

Abstrakt: Ci e@mmspevkmapowﬁéji§3 ssSa s plsohbovankad opy®it ms® hwr a
cyklu pinolo dnot ne gk d eofouetamgeioi ndi v ipdtnetd proseed n2 ct v om, t z

Auspokcpjr@mﬁ’w]staﬁmemcsdel,dee akt2zvne p'sobenie ||
kedy s% priority mat eObinl nieahjok r @alh & e anb © ¢arsly, tza k ®
akarn® rast, rkarirmAskpudir uehime obdob?2 sa zameri ame

zmyslu pracovnej napidenuivyiatsy nTebd weSambunkch t%Jgob,
prvom obdb 2Ti et o sl ugbynurnereuspradheha@dymesd grer i ch Sagk
kvant i f9i kipwywSSI nej pol i tiky nevyhnutne nepotr el
vykon8vaj % vo vz§8jomneHovsal2snike@ gd tket olri@®hlavoysaiddiij a r
znabb] em Pué8lsase skoisPelst avzme si mo d e | ,dovakov . pro
motivs8§ciu pB8eome&dbauloaanie individu§l nej zodpov

KO%l ove@et shom@yBcemanagme®dtzabezpel eni e

Abstract: The aim of thepaper is to mp and try to find a way to fully accepipa&rson's priorities and
individual needs during the work and life cycle through thecated "job satisfaction”. We will
imagine a model where the actigetion of a person will be dided into a peiod when the porities

are of a material nature, withhe aim of ensuring such goods and career growth in the shortest
possible time, which will bring maximum profit. In the second period, we will focus @rethef
searching for the maming of work ativity, in rdation to the fulfillment of one's own angible
desires, which come after the first period. These services do not necessarily pass through the market
and thus are difficult to quantify. Social lmy services do not necessarily need largsaricial
resouces if they are carried out in mutual &tdrity or subsidiarity. We are talking about services
that mainly require a considerable amount of human work, time and experience. Let's imagine a
modelthe secalled progressive levies as a motiea for youngpeople and at the same time building
individual responsibility towards themselves and society.

Key words: labour marketage managemergocial security,

JEL Classification: J14,J53, H55

1.bvOD

Pr2spsepvaodk§ do kateg-rie.KaQadansoinS§tzkmyosug pgowv
aodpovedepr i ch8aBaji Bl st i od aktu8l neho .rozpol
Vkagdom pr2pade neeagyvishadg enijednedmratiasb@h & o d |
smesaigpi roval.i aj prvdopr, § \kd ror ®arsilae rzimamd 500G Wa
Lafarqué*p 2 ge: A & , Lenvwmzmed@denimah kan awsne2n,2 muN b

ti esMyRisa na Ru vgak pok¥%si me dpiS§doeddsmsy e N ¢
ot ak® nastavenie mywdket,i vkietNe, z nkytsopr P8t mp&igd ¥uhei t o
buN priama al eb®posjpmwoonrs tuidtkmlvrmamssS ekon- mi a
zmysel sa zo ¢givota vytr8caekoNobmPakBgptshtoas
bez odpovede na rs&k&ltrod n¥oturge dy | novgsGkou Zr e r
ekonomi ckou nyskel osBwmwluolaenskou zodpovednosS

8 Ing. Frat i g e k ESktornuonngiaccki® v Bratislave Do | n ocese rhsBkafislava, 852 35,
S| ov ensk § -nait fpantibek.strknga@ewba.sk §
LAFARQUE, P. Pr 8vo na | e ndiela Bradd,Bratislava 199y SARQUE, P. Z
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ktor8 spololned&v&lahsr spé¢hiSmdato tjye pakkd kPDado @I n
| i ochotu poodbeelcinSossta. mMtoj ewpe h bzinwsmrevdlcovalje n §s
Stali sme sa ekospotirc&kbou ¢emdearnd X dkminach®h nrea g u
vyjadriS. Zab%dame, @é&npabliecahzad nkeen\a|j ¢4 btyd w
zal neme ts8iz kkyl o8askSmeon i S ?

2.C| EOMEAT ODOLIAG
Stoj2 za pokus hOadaS sptsoby ako byS gSastn
Kagdm8sz vykon8va knaejjdd Rk %m egr §wciud2a niisel j@f oi n®,

rt znor od o skSoorue | naolme dwvt saldendRk u¥skso¥a yz 8kel O mi obmedz
prel| pracovaSvoeyka§agzahanep ovinnvettoor nT oh je z8kI
anespr 8§vna noodtzirvkSajdn@au.p eTdh ut i ju vykeng8uaS¥% N
nNg€m peni az eokojujerhesvojpotieby u pipit r eby nagich bl 2zky:«
takz §visl 2, ge si nedok8&8geme ¢givot bez nich p
aj vtedy ak i chtuengtomeo srdevesdbstatok? Ritee Esxuspoveda

dosS? Tu nar8§8§game &, hnaexl spupbl Eursp eRa t at

zrejme preto ich povagujeme za tak® vz8cne.
pseudohodnoty ovnyljcakdlrnmvbammmiekwtrmnpobSAssa ngjssS
riegenie ako Owdnumn lstl @pzs mllplols}«wddpnmﬁel |l nos
ExistevOudskom ¢gi votnom cykl e obdbobe medzi 43 cokomz | o mu 7
givota, kealyol | matedr id®sh motrigb aksal gt degn i deo dsavtooj|incg j
neprin8§ga ugpokaké&mibe® resp. omlrgaeunsep'bcﬁmolqoenncza
skupina Oud?2 S i ju kompesnvzoijjiem ddSmom,ger ejsp .
Neprimerane icco bd ar Yavaj ¥% v et avkafiz , d ayremit ov u prigmook oj e n i
cez em-ciseSdtonesPal§vma cestako pmyetajden apev ndektc
oceni S O hko z2skan® 2ichereakcioud ast® m&r Bt h s mami & ¢
Dok onca i m gkdmjr?ealn/eqlztrﬁem sgpeoznaS skuto|l n® hodi

z8gi pkemdeme, op?2tovnenS$jisPovibgsdmee@ gk dp kS0 jadk
svojim bl2zkym? GiaO dnegn8§ spololnoeS nie
sektor, kde nfinancie s% sluho

Pon¥%k aode¢ jeripostavenl nakt ¥fio cahk op iz livelreoncihe
aver ej nsRkehkt or a, koncepqnlrenAGEomaldgméahBJaek
piliere s nrﬁms tdinperse aji Briekeod maduplgtngnieri b | 2sjichme

dnegn%,pmmheillmet muienik Tavyu ilpgme hop e ri egeni e nagej
o8 zky.

21Pr v1 [SektoiBadr A

PrvT pil i eexipsotzuojsc8ivcah zgtr ukt %r nezi skewvT ch
asamospr §vy vayttnwo roib9 assaSmoeskrodnioemi koyd, tkrdido vnoa orro
subjektov bud¥% plajt¥%Se,pravstdoj§nCG apegtpaveni e
z8kladnliclwz8§]jogn®b zdi eOani ¢édow&pwmen mixei rieof
tretechoav er e j nt@dHw Ilste&kr om m§& obl an mognosGbywedar e
prejavenia indferc@hhyth Virhehgcm8l nych zos
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Obr 8zok 1: Piliere sk¥Wman®ho model u

Zdroj: vliastn® spracovanie

zok 1 zachyt8vagujremepi@apdé | g dit ok t®u rp8al vi
o] mo wtziS,ahjoerh a opti m&tl medml ans txu . v yPtrvi @ma kp
ie uspokojenie z pr8ce v jednotlivich s
% vi dit e ChnoBu ao vseprdittneoQun ®&.2 z

nej ekonomi ke &@kyv,y skktydru® Yz arbtrzenfy j pvs eekb
mi ck® funkcie trhu. M geme preto poved
je postavenl na | i st ooritky feexistbvalh ( S ivB&?2 [
| avnl m hd*w owrolm tjTech gees peaktjoe hkahyd By @:
tatnenTch pr2padoch S Ya akceptovat
Oovac2ch procesov efekpélivinevkcah a® k @v &
h statkowaSa ptoldmi maktyn en av yftuvn§go aéni e
2008) Tento pohOad sa pok¥jga naznal
. Preto aj my pracuj e8mieomae mygvnenek
ren|l n® s pr etsenrec ivaynme daz en 1 mo § rkaws8Ppeu ob
e a forme participovaS v nich. Cent
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: ktor ® pon¥kaj % t ak ®ne sumy, aka d/a o%lotvy ,j ek
pou tTch naychadmil gae2 komene¥l @l® ia, b arek onvi@ ij ne
med z budovan2m schopnlich a udrgateOnlTch fi
tak vedomosti, kapintehlo ssvellay eamo s/tyilbeip gk o me a
nezi s kawlamh z8§ci 2. Il n® Wudompnizas&apauvestuvj Yr
nami esto peRaz?2 pringgaj % kvalitnlich manag®r
venovanie | asuziakoeldmm@sngprimasgca edn2ctvom d
pr8@wdi a a darcovia rladckionumrked nao sl RausjS% ocshochyin
dopad m8 ich dar alebo pomoc. (Kunickg, 2009

;
k
9

2.2 Druhl pilier AAge managementf

DruhlT pilier mpaedgemefi daAdgendbor, riegiaci
“wstet ovl Kk zamestnancolm, ve akl Rdge gk aldiny v enle
di skri minovanl a z8roveR mohol pl nohodnotne

nevyhnutnTvm ] ava.m Wo g\jg/le)ldaaleid,clagsmedzk ktorej S a
spt sobil osS -85 vr wmkodvadiskd gatozne 6 OS§r sk ®ho s¥%% za
pracovn2kov povagovan? Qudia od 45 rokov pr
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dil egitlich or8g8nwo .F2(inksrkBolen z20glavi a sa anagil
ot 8zku. AKk® zmenypnasb8haj tarhlbbivaka aklm s
schopnosS pracovaS a na z8klade aklTch faktor
(Gt orovsgZa 2mdjedil egitej g2 visledok fakttovaht o v I
ovpl yvRuj Y%ca | lyaweokrae npreacWowa&kS Abiv ity I ndex.
na zamestnancov (gt s8tnej Sspr8vy vo ve%u nad
pracovni¥lkecmveg& pchopnosS nezmeni Masal@draant

zhorgil a. Prid!Maldgomt oh¥Ymampokl|l esu dospeld] k
organi z8ci e pr8ce, ergon- miou pracolmska a
zamestnancal (I mar i nen, 2008) Vyvinul i oshandazvaitha c kT n
ADom pracovnédj (sbhé8ponks®2), ktorlT pozost §va
predstavuj ¥% individu8l ne mognosrtav?2naas!|fedrokInr
schopnostiach prason 2 k a druh® o jelromcspgedobitlredtiie a
postojochahavne motiv8cii. Gtvrt® sa tlka zamest:r

vedenia pracoviska a pracpon®rpdaé@ineenigp.bgdbd:
okoloveku 45 rokov nastl§ivavekurmgt @8adBQad &ed
vz§gijlocnhn s¥%vi sl ost2., Pr8ve tu musia spozornie:
|l asto n8&roln® na hmotn@&eldiogheh wo tpro@ a \BEW & Srt €
zk §eni u pracovnej seashtop§ hwasttd O dvBEK Hke dmwo tzraarb y
uspokoji S a z8roveR m8| okedy zamestnanec
produktivitu ak¥% by pogadewval .pr aastavénm®h on ap p
definovanie si novich podmienok.

Obr 8 z o k elZlomu pacovnej schopnosti

Spoloénost: kultara legislativa delavacia politika a v zd

PRACOVNA SCHOPNOST

= praca
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wvodcovstvo
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postoje
motivacia

rodina spdsobilost

zdravie a
funkéné
schopnosti

© Finsky institat pre ochranu
zdravia pri praci 2010
AGE POWER

Zdroj: MPSVaR, 2017

Tretie podlagie m8 bal k-n, z ktor®hho mtgu
pracovisku: rodina a bil2d&R okplyeRujTisepoacdoa
zamestnancownt aloOsybm® miedzi Ouds k Gotyy poStaela y pls
motivs8ciu. Tieto schopnosti je mogn® Kkreova
celogivotn®ho vzdel 8vani ax® z aarkd s tvnarnyc o & dob
linnosS, spol wlrernyk®B® ak$aege,r ed m xRil end®e np arb yjt g
seniorita, tzn. ovzd8vanie sk¥Wsenost? ml adg
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postupnl prechod k aktivirrmBym s\ooll pilreaskiej i er
dobe podporujad 2dan§gdiuy axtser. noz|londopsoty & danl loedogor 2
Jej priority by mohol ako ambas8dor vykon§guv:;

nov® uspokojenie.

Firma nebude priamo pose | a S finanl|l n® pr2spevky al e
amot i vovan®ho | l oveka. udamasnogara®, skastiorreRamui .
spololenskej zodpovednosti bademaNaflml ,z2§é&a
kreditus v oj i ch s pxstovalabymd @OosyS [Er acovnopr §vne ten
aby partnerstvo bdlzo.risagn®@I|r g\vamecd mma,ec s
givnostnzk. Pre zamest n§vantae Okat obruldcenh vsyak ownm@p
nebude vi gedna®niu lzeatmels t n&vav e®osgsvojae sljugby v
tretiemu sekt or ubezddplatnggayv z §9 dprinetExed sahloglla u g d
prw®z2kl ady awpel amae a graxe h o v o rA.met | arl peacoviom

t T nyi®fi(Gender Stdies, 2010) Tent o almeedd to septhbra 2024 Slovak

telekom akos v oj ipntl epojgdi. A al g2 m zauj 2mavim pr2kl adc
Jihlava, kde firma mB2 kzo8w j &by modv wwgialSi pmag
odchodu ¢o ggoohm&kdu pr8&8ce na skr8&8temidy praco
astraty benefitov.

23Tret2Apdil e®ang ekonomi kai

Tret2m jpkolniceerpoom zdi eQanmemy sle««koheml Ry gener §ci e
charakterizovh&chmresleedebhsetemke S,k uepnoev a 8 ¢ 2 vecahSc,
pogili poalSriddsedmyudg?2 viahe dn ¥§ $a dndigmpdigly

vo vn2man2 vl ast n?2 c kicapotredyein teox itbridnd ua d zZr§k aodv(
riegenia pre spoloorl@ owiSz vayk ob uudsicgnSo st ii e K tAKk s
ekonomikyucb p2 smrgenpriniesSasp®ht pozi Z8snwguod ot
koncepte je ktopekde vel sptrBvicaom, trienbkbaj z di e (
zdi eOani ch s apgoidetha? |Kothoo, bkusdneu gtbiye tpoo sskiyantokvya Sa?
m:tge byS sWhosmabVesébnakbnomitmkoednpretoho kicc 2 p e,
si to m:Alkekedovohi Soli d&r nom, kto to potrebuj
z8kl aderputpejnukpol ol enskej proti lakd®n ovtelghe | h® s
s Yak r ostathy®as | u,gblyt or ® nemusi a mpgachh§ydz apSo stkryht om
vz §j ouwrinneg nre§ mecrmu nR d z d rad geebno? spolkol, Aknsa tento koncept
rozg?2rtio bzundaemenaS aj inlT ekonomi vkl Vdah®aodk
vzdi eOanej ekomrmd&mifkuenghwvdad udkhiondeche® SaspORas$s
rtznychowuz@kadzmprloces si bude vy feaiblivaay$ol neust
cel oepeslky|l obddbpardotmmmDi, ) A&SBLF2 m |pardeodmpokj e §
zdrojmi si uspokojujeme pridne svoje potrebya i e s v ol §tcch klencepci a si
nodi pr2stup, zalogenl naoithddeovadoal i ZiieePadh
skt orT mi m8&me s proférandien Beti, bypalfj mydast aS armegnos S
hOada$§iaorbdni ce s v o [Muldfeitp201 8 o c is&l ud § doprajeend y , ak
deSom aby si prirodzene veyake roa l®i ji2lomeaj|zkayu, T Tkm
objavuj ¥% evofotaetratrhabl @my mygek ddrecull 2S ch §p
architekt %r u megviakfppovs bé p b me N & vhaf mirum8ci 2 do
reSazeni g prsivd yssl laesdtkiony iac h  ood mving zabsprieentod
indi vi dusin® ¢tk 201@ f o

a
k

8535p 0| 2tvaam xam@stnanecpracj e nagnivi T gdn thiog 8 mirPea da jx r @igracoviva
dohu tak ma x . 12 hoedi®tno dsepninseo b by i Ba Hife paknmeé zarSestnaaca.t a v
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3.RI EGENI E P RABIBKURIA

Zh®di ska mogn®ho riegenia sa |rt§ vyugitie e
nekomertnbchotws odvahyv"llcg\ouecbabv@rﬂmmmrﬁovathpr

aby wvytvs8rali vy gagp al oplrmadsS$ pia é o d n dkiyurhugpu 81 rse
Sprouvkomunikci,oupriti ahneme na stranu tejto myc¢
frmyadomi no efektom aj i ch s pgoet ragjb i a setCeotvn @ of inrt
musi e®j akej vuunmprsinggagS.mido evisl edknajs sal eznogu

spololnosS bude pnarB2 mann¥ , g tgreu kw ZS aitv eme gl ms 3
nebudeywr i amom antagonistickomswz Sah8y oarind nv zr reigke
Zameriames a predovget ksiarci 8da nehllo o doyb b e = fiodkbvechlicaa v
Filozofickl tomOage hexldo®a& digricteljm iznnfel h§ocdi nio cao v
peRaz2 je potrebn® aby exi sjeho plachievg hiOalk e gn T
k demografickej ot 8§ z k e ne mtlgnu zodpddov n zZaMestnancov ale ag
odvodbvk api t 81 u Ak to pochop2me m?Zlemg eottV arhit
us
ur

fondov m i a by S i nvestovan® do udr gateO
aregtrukt aliz8ci 2?2 firia&m lsrtabkganytﬁu@%ppn
kvalitu gi vot a. Ak o pr2 ki advTluvosbdaz a ke ,a | ibtTnviacnhi

voOnol asovich aktiv2t, Na drwbudoyaniuskvalitgj ne p o1
infragtsrlukgiV@by tak8roaj ¥% 8 kiu th o.ld\imd pgenenel re ciele
vstaobnom d!chodkovwsmmsepaopeathsz/gkadfeivnovan® nas
Zastavenie rastu deficitu, jeho stabiltaua r gat e Onos S. Vytvvor eni
zhodnocovaiepr ostri edkov na §d ambayrohp&d eéopbrugeni
apre vresmi dirlMgobdbdaiedchodwPrdomcdpy hesdikwyme
spr8vne ale reali z &kinapri veurodcipo@ida ol zllh@d& i a
vi eelrergamc hodku.

Zaviedli sme poj;m ZA ageS§n ef®8icti ar 8 j e egtlenadosddhaodInaen:
nepodbdgS &a&avorcom svoj ho osudu. Jadodosat at ak
motivovang8 neb8§8S sa vI zdrresk ¥ Ppcetdrpeokku awdygtmeo rcie
ktorlckhjenlejzprrtﬁce j eadi by?sanki eozhedovala k o nalogls S0

vedomos Sami , |saksYesne.n oxoSkagm a lai by rozg2riS |i

ktor® absentuj % aleben®¥%t mnekdmstBtwvwddepzalpo b
je S§pyembwal azmysel vymeid omeinmegsteinez @i 8baS pe
ktak®muto stavu do pleS mus2me maS zdroje na
Navrhujemer i egenipe vako f §z svoj ho ekodioerai m k ®ho
umogni S egte pySandirﬁhm\dd{rocmom svoj ho ¢givot a,
oobdobie 15 rokov pred starobnTm d!chodkom,

vprostredmzngkne Wmneps. CieOom | mkongtios $ Ss plds ol

krytia n8sl edrhevam®tionomi c ke j zZv

Prvim predpokladom je, §ge existuje-5spSss®hc ak
euro mesal ne. To ni e rjieermserdeo§vl%waphﬁvav@e;,s
super hdubvir@&dkwonktov zamest n§ Viadsm @a .b ysS§ v aria nrg
prek8gé&danivk an?2 ale ako zisk ekonomickej j ed

aktivity. Jej vigka buvdyek octhdBs/tasSt, o | bneozu pnoott ri evb
kontroly zostrany zamdsn § v ali @D an @t no st i%4$ o Gaov osvtarnainay vz a m
(Amstrong 2007 definuje riadenie Oudsokglicchk yz dorroejnoyvs
pr2zstup k ri adeni upodamé& st npanndcicouwvi ,&u Bat ae?2 | v k

®Fondov® scrh2@dly ms gunuapudiyP on a kpsardapechrou b T

577 8 k 048/20D4.Z.z.ct ar obnomoh! shodé&no¥

%%edn8 sa o obdobie predch8dzaj “ace striebornej gener 8c
®VzgpaBurejpe sandaré dng§ o ¢t a

0ZISK, ODPISYaMZ DA s¥% pr i danou kéjloidmmd sotui venowosti2amek g nmaeX.t e aj
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po m§ h aj Wi vdaoS aj e j ciele. DAHegetmtyas mahktgme
predstavuj e vedom® vytvs8ranie strategick®ho
ari adi aceho procesunos®gentowvik@bEpitv@ahid véaveé
rozdielovapod obnost 2 ako potenmyon8Slakejo khadgeij osiol
vytvegra pri@&ean20).hzosknocatdn.T m predpokl adom je |
kapit§8§lov®ho trbBocin@l wkinao oaidvsolzgodk & qevaau b o
spobslSnzddayata On Y%.

DruhT m jiestaowyl @ax moti v8cia tretinu ag pol ovi
soci 8l neho zabezpelenia do obl aexktoin,o mkdlk®hlo
charakteruAk ajniej e potrebn® aby innevgelsit 2ccad 25 p &k e By
premeai 8droje krytia, pre pr2pad, ge |l ovek
aktivitu ako ju pozn8me doteraz.anHRrei amovIrca
fondovseci 8§l neho zabezpelbemi az,| ap ey dgreyekrydciom d o
vi padku pdrt2vjondw, ozdc Bovdsk apu do neziskev®mMoO s
dobrovoOn2ctva. Uvaguj eme S0 Ssyst ®moans t zv
bezhot ovwaztan% t §® b ude mes poobjsé @ desdaeSn nsol uu gpoyt r
ako strave ani e, bT vani e, 0 pnaet proosvl aendi neo,m vrzaddeel 8avja nd a
voOnol asov® aktivity2 zAkicpidemt et nradstdvevalaib ys ap
zabep eelni e pr 2njinjug esj? cnpi reerdes taalveo vnael o by tebho z §Sag
zabezpel eni a.

31Model gtrukt %“defspohvahneshbvach vzSahov

Model pr eydtpvookrl eandi §e vd vsektofovekoBokiickajdhtasticthe pr v AAT
budleta ako ho pojepRmoemndaad aa ziskabudeblheasS p
urlovaS trh, rozumej dopyt, beerzu hd k T Atk o O vbeu
orientovanl na poskytovanie s/l ungiicekb®h op oktarlekbur
Jedrf sdaneos zn8&me s ewkeroejynla.k oKatgrdelt 2v yakeotn?§ vrao bs2v «

to | o uzn§ za s pjoelhool elnisrkryo spfoptarieedb nPe@ ax §k onom
vykon8va slugby, ktor® s¥% pdn&Gwet z dHBox@memo d enf
tT chto obl as¥%¢ adslewe ddoocsi pee 1i1iS kr adrojpetdkeaby sme s ekt o
naplnili oldikg8@8vanizé at Ziawgieambm8§auimogdboSpsprkola
spol ol enskyouzZded pate®n g j@gghio nal egoodla sekbbi
exi st ovadchvoodOnmedpzri ni mi, Itiovagopr ad&onzigky
povagujeme aby sektor AAA zost al ako ho pozn

potrieb adominovali by mu peniaze@ a n d ar d n ® zby. Navdujema &y hof ako

prothodomt a neexi steni e s wwiaemmis2S z rltJgetinoduchdiebR ek §
sa tu bud¥% realizovaS | en lupuWyjb¥%ce mu ¢re®k &7 n 2
financovanfienaekhojfemdBmaschEaliosmuane nper 2j mov
hovorzdBopoch vo fpirtngel uOunmkstkbRentoo dkpak Bane, r esp
vn¥%torne zrealizovan® slugby Azdrugovanie Ol
dnes, kitearolvajnég sd| fypir&kini ckl ch iatgtiteichopodpor
sekt ogmo.deN§ irupbz drozjge veraj n®hodoosekt dzdrugova

kde sa hl awvwve jlednd:cchodkovl pilier pl us ni
poistenie nezamestnans t i . Zdroj e bud%odopbpem®vpo metl H:
f or me prisgelteribah ch dan?2. Vget ky zd¥ oj e b

zdr ugvuj Yacou dne,Eo®i §1IardL§cﬂ)naii,essStonveI?j% aasst upi t eOs
existr aS motvlas 8o ®mu kpr ospechu, bnuadkieth@tavostueg et k y

Priamotos %v iog ®auk vi gky madyh oaty®m®t ps2c ako priamy vIisled:
aktivity bez dan?,nvreesstpu.j ¥ iarl neyb os vparji azmos kpmmdepenc a2 3 s el
vr 8§t arnteu .gpane §haepbnewdi ofltanspsi@byspeta b n BPHa

ZAko mognlT kandid&8t sa jav2 N8rodn8& banka Slovenska N

269



Conference proceedingsCHALLENGES, RENDS AND INSFRATIONS
WITHIN THE LABOR MARKEZ(022

formespr i amoau navtdvarh & | u g by | pdrébly apddnkentrolou verejnosti
anezi skovlich or gani z8ci 2, kNaor ®@b ®8imku a4 atslSi
z8k |l adn @adpaledpbl i ggi e vperreewgkioa zdestfikovali seé ztrojea
pr2j) mgslacedre&kt 3 pn&8uyptvori S predpioleVsenelom i ch
aaktivit8m zI|l atej gener 8ci e.
Obr 8zok 3: Pr evinalztarnd sektowm &Svaehroevj nal m s ekt or om
Treti sektor Verejny sektor
Ludsky kapital I Financny a majetkovy Socialne Politiky a
kapital zabezpedenie dariové prijmy
| Zdruzovanie fudi | | ZdruZovanie majetku | | ZdruZovanie odvodov | | ZdruzZovanie dani

Neformalne skupiny,
obcianske zdruzenia,
spolky, zvazy,
neziskove organizacie a i.

Nadacie Fondy Sluzby verejnej spravy
Fondy Produkty definované zakonom

Zdroj:Br 0 z ma,n 0Av. 8 a sledklt ,or ar enti 2mo v | 280dvieet & gapmiaz §cdnei e

Mo del predpokélatd@r efABA,ajktorT bude sl %gi S
Odsk®ho kapit8&lu pon¥%kaled€e $lrundibyy mathdmehsg el
spol ol ndsuguj “whitoh givnostn2kov &S kaydtnd jntic |
predpokl adom je ale vytvorenie gtharakleruo y t ak
vygaduje veOk® ¥wsilie zoyusgt2rvaanya hsllauvgnbey stalncol
glvnostosvét)klmavbmajn§|rc1vmeJVné/4posIednomefadenc3||2e8me
OuNmiozag2renie komunitnlch censtplesrob kptoos kB tbou
slugieb. Vznik komunltednbtlmem@lbrnm)(msjtm pme:
dobr ovoOdi2odtn'd anto a tgdi v ®@om zv 1 goesntimaej v z dzed raanv o t
spol ol enskejgi “amevne Vv

4.ZCVER

Pr 2 komereaguiemena akt u8l ne potreby spobybdeniwst i,
pracom 2 k ov* vodu predSalgemo a u spprodkeoe deknlPaeamh 1 a
pok¥ga n§jksoS prrllengleenS|Se gat ruktur 8l nu zmenu do
real i zabovisSvaS vzSahy med zi I—k:loatvmmujtlrmyglsmemjk
witvoreni e dvoch sektearegwn, Kkdea etudda¥?veyativ.8r BSn pr
pr2legi aouid] ak the ds mb c B sfitamrapickejaoblasia® T p a d o k
pr2j mMakrbydif ondov soci §l nEBoovaeRespeldaseh n®. f i
tT chto sektparoswelgm® preoliwc.h Ak §hpmdéig ko néf o
b uc

v verejnan sektorelv | 8damospr 8va), tret? selkopalAkeh
sivezmeme aktu8lnu situ8ciu, Jlo§n®asmmddyzdgwmie n
pr2j mami . Nem§ ale |iatfeog ngicaje/scief o ppdmi 2nlkdy

Rozloduje odlhu krajinyvpr ospech vybranlch skup2n. %Verite
samotn?2 oblania veOakr 8t bezvaomoighosjte s@ar wip

&
model om dok8&geme thaki®ediasSirt h§ aiveme®dd K 8n, s fg@r a
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mus2 byS pripraven8 na goky.Naldrtheij ® st rfanegr imue
vytvoriS z8chrann¥% sie&okom paRtt22i shpnkécekdt eb u d
mnoho nezodpgd@&vzedagnimchci®@ Oom | eu nagtagSnsotviadS,
uspokojeniaau gi t o]l nost i obyvateOov.

Dodatok

Pr2spatek ujpem riegenia vIiskumn®h-ekorpmig@nt u VEC
vl zvy a ma@nosti $uisiace s politikou v oblasti starnufime zabezgesne udigated@&o
hospod&rskeho rastu a in@ei?fi .
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THE IMPACT OF THE DATA REVOLUTION ON CHANGES IN HUMAN
CAPITAL MANAGEMENT

HenrietaGUT E K @&V C

Abstract: Currently, the &bor market is changing dramatically under the influencevafious
circumstances, and even today we still cannot say whadtripact of all these changes will be and
what the future will bring. It is all the more important to map all the negatives andiyess
associated with technological progress, to open wisaussion on changes in the labor market, and
at the same time toreate pressure on the competent to systeaitiaddress all problems and look
for solutions. Those that eliminate negative acts on the labor market in connection with Industry
4.0. Ad also those that can use its positives in an even higher bewes$iodiety. The aim of the
contribution is toidentify the greatest challenges of the current century regarding human capital and
work with it. The author mainly focuses on how innovatitims demand for personalized content and
the circular economy arehanging employers' requirements for the skdhd qualifications of human
resources. Also, how the relationship between the aoypnpnd its workforce is changing and what
alternative forns of work are developing thanks to technological progress. Lastdideast, it also
deals with the problemsahoccur as part of intergenerational clashes of personnel at the workplace

Key words: human resources, changes, industry 4.0, laborketaprofession, robotization, skills,

JEL Classification: E42, O15, J2, M5

INTRODUCTION

The twentyfirst cenury brings a number of dynamic changes to the labor market. Their
emergence was stirtated by globalization, technological progress, innovagiot the wider

use of artificial intelligenceThe transformations associated with Industry 4.0 affect several
areas of economic and social life, and there is uncertainty in the world about thet iofip
these phenomena on the lives of its inhabitants. E6mpanies around the world, automation
will offer the potential to capture significant valueand not just fron labor substitution.
These technologies enable higher throughput, higher qualétterboutcomes, greater
innovation, greater security, anket opportunity to expand or adopt new bussnesmo d e | s 0
(Manyika, Chui, George 2017). At the same time, togethiéh whe bad demographic
development, they also bring many risks associated wittraheformation of labor relations
between employers and eloypees, with changes in the organization airky in the corporate
structure, in the way of cooperation betweé&sn individual articles, in the demand for a
different type of required knowledge,ikk and competences of hired employees/ employed
human resurces. And in this context, the habits u$adyears in teaching and education on
the part of educational insitions should also change. The question is how society will
approach this, what meares will it take to eliminate negative externalities from
technological progress and how will it belalbo use all the benefits resulting from it for a
better life in it

PROBLEM FORMULATION AND RESULTS

Unstoppable globalization trends, together witlargges in the age structure and also in the
composition of occupations, are bringing a serious crisis to the labor market. The
achievements of Industry 4.0 affect not otilg qualification requirements ofmployers, but

also the value of the work itselfhe pressure on the increasing work competences of human

®l ng. Henr i et dni@rsity efKilma; BacultaRohHDmanitieepartment oMediamatics and
Cultural Heritage Uni ver zi t n@®02,Shbww/sk,8 Giedpiailtbd i k a,
henrietasutekova@fhv.uniza.sk
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resources wil |l |l ead to their higher wvalue, ar
As a result, the magament of human resources beconr@gal not only in competitiveness

and businessesults, but also in viability. Thus, managers face nog emternal continuous

and stressful influences, but also fundamental problems in human capital management
(Kergule et al. 20iné Qurent trénds are presenteg. dlthaughitee h | y
of them do not directly concern the labor market, thaye a significant impact on the change

in the skills and qualifications of human resources, so it is necessary to mention them. It is
also necessg to look at how the relationship between thenpany and its workforce is
changing and what alternativerias of work are developing thanks to technological progress.
The presented text will also point out the problems that occur in the framework of
intergenerational clashes of personnel at the wodeldn the author's next contribution
(Changes in the labanarket in the 21st century), attention is also paid to changes in the
demand for human resources and in the disappearance of some professibescegdtion of

new job positions

a) Innovations and personalized content

Recently, companies have focused gigantly more on marketingriented production,

where the basis is personalized content, i.e. a product tailored to the customer. According to
Mum$ kT (2017), t he s h ahepgreatenicflueaca sfehe media and n o v a
digital means of commnication, the accelerated innovation cycle and the cheapening of
technologies bring faster feedback from the customer. They enable us to reaibexiuyeto

his needs, they can copy the comijpati faster, and the multiplier effect of the mentioned
influences creates space for the recombination of already existing technologies. Thanks to
this, a seHlsupporting innovation cycle is created, i.endmations satisfying a certain
customer need wikkreate a demand for a new need, another innovation. Téssuyre forces
manufacturers to use cheaper, more accessible products and offer an expanded assortment
much more reflective of consumer requirememt®re about this issue can be found, for
example in the study Csereov§, KHWBO0WrS k( 2(02101) 9 )s
what challenges Industry 4.0 brings in the arembvation and education, which small and
mediumsized enterprises in&sted in cluster cooperation have to face. An apt
characterization of Industry 4.0 changes can be foundsindy by Koval, Mirus, Harchuk

(2019). In the future, innovation can be expected to move from internal design centers to open
communities, where will be created by passionate and enthusias@rsl In connection with

the labor market, it can be notdtht companies will increasingly look for human resources

that are creative, productive, proactive with a lot of ideas to constantly improve custome
service. Another trend that is currently bedigcussed more and more intensively is the need

to apply anapproach that already thinks about its entire life cycle when designing a product,

so that it is as ecological, closed and as long as possibl¢he.grinciples of the circular
economy are imgimented

b) Cir cular economy

The introduction of a circularcenomy is already considered a necessity in the transition to a
sustainable economy. The European Union has also been dealing with this isslonder a
period of time, which in 2015 presented itecommendations, both on a practical and
legislative levé on how to integrate the circular economy. This requires systemic solutions at
the state and regional level. 196 countries committed to thisli, 20h0d by signing the UN
Agenda 2030, they de@d to fight for a better future for the planet by takinmtjsteps to

fulfill the 17 goals of sustainable development (especially in the arezcyéling and waste
prevention) (Circular 2018). The memtied economic model is based on the repeatedhretu

of components, materials and products back to the ptioduprocess. It is therefore a
cyclical transformation of outputs into inputs. Thanks to this circulation, waste is dramatically
minimized, energyconsumption used for the production of new inpsteliminated, and
overall production costs are also reddc The biggest benefit is the effective use of
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exhaustible natural resources by their effective valorization. The main features of this concept
aredealing with renewable energy sources, shamegting, supporting local sales and eco
innovation, as welas ecedesign. However, it requires the cooperation of all areas of society,
from investors, developers, designers, material technicians, thronghmers, to academics,
politicians and the thirdector (incien.sk). A lot of inspiring information, as e examples

of good practice, can be found on the Circle economy Knowledge hub online platform for
cities, businesses and citizefi$he circular eonomy helps create jobs and contributes to
econanic growth. Thanks to the development of innovative teadgies, product design is
improved for easier reuse and innovative industrial processes are introduced. Together with
private investments, employmemjross value added, they strengthen the compeatass of

the entire economy (Circulation 2019). The inmpémntation of this philosophy in practice can
bring solutions to several challenges not only for Slovakia, but also for other countries, from
envirormental to economic to social. Unequivocal besefibclude a lower level of
environmental pollution and assated lower health care costs. Thanks to progressive
technological solutions, the economy will be modernized, the competitiveness of businesses
will also increase, leading to a reduction in castd an increase in the quality of life of its
shakeholderswithout impacting limited natural resources. However, this requires a
reassessment of consumption and production patterns (towards sustainabletsprodu
cooperation with customers and supplierd arfrastructure, i.e. across the entire value chain
behinda specific product, and only then can benefits from the implementation of the circular
economy flow for the entire society (Circular 2018). At aene time, the state and the third
sector must mvide stimulation to change the consumer behavior pattefrn=istomers,
implement awareness in the direction of green products and ensure environmental education.
Companies are therefore expected to takesponsible approach to this and make changes in
their internal environment, whether in the organizatiowofk, in the corporate structure, in

the way of cooperation and in the ability to respond more flexibly to the mentioned trends.
When recruiting a ew workforce, this also results in a clear oréioin that HR professionals

will especially welcome applices who are creative and focused on-gcmvation and eco

design

c) Flattening of organizational structures, or management pyramid,project team
cooperation, networking

The American toglown management system is already being replaced by the 3apane
bottomup model. Management from below, where employees will have the decisive say. The
key duty of a leader, not a manager, will beltgraindividual team members. By connecting
them properly by networking, achieve the highest possible synergifecteand ensure open
cooperation, communication, knowledge sharing and willingness to engage with the highest
level of work commitment. Busess management must adapt to this and, under these new
circumstances, must not only revise its business procesagsures and systems, but above

all must change its mindset and work style: concepts, assumptions, attitudes and behavior
( Ker gul2019, &akhamV, Perfilleva, Zakharov 2019). AccordingMa r t i n Kr e k §
(Hor n2 k ov gown2roghd jnanagiegopadr of the consulting company Amrop
Jenewein Group, in the future the importance of personality requirements and their
compliance with compey culture will increase significantly when recruitingmnemployees.

Value alignment between business and humasuress will become increasingly important.

HR professionals also agree that emphasis will be placed on languages, digital literacy,
generaloutlook and willingness to learn. They will prefer tho#igo are flexible, open, with
"drive" and the ability to wdein international corporate teams. Success on the labor market is
not ensured by the education achieved, but by the desire and abilitykcow oneself and
further education. The World Econonttorum created a list of skills that today's-{ezarold

children should have in order to apply themselves well in the future labor market: the ability
to solve problems and think critically, negtiba skills, creativity, interaction with other
peoplead emoti onal i ntelligence drdihgtoithe Wokvi® 2018
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Initiative (2016), the ability to search for and process information and find connections and
multidisciplinary pardels between different ideas and concepts will be in degghand

d) Pressure on lifelong continuous education

In the previous point, it was mentioned as an important and highly desired ability of
cooperation. Teamwork on shaerm projects creates the need to flexibly adapt to changing
working circumstances arttle environment, acquire new skills and absorb nevemences.
According to VlIach (i n: Novs8k 2017): wor k h
Even if we still don't have instructions, solutions and procedures on how to do it optimally,

the impotant thing is that people want change. Greater fneealowork is a huge attraction.”

As Jur2k (2012) states, the demands on the
applicability on the labor market are increasing, a certain degree of digi@atyiter required

and the need for continuous educat®menphasized. It is also due to the fact that it shortens

the | ife cycle of skills to an wunprecedent
specialists Turanov§8 (cheitefSKc)o nasnud t\aanlte ko f( HR
Kappa Gt Ymporamwd of spécialization will increase in the future and the demand

for specialists will rise, which, on the other hand, will reduce the chances of generalist
graduates ( Hor n2 kroing8ill oDo@lpaffect plofeskienél skilsg buttae a

the ability to cultivate oneself psychologically. It is the art of solving conflicts and problems

with other people, mastering empathic communication, helping other people and establishing

and maintaing relationships with customers. Since the futisr@ot easily predictable, the

only certainty is the I|lifelong ability to ¢
possible to perceive adulthood as an everyday unchanging routine, but: "waweiltdhbe

willing to enter new roles, test whether s siitable for something, actively search and find

our own way and | eave what no | onger works a

e) Employer-employee relationship

Managers also have to cope with awngpe of employee, whose role is undergoing
evolutionary cevelopment due to the influence of technological progress. The biggest changes
compared to the past can be identified through the following infographic

Figure 1. Evolutionary development of the enployee
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Source Grasso (2022)

In theprevious century, g@at emphasis was placed on creating and maintaining a harmonious
model of cooperation, where, thanks to a properly set corporate culture, employee motivation
ensures employee satisfaction, highrkvgroductivity, and loyal ties (job didity and
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possible career growth). At present, especially on the part of employees, there is a
reorientation towards shetérm employment contracts. There is a growing interest in
freelancing, where a person works himself, perhaps for several "empéog” (clients) and

creates his own name/brand under which he acts in business relations. Thanks to digital
technologies, according to Vl-dadtebbuNdanegd 2017
work has fallen. The shift from local to netocal wok, which is more foused around ideas

and activities than around place and time, is unstoppable.” Contracts for an indefinite period
and lifelong employment with one employer will become a thing of the past. Peitipbe w

hired only for a certain time, fdhe duration of wrk on a specific project. This will create

space for negotiating the terms of cooperation, where individuals with highly safteght
gualifications will be able to dictate them. Employers wil/dédo try harder than before to
attractpeople to whom thisorm of work cooperation appeals. Their number is growing due

to the many benefits derived from it. Investing in human resources is worthwhile for any
company, because this form of capital isM&Exey, Schneider (2008) states, the naai$icult
toreprluce by mar ket rivals (Kergule et al . 2
motivated and committed employees are an important source of the company's
competitiveness and have a fundamental impadhe performance and productivitywedrk

in the compay (Boselie, DerWiele 2002), (Frank et al. 2004), (Tarafdar et al. 2007), (Zigarmi

et al. 2009), (Xanthopoulou et al. 2009), (Rana, Chhabra 2011), (Schaufeli 2013), (Rayton,
Yalabik 2014), (Katou, Bdhwar 2015)Br adov 8 ( 2 0 &eéngnt in thepresslofs a g r
two studies by the Harvard Business Reviewd@pth, based on a sample of 65 respondents)

and the McKinsey Global Institute (8,000 respondents from all over Europe), where for
freelancers, lapersonal, social and financial conasrare outweighedybthe independence,
courage and a richer life. Overall, they showed greater job satisfaction with their lives than
workers in traditional jobs, and this applies regardless of country, age, edwradilmcome

In connection with technogical progress, t issue ofworking timeis also raised. By
introducing robots to work, it would be possible to shorten the working week or working

hours. People would be less stressed, more rested, which coudfldmed in their work
performance andommitment, overalkatisfaction (with worklife balance). The work could

bring fewer health impacts, a lower number of burnout syndrome. Currentiyay \working

week applies almost all over the world (still al@ week in the postvar Czechoslovakia),

the differences arenly in the number of working hours per week. However, solving this issue

would require paitontinental agreement (at least at the level of the European labor market),

as noragreed countries calilgain a disproportionate competitivevad nt age ( Hov or |
2018)

Thanks to technology, edlemand work (occasional work) is a modern phenomenon. More
alternative forms of work in 1998015 can be found in the study of American economists
Katz and Krueger(2017). This is a type of business cooperation where @t
contractors, freelancers, work on shtetm projects. They are "hired" only at the time of their
real need thanks to websites or mobile applications that connect the offer of adopyt (in the
past it was only thanks to acquaintances or agencies)rdindy rame for this form of work

or business of the future is the gig economy. Since the boundaries of this informal work are
not quite clearly defined, it is complicated to quantify or deterntenextent. It does not only
concern the young, but in théSA a lage part of this workforce is made up of theBbage

group, more women than men. In 2015, 8.4% of the workforce in the USA worked directly on
a contract for a client (outside an agency),j. 12.6 million people. But many more of them
work offine, ot si de the internet platform (Balgg 20
up to 34% of the workforce in the USA was involved in this economy. According to the
European Commission, rewees from the shared economy of the Slovak Republic reached
almost 22 million euros. In the past, this type of work was used in the case of independent
professions such as musicians, writers, tax advisors, etc. Nowadays, it already affects all
economic ativities, especially the service sector, technical and @min empbyees. Thus,
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not only the traditional idea @mployment is changing, but also the usual business models.
On the part of new gig companies, pressure is being created for greater coemastt and
flexibility of classic business entities (Giganomy...slsp.sk). The greatest advantages are
considered to be flexible working hours, a better balance between work and private life (work
life balance), the possibility to work from home andyoon interesting projects that a person

can choose and @e. Fromthe point of view of the customer of these services, it is about
lower labor costs, easier recruitment from a wider range of job seekers and, above all,
payment only when the ordered sSeevis really needed. But despite the indisputable
advantags of the new form of economic activity, time shows that it is necessary to
reevaluate some "settings" of the market and regulate a number of negative externalities
flowing from selfmanagement. Ae low social protection of its participants forces theesia

take a responsible approach to the establishment of certain rules of operation. A fundamental
problem for every country is that: "the work orderer in the gig economy actually shifts the
costsof pension insurance to other market participants andttie”" (Ba | 8 g 2018) . Thi
together with the change in the structure of the demand for human resources, makes it
necessary to start solving these issues systematically (more in the autkiogpssh€hanges

on the labor market in the 21st century).

A different view of the above is offered by the popular futurologist George Muir (Gig
ekonomika.. slsp.sk), who examines the applications of digital innovations in business. He
does not see the fue of work in freelancing, but on the contrary in joining togethrer,
cooperation in communities, since not everyone will have work and it will be necessary to
share it among themselves (for example, there will {3 &ternating employees in one
position, who will also earn something, but they will also have enoughtifreeor space to

offer their skills to other employers). It predicts even greater specialization (one person will
not do everything, but the tasks will be divided among several, anditisgn of labor can

be both at the local and international levéh).the future, he sees the demise of corporate
work and offices, the emphasis will be on places where people will meet because of robots

Nowadays, the phenomenon of digital nomadisnbasoming increasingly popular, which
appeals especially to the emierg generation Z For them, the desire for freedom, their own
realization in space and in the way that suits them most when performing work, is a
fundamental life decision, or practicifitestyle. It is mainly associated with traveling, getting

to know rew countries, and in addition, nomads work to be able to afford to finance such
activities (more Gutekov§, 2021)

f) GenerationZ

The first members of this generational cohort are alreatlyring the labor market. Although

the opinions of experts on theime frame differ, it can be based on the range of years of their
birth 19952002. Currently, generation X is the most represented among active workers,
followed by Y with a smaller shay but in a few years the ratio will reverse. Representatives
of the Baby Boomers are mostly already of retirement age. As a result of the
multigenerational community and its mutual interactions, various problems arise in the
workplace. This requires chaeg in the management approach, in the way of motivation,
coordination, communication and in the requirements for the performance of the work. The
basic prerequisite for proper handling of human resources is to know the specifics of each
group of employeeand effective, systematic work on synergistically connecting thetmaso

their needs and requirements are met. Each of these cohorts was influenced by different
historical events, different levels of technological progress, different economic, social and
cultural circumstances.

I n this context, ve(2e&S8)engdgadninanteiestimgvreSearchoTheéirgaak i
was to analyze the current situation of different generations of employees with a focus on
intergenerational interactions in the cdmahs of industrial entenses operating in the
Slovak Republic. Arang the conclusions of their study is that members of Generation X are
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marked by the upbringing of parents of a pwatr cohort that experienced a socialist regime
suppressing freedom ofgression. Therefore, thegre used to following rules, accepting
auhority, hierarchy, are loyal to the company, work hard and are not very assertive. In
contrast, generation Y is used to expressing their opinions, discussing, they are more sensitive
to their needs, they are maredividualistic, they have less staminadgwatience for work, but

they are more relaxed and more creative. They experienced the transition from the analog
world to the digital one. Modern technologies, on the other hand, ardter wiacourse for

the nex cohort. Gen Z lives in abundance, availity of anything due to the possibilities of
online shopping and connectedness 24/7 via social netwGiksently, there are many
members of generation X in managerial positions whierdene the norms and rgleof
behavior, which is met with misundeading by subordinate members of Y. They resist
authoritative leadership and introduce a new culture. X's managers do not want to support
creativity, they see Y's employees as superficiaproductive who need twe forced to work.

They rebel against theutdated hierarchy and inflexible management, they don't like
restrictions, they destroy work procedures that have been used for years (the reason and logic
of which no one can explainyymo r e ) ( Ma c h @0A%.,Howeel, igismecessary

to use thi potential, their seftonfidence, imagination, positive approach to tasks, as they do
not see a problem in anything and are always proactive in finding a solution. They do not
perceiverisk, but look for opportnity, but they will never be as cautious A, since they

have not experienced the existential problems of the previous generation. With the incoming
cohort, the clash of different worlds, approaches, "visions" will be even moneynced.

This workforcehas a greater problem with concentrationd @ndurance, they have higher
expectations for work content and a higmlity technological work environment
(Urbanovilovsg et al. 2018). Accorodwarkgfet o For
balance. Thi is based on the report Mental HealthAadrk 2019, which brings interesting
results: up to 50% of millennials and 75% of members of Generation Z mention prioritizing
mental health as a partial reason for leaving their jobs (W209). In any case,
multigenerational action can create a tenseogphere and misunderstandings in the
workplace

DISCUSSION

In the future, people with low skills, the uneducable, unwilling to cooperate, and especially
women, will have a problem with plying to the labor marketThe trend of automation
threatens thosergfessions in which the female gender dominates, namely sales, business,
administration. Those positions in which the activities are routine and repetitive are critical

and most at riskConversely, automation isast threatening to those where humarrauion

is required. But even with these professions, the content of the work and the nature of the
required competencies may change. Their complete replacement by artificial intelligence
cannot be expected, asethsoft skills will still be needed (moien Gut ekov§ 2020)
ingenuity will lead to the creation of new jobs and new ways for people to secure their
subsistence and other needs. "With growing dehumanization, customers$oaillfor
humanization in ccupations, that is, what a robot willneve have. " (Lubyov§g, G
One of the strong benefits of robotization is that machines will relieve people of boring,
routine work, and people will be able to focus on creatigelying customer problemsr

providing an experience associated wtlrchasing a product or using a service. Therefore,

soft skills are being emphasized more and more, and the future is proving to be in HR
intensive services. Many traditional occupatiovill still favor manual waok over industrial

production (Lee, no datelt will also become a symbol of luxury (for example, as with
expensive cars, where hanthde parts have a high value, even though a machine would
probably do it more precisely and mufaster, or with shoes andilor-made suits). In the

future, human etivity will still be valued in society, despite its imperfection and error, and
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only thanks to the contribution of its executor, the demand for it will even increase. To
explain, we carmelp with a small analogy the art of music. Although the machingncplay

the song completely flawlessly, but without the emotions that a human performer can sell to
the audience despite minor mistakes in the rhythm. Therefore, it is mainly the rb8ippnsi

of human resourcesianagement to ensure such a working enwiremt and conditions that
human activity in the company is supported and can develop

CONCLUSION

Several changes in the labor market in the 21st century were mentioned. Possible thange
the structure of reared skills, changes in work modelsteation of new professions, etc.
were outlined. The scope of this post does not allow a comprehensive @euthnanalysis of

the established processes. The task was to reflect on the gkallginthe current centuand

to point out the need for courds and entrepreneurs for the necessary solution to this issue
and systematic preparation to face their impacts. Time will tell to what extent the individual
economies of the states and theibess sphere can deal witlte mentioned trends. Also, how
canindividuals create such a working world that their flexibility, freedom and freedom are in
symbiosis with space for saikalization and the possibility of constantly ensuring their own
needs\york, existence, leisuree).
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CHANGES IN THE LABOR MARKET IN THE 21ST CENTURY

HenrietaGUT E K &V C

Abstract: The twentyfirst century bings a lot of dynamic clmges, and their impact is very difficult

to forecast today. It is certain that the world faces a huge challenge, how to eliminate the negative
impact of these changes and, on the contrary, how to use the many positives assdttiated w
technological progresin an even higher benefit for society. Trensformations caused mainly by
Industry 4.0 affect several areas of economic and social life. Bad demographic development together
with changes in the structure of labor demand, with transformation of worknodels, with the
disappearance of some diig job positions and the emergence of new professions are bringing a
serious crisis to the labor market. The task of the contribution is to think about some challenges of the
current century and to point out # need for countries and business practaedlive this issue. In the
article, the author focuses mainly on naming the problems associated with changes in the demand for
human resources and with changes in the composition of attenp during this centyr.

Key words: human resources, changesjirstry 4.0labor marketprofessionrobotization skills,

JEL Classification: E42, O15, J2, M5

INTRODUCTION

The prognosisof specialists, scientists, experts on the developmenteofatbor market are
different, but the consensus is in testimation of the size of the changes. Dramatic and
turbulent reversals are expected. Automation, robotization, and artificial intelligence started
these transformations, and society is worried alloel social and economimpact of these
phenomena. Thedansformation affected several areas of social and economic life. Manyika,
Chui , George (2017) state that: Afuture au
globally from 0.8%- 1.4% per year, hich can contribute meamifully to world economic
growth and offset the demographic causes of population aging. For countries around the
world, automation will offer the potential to capture significant valaed not just from labor
substitution. Thesdechnologies enable higheéhroughput, higher quality, det results,
greater innovation, greater security and the opportunity to expand or adopt new business
model so.

The OECD has also been dealing with the issue of changes in work and its futurerfgr a |
time. The output of ér several years of internationasearch is a 2018 report entitled Job
Creation and Local Economic Development: Preparing for the Future of Work. Key areas that
must be addressed are: the impact of technological progress ombxéaits, nortraditional

forms of employment, productiyitand inclusion at the regional level. However, it should be
emphasized that the impact of the changes is geographically and demographically determined.
Automation can be seen as a much bigger dppiy in countries witraging populations and

labor shorages than in countries with high birth rates and lots of young people entering the
workforce. The OECD report shows that there are significant regional differences within the
EU in the share of cis at risk of robotizatio (OECD 2018)

“I'ng. Henr i et dni@rsity ofKilma, BacultaBf Mbnanities Department of Mediamatics and
Cultural HeritageUni v er z i t nilgha, 81D 265 Slofik, Rep@blice-mail: henrieta.sutebva@fhv.uniza.sk
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Figure 1: Regiond differences within the EU in the share of cities threatened by robotization
Percentage of jobs at high risk of automation, highest and lowest performing TL2 regions, by country, 2016
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Note: High risk of automation refers to the share of workers whose jobs face a risk of automation of 70% or
above Data from Germany corresponds to the year 2013. Except for Flanders (Belgium), for which sub-
regions are considered (corresponding to NUTS2 level of the European Classification).

Source: OECD calculations based on (Nedelkoska and Quintini, 2018) and national Labour Force Surveys
(2016).

Source OECD (2018)

Regions with a lower risk of automation are characterized by a larger share of workers with
highereducation, a larger steof service jobs and are highlybanized. The higher share of
automation is not only influenced by unemployment, the aging of the population, but also the
composition of occupations, the distribution of labor forces, and thetwteuand level of

educat on ( OECD 201 8 s aldoncsessary B @riphasize thiattrobdtization will

affect not only the qualification requirements of employers, but also the value of the work

itself. The pressure on the increasing work competent human resources Wiad to their

higher value,ant hus al so the price of work (KoreR 20

PROBLEM FORMULATION AND RESULTS

Bad demographic development together with changes in the structure of labor demand, with
the transformation of work modelwith the disappearanc# some existing jolpositions and

the emergence of new occupations are challenges that the governments of individual countries
will have to face and choose a systematic approach to solving them. In this contribution, only
those tlat directly affect the cantity, quality and tsucture of labor resources and the need to
cover them in the future in relation to new professions are presented. In the author's next
contribution (The impact of the data revolution on changes in human cesauanagement),
attention will also be paidd the transformation of the usual work models and also to the
changing required work skills and competencies
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Changes in the demand for human resources

Thanks to computerization, the structure and qualifiogtiof employees are radity

changing, as weklis the overall demand for human resources on the labor market. According

to Jur2k (2012), two b askilieccempldyees Wwillbe rgeased byr e e x
robots and the pressure on highly quatifipersonnel will increas This issue is dissged in

more detail, for exampl e, e. g. Rievajovsg (2
Klinec et al. (2009), Keller (2005, 2010). As part of the current robotic revolution, the labor
market has aledy seen a decrease insfimns for lowskilled labor, and at the same time

expects an even further decrease in the future. These human resources remain beyond its
borders and are dependent on assistance from the state. From the above, two fundamental
problems arise in connectionith the compatibiliy of the workforce and the labor market:
(Jurzk 2012)

1 Onthe one handindustry 4.0 requires highly qualified, skilled and digitally literate
human resources, but they commit "demographic suicide" accordinigpyobee
(Europani..2029 ( mor e on this trend, e. g. Pilins
2009).
1 On the other hand, the number of lskilled labor is increasing, which is difficult to
employ, complicated to retrain, definitively loses work habits,aiemin the carefo
the date and is financially supported thanks to those workers who are at risk of the
mentioned demographic crisis in a few years' time
The reality is that the development of the population curve in EU countries has seen a rapid
declire in the number gbeopleunder 18 who are yet to enter the workforce. In this context,
Hrnliar (2020) talks about the silent crisis
the demographic structure of the population in Slovakia can be seentheoriollowing
picture. Itis clear from it that at the moment the population is strongest in those years that are
of productive age and there are relatively more of them compared to the past. But the above
graph also shows that towards the lower age cetegoa significah decr@ase in human
resources is recorded not only at the present time, but also in comparison with the year 2008.
It can be expected that in a few years employers will have a problem sufficiently saturating
their workforce needs precigdrom generatiorZ and Afa.

Figure 2: Changes in the demographic structure of the population
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The aboveamentioned fact can also be identified from the next picture, namely that the
demandfor highly qualified employees isst growing in Slovakia. @npared to the past,
this is an enormous increase

Figure 3: Structural change towards highly qualified employees

Increase M Decrease

300 000
139422

250 000
200 000

150 000 56 855

100 000 52249

50 000
46 299

9 42673

-50 000 26075

225
-100 000 -81132 o3

-35393
-150 000

Change in the number of employees in 2018 compared to 2001

& o5 3° © o®
s\“& Rl pes e ” o P ;
& 2 G AW g «© & 3%
" S \O)\d‘"e", & (oeﬂ\a* \ek® o
@ O 8% & X N o
e ) xS o 2 At s
A% 65‘;\\?‘5@ 235 o ® B »@
o
1 o

The main class of employment SK-ISCO-08

TRE MA www.trexima.sk

Source Hr n | (2020)

It is widely known that low labor costs are the primary motivational rasitefor deciding

where @pital owners (with open borders) will create jobs. Thus, the pressure o8 iwdggh

and thempact on the tax and levy burden, from which the state implements its social policy,

i s obvious. Jur 2k ( 2 Gslfacy as:p(mspited byeeller Y010j or mu |
"increasing power asymmetry between capital, which has grownswamyd labor, whas

shackles have become heavier, .....there is currently no instance that is able to face the growth
of this asymmetry." This can be somarized in the statementwithin the framework of the

global economy, one integrated structure hasnbeesated, wherehé labor forces
participating in the running of the global economy belong, while the labor forces that do not
participate in the runng of the global economyra constantly becoming increasing burden

on the economies of individual stdtéklinec 2010). t is obvious that the described situation

will require certain measures from the state, as it will not avoid the pressure of people of
productive age, fully irggrated into the work process, to reduce social solidarity towards
those who ee dependenton¢gh menti oned system (Jur2k 2012) .
tendencies to greater egoism and individualism in the vadfiesdividuals living in the

current information society.

The results of Jur 2 k' sinthe follooyngppi@d 12) can be s

the demand for highly qualified human capital is growing,

however, those from Slovakia migrate abroad for higher income aattea btandard

of living (the influence of migration on selected macroeconomic indicators is paid
attertion to, for examp e , in a study by Tup8, Vojtovi|
i the innovative capacity of the Slovak Republic is limited by this fact, innovations can
mainly be created by esging "brains”,

on the contrary, the demand for lakilled work decreases,

demographic developemt has a decreasing character and fertility is higher only
among people with a lower ability to apply themselves on the labor maiketower

1
1

= =4
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education, anthus it can be predicted that there will be a problem with the necessary
gualificationincreasb et ween generations (KoreR 2019)

Not only in Slovakia, but also in the world, the mentioned facts are also related to the
diversion & economic activity in the field of agriculture and industry to the service sector,
which significantly participates ithe creation of GDP. How these economic activities have
developed in our country over the last period is illustrated by the followatgrei

Figure 4: Structural change towards an increase in economic activities in theervice sector
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Disappearance of some professions and creation of new job positions

Cambridge University research reasulshow that over the past 30 years, during three
recessions, up to 88% of jobs have been automated in some way, and a similar getal is s
continue after the Covid9 pandemic (which only accelerated it) into theaisfuture. The
mentioned situatioin Slovakia has been going on for several years and currently there are
151 robots per 10,000 employees in industrial production, windeglobal average is about

85 robots. Within the European Union, Germany has thd, lethere there are three times
more robots per year in industrial production than in Slovakia (SITA 2020). According to a
McKinsey study (Manyika et al. 2017), 30% of atttes in 60% of all job positions could be
automated (for example, from gardenave]ders, postmen, salespeople, taxsh call center
operators to mortgage brokers). Up to 800 million people should lose their jobs due to
robotization by 2030, i.e. aboewery 5 people in the world. In Germany and the USA, it
should even be every thigkerson. In poorer countries, it Wilot be so fast yet, as the lack of
finance hinders technological progress (Sidc
future p@ple with low skills, the uneducable and especially women will have a problem with
applying. The trend of automationréatens those professions in which the female gender
dominates, namely sales, business, administration. Those positions in whichuitiesaatie
routine and repetitive are critical and most at risk. Conversely, automateast threatening

to those wmere human interaction is required. But even with these professions, the content of
the work and the nature of the required competenorey change. Their complete
replacement by artificial intelligence cannot be expectedtheir soft skills will still b
needed. Kr8Oovsg§ (2019) discusses hweized these
businesses in Slovakia in her article.
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Figure 5 aFigure 6: Changes in the division of labobetween humans and machines Resired
skills of "tomorrow"
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Source: Future of Jobs Report 2020, Word Economic Forum. Future of Jobs Report 2000, Wodd Economic Forum,

Sourceb5: Kande,S ° n n2®20),Sourceb: Whiting (2020)

Of course, professions will not only disappear, but the development in society will also
stimulak the creation of new ones. It is natly related to technological progress, but also to
social changes. The dividingne between human work and robotization is different for
individual professions, therefore many of them will not disappear, but thédoneill be
redistributed between mamnd machi ne (Bal 8g 2014) . It i S
especially in tbhse in which it will be necessary to apply empathy, social interactions, the art

of communication, and of course there will continue é@lllemand for technical specialists.
According to Hovorkovs8 (2018), i to6h%ofrewt i mat
professions on the labor market whose names we do not know today. The future will mainly
belong to fields connected with loleemistry, bioengineering, genetics amhotechnologies.

More on predictions of future occupations can be found irfilbgo(2019) Careers of the
Future:42 Professions of Tomorrow or Tytler (et al. 2019) 100 Jobs of the Future. Changes in
the compositiorof job positions in Slovakia can be médied from the following picture.
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Figure 7: Professions of the futire (Where the labor market is headed by 2058
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Perhaps it is not so important what professions will arisd,igaot possible to predict all of
them. From the point of view of the state, educational institutions and businastcer it
makes more sense to focus on what skills wellfeeded and what employers will expect,
what human resources they will be lowg for. The following picture capturesettcurrent
approach on the part of companies and the ability of the curdeodlssystem in Slovakia to
reflect on the requirements pfactice.

Figure 8: Employers' requirements for the skills of the employed wdkforce and the level of
these skills in gaduates
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The results of the eopany Trexima are approaching the conclusions, or expectations of the
World Economic Forum, which in the above infographic (Figure 6%gmts the 10 most
important skills of tomorrow". It should be emphasized that tla#ljpelong to the category of

soft skills. Critical thinking and problem solving have been at the top of the list for years. The
stated state is consistent over time, aseaaly in the first report from 2016, ebe
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competencies were in the leading posisioHowever, compared to the pakg ability to seH
manage, active learning, resistance to stress and flexibility also appeared among the most
requested skills (Whiting(Q20).

In connection with hard skills, yIler et al. (2019) states that future johsll require
employees with interdesplinary skills. They will be especially in demand

1 people with a deeper overview in one area and with broader "partial” knowledge
from several areas due to work in interd@aiary teams,

1 people who can connect mulgpknowledge from various spheregshvknowledge
of technologies in order to understand the meaning and need of data and their
possibilities of use,

1 people with the abilityto look for connections in the fieldf STEM (academic
disciplines Science, Techmay, Engineering and Bthematics) ah thanks to
technology, can combine them into creative outputs,

1 people who can properly interact socially, understand and lead not only
interpersonal communication, but alsomonunication at the interface between
techndogy and people, and can also usghtelogical applications when applying
their community and civic skills

DISCUSSION

A study by the Pew Research Center (Berecz 2@itdjluced, based on interviews with
experts from various professional fields, a tfadd scenario for the developmerittbe labor
market in the near future. He pessimistically states that the robot world will bring about the
growth of income inequality,nemployment and the breakdown of theiaborder. This is
actually a Luddite falley. New technologies do not destrggbs, but only change their
structure in the economy (Pettinger 2017). A more optimistic variant assumes that human
ingenuity will lead 6 the creation of new jobs and new wdgs people to ensure their
existence and ber needs. Hope also comes from /ey pointed out by Time.com that in

the case of 35% of companies that automated some activities, they hagktourehuman
resourcesas the change did not bring predictedults and customers required personal and
live communication (Berecz 2014). The above is also confirmed by Lubya's words
(Prognostic Institute of SAS): "Dehumanization comes hand in hand with automation. With
growing dehumanization, customers will lofik humanization in occupations, that ihat a

robot will never have." (Lubyo § , Gtef&nik 2015) . This can
benefits of robotization, that machines will relieve people of boring, routork and people

will be able to focus  creatively solving customer problems ooyding an experience
associated wit purchasing a product or using a service. Therefore, soft skills are being
emphasized more and more, and the future is proving toHR-intensive services

CONCLUSION

In the post, we focused only on the two biggdwstllenges of this century, namelyanges in

the structure of demand and the disappearance of some job positions and the emergence of
new professions. The scope of this trinution limits the possibility osolving the mentioned

issue in more detail. Thauthor's main goal was to contributo the discussion about the
transformations of the current labor market and to contribute to the pressure to solve the
raised problemsystematically from the position dtate power, educational institutions and
alsobusiness practice. Time will tell twhat extent the individual economies of the states and

the business sphere can deal with the mentioned trends
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SUSTAINABLE CORPORATE SOCIAL RESPONSIBILITY IN
THE INDUSTRY 4.0 AND COVID -19 ERA

Jarom2ra ®WA®OVC

Nat 8§l i a VRA®AKOVC

August2n STARELEK
Zdenka GYURCK™BABEOoOVC

Abstract: The importance of the social behaviour of employers is gaining importance dbe to t
significant impact on many stakeholders. The importance ofribact of the suainable behaviour of
organizations on society is gaining importance especially in situations that are unpredictable and
demanding. An example of an unpredictable and demgnsituation is the Covid9 pandemic.
Human resource managemeantorganizationss affected by dramatic changes in other areas as well,
such as technological progress and the implementation of Industry 4.0. The main aim of the article is
to present theresults of research focused on the perception of sustainablellgo@aponsible
behaviour of employees within the social area in organizations operating in Slovakia. The research
was carried out using the questionnaire method of data collection. Tharchseample consisted of

n = 556 respondents. The collected datare processed thugh descriptive statistics. Among the
most significant findings, we can include the fact that almos%76f employees considered their
employer's behaviour to be sociatlgsponsible, especially in the area of health promotion actvitie
and measures. ©the other hand, the area of information was most often negatively assessed as part
of the socially responsible behaviour of employers. The implementation of Industryndt.0 a
overcoming the consequences connected to the @8vghndemids not only a telosnological, but

also an economic and social challenge for organizations. Presented findings resulting from the
research can be a benefit for the practice of human resouacagement in various organizations.

Key words: corporate social esponsibility, sdal area, sustainable human resource management,
employee care.

JEL Classification: E2, 13, J2, L2M5

1. INTRODUCTION AND THEORETICAL BACKGROUND

Nowadays, organizains are aware of the importance of sustainability in relation to thei
business actities (Saeidi et al 2002). Sustainability is considered a key element that can
generate a lorterm competitive advantage that manifests itself through increased Isusines
and financial performande C a c-Ro chr 2 g u e z . ©vier thedast decade8, Buinder

of ideas and concepts have emerged from academia, industry or political movements to
support sustainability transformations; by trying to harmonize three maamspi#conomic,

social and environmentdl DEAmMt o et al, 2011; L»iSeaudeal., 2016)3Mittsno n

the environmental pillar, companies focused on green practices, which include cleaner
production, waste reduction and resource optimizat8ayyadiet al., 2017) The economic

pillar of sustainability is connected mér in the direaon of the accumulation of effective
financial resources and financial classification, which lead to the most efficient use of
financial capital (Assi, 2021).The pillar of social sustainability refers to the ability of
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and Technol ogy i n Tr navimava, $l@vakia, @i jfaromiraanmoBa@stdsk, 917 24
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“I'ng. August2n St ar el edvak UiverSityof Tlechioplogy i datislava, Fagty &, S|
Materi al Science and Technol ogy i n Trnava-smalJgna B C
augustin.starecek@stuba.sk

doc. Ing. ZénkaGy ur 8§k BabeOov§, PhD., S| 8rataldva, Benliy of Matevialt y of T
Science and Tdtnol ogy in Trnava, J8&na Bottu 2/t / 25, 9

zdenka.babelova@stuba.sk

292



Conference proceedingsCHALLENGES, RENDS AND INSFRATIONS
WITHIN THE LABOR MARKEZ(022

organizations to nesure and perceithe importance of different areas and classify the social
aspects of sustainability based on the interests of stakeholders (customers, employees, society)
to ensure thaeveryone's rights are fairly addresg®¥dee et al., 2012; Sarkis at., 2010).

Human resources are one of the most important resources of the company, which is known as
the soul of the busineggdabbour and Santos, 200&pllowing the goals of sustaibke
development, the importance of job development in relation tdogre weltbeingand job
satisfaction is emphasizé8anusi andahl, 2022) Several factors have been identified within

the social sustainability of organizations: wdife balance, wdtplace welibeing, resilience

and workrelated stress. Monitoring theentioned factar is crucial for the sustainable
performance of employeeglgbal et al., 2020).The most important challenge for
organizations today is to find the best way to adoptumedsustainability and human resource
management in a fully effectivand integrated ay (Saeidi et al., 2002 urrent challenges in

the field of human resource management are aimed at attracting and retaining talent,
supporting and increasing the pagiion of employee relations and sustainable management

of organizatbns and teamach --R o d r 2egall,2@22)In order to develop a sustainable
human resource management system, contribute to the organization's social goals and support
more sustaindd organizations, human resource management care practices foche on t
needs of emplgees and their health and wbking. In addition, the above mentioned human
resource practices can facilitate employee involvement in corporate sustainability and
corpoite social responsibility initiatives and activit{@&ahl et al., @20).

Sustainake employee care and loiigrm initiatives aimed at improving the benefit system
help to manage unpredictable situations, such as the @8vhndemic. However, the care

of human resources must also reflect the current situation, whidhyisesearcheralso deal

with the Covid19 pandemic situation and its impact on the behavior of employees in the area
of workplace safety, or job insecurifyu et al., 2022)One of tle most considerable human
resource management challenges arising ftbm pandemic imdlves adapting new and
existing employees to drastically changed working conditions, such as moving to a remote
work environment or implementing new policies and prooesluo limit human contact
(Carnevale and Hatak, 2020)he pandemic &s changed empleg lifestyles and reshaped
business models, dictating new needs and preferences. Many employers adopted new
personnel policies, which meant the need to redefine remioreraind benefits as well.
Among the most frequently used benefits la@alth insuranceéonuses and ye@nd bonuses
(Shtembari et al., 2022)0ther benefits that will be affected as a result of the Ga9id
pandemic include social security and programsu$ed on life and health (e.g. flexible
working conditions). Opportuties to improveis mainly in the area of working hours
(relating to the traditional working week), worker classification, other employee benefits and
workplace safetyAbston and Bryant2021).The work consequences of Covi8 (i.e. home

office work envionment, job inseurity and virtual connectivity) have been shown to affect
employee performance, although not to the same extent, with Industry 4.0 mitigating these
consequencefNarayammurthy and Tortorella, 2021 hrough Industry 4.0, an intelligent
production enviroment is created, which has great technological pote(Riatlenko et al.,
2022). Due to unforeseen situations, organizations introduced innovations and new
technologies d help cope with the pandemic period. Within Industry 4.0, therealse
concerns reted to the social area with a focus on employees, which include e.g. loss of jobs,
lack of training and skills, or organizational obstacles and employee resistancénaac®s
(Rajnai and Kocsis, 2017,; zaBbg2069%.ez et al ., 20

Theimplementation of Industry 4.0 should be coordinated by the project team for the purpose
of synergy between the organization, employees and information technologissal#oi
necessary for employees to be uniformly coordinated and halefireed personhey can
contact( M¢ | | e r as cdantdniagtign is key in any change. Based on the presented
theoretical findings, we focused our research on the area of corporateesmasibility and
define ourselves the aim of identifying and assgg the sustaable socially responsible
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behaviour of employers when implementing Industry 4.0, in addition under the influence of
societal restrictions caused by the Cetflpandemic.

2. MATERIALS AND METHODS

The main aim of the article is to presettie results of reearch focused on the perception of
sustainable socially responsible behaviour of employers within the social field in
organizations operating in Slovakia.

In order to okain data mapping how employees of organizations operating in Sdovaki
perceive the smally responsible behaviour of employers in the social field, a quantitative
research was chosen. A questionnaire was chosen as a collection tool, through which it was
possible to collect the necessary data. To evaluate the collectedvdatised the mievd of
descriptive statistical analysis, the results of which were interpreted in the form of tables and
graphical representations. The collected data were processedNhcrosoft Excel program.

2.1 Description of the data collectiomol

The collectin tool was created as one of the project tasks of the VEGA project entitled:
"Identification of priorities for sustainable human resources management with respect to
disadrantaged employees in the context of Industry 4.0".

The research qgdonnaire consted of 37 questions. Sociodemographic questions were
placed at the beginning of the questionnaire and were focused on: the sector in which the
respondent works, or the $ecin which the organization in which the respondent operates,
theregion in which e organization is based, how many employees work in the organization,
what job position the respondent works in, the respondent's gender and year of birth. The
guestionnae used scale questions, open questions and closed questiongtatis.oThe
guestonnaire was distributed electronically through a web platform. Distribution of the
research questionnaire took place from 10.04.2021 to 31.01.2022.

2.2 Main aim of the reearch and research questions

The main aim of the research was deritify and asseghe sustainable socially responsible
behaviour of employers in the social field based on the perception of employees of
organizations operating in Slovakia.

Research queton 1 (RQ1): How do employees of organizations operating in Sl@avak
assess the stagnable socially responsible behaviour of their employers?

Research question 2 (RQ2):What are the most common reasons why employees of
organizations operating in Slovaki@ not consider their employer's behaviour to be socially
respondile?

2.3 Researe sample description

For a better characterization of the research sample, we evaluated selected sociodemographic
guestions that will help to better characterize our rebesample, which was represented by
respondents (employees of ongaations operatig in Slovakia). In total, 556 respondents
participated in the research. Table 1 shows an overview of the sectors in which the
respondents work.
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Table 1: Sector in which repondents work

Option Absolute frequency| Relative frequency [%]
Industrial sector 338 60.79
Service sector 138 24.82
Public and government administration 80 14.39
Sum 556 100.00

Source: own elaboration, 2022

From the data in Table 1, it follows thdte largest part of respondents are respondents
working in the ndustry sector 6@9%, and on the contrary, the smallest share is made up of
respondents working in the public and government administration sector 14.39%.
Furthermore, we analysed the sizette# organizations in which the respondents work, based
on the mmber of employeed he obtained results can be seen in Table 2.

Table 2: Number of employees in the orgzization

Option Absolute frequency| Relative frequency [%]
1-9 employees 48 8.63
10-49 employees 77 13.85
50-249 employees 117 21.04
250 employeesind more 314 56.47
Sum 556 100

Source: own elaboration, 2022

It follows from Table 2 that the majority of companies with 250 or more employees are
classified as large organizations basedhennumber of employees (56.47%). Conversely, the
fewest respodents work in orgnizations with 199 employees, which we classify as small
organizations (8.63%). Next, the authors of the article evaluated a question focused on the job
position of the respalents. The results are in Figure 1.

Figure 1: Respondents byob position

Specialist job position [INEIEGEGEEEEEEE——
Administrative job position I

Managenient job position NG

Job positions

Manufacturing employee N

Other job position NN

0 20 40 60 80 100 120 140 160 180
Absolute frequency

Source: own elaboration, 2022

According to Figure 1, the largest group consisted of employees classified as specialist
employees, who made up 31% of all respondents. The sngitegi consisted of other job
positions (4%), among thesebjgositions we carmnclude: nurse, consultant, truck driver,
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teaching assistant, loader driver, student, scientific and pedagogical employemmeifed

person, receptionist, cook, pdirne waker, waitress and vehicle salesman. The last
evaluated qué®n was dealing wh the gender of the respondents. The analysis shows that
299 (53.78%) respondents were male and 257 (46.22%) respondents were female. Based on
the above, we can claim that ttespondents were gender balanced.

3. RESULTS

Two research westions were edtlished within the research. The evaluated and interpreted
results of the analyses aimed at answering the established research questions are described
below.

Research question 1(RQ1): How do employees of organizations operating in Sl@aak
assess the sashable socially responsible behaviour of their employers?

As part of the evaluation of the first research question, the answers from the research
guestionnaire focused on thespendents' perception of the social responsibility of their
employers in theaial field were analysed. The results are included in Table 3.

Table 3: Respondents' perception of social responsibility

Option Absolute frequency| Relative frequency [%]
Yes 385 69.24
No 56 10.07
| do not know 115 20.66
Sum 556 10000

Source: own laboration, 2022

It is clear from Table 3 that almost 70% of respondents think that their employer is socially
responsible in the social field. This fact can be considered as/pdsiding. We consider as

a negative finding that up 86 respondents Q107%) perceive the employer's behaviour as
socially irresponsible and 115 (20.66%) cannot assess whether their employer is socially
responsible in the social field. In order tcemdify the areas of social responsibility, we
evaluated tB answers of theespondents in which area they consider their employer's
behaviour to be socially responsible. Respondents had the opportunity to mark more answers
and the results can be seen igufe 2.

Figure 2: Positively assessed areas of social pemsibility according to respondents

work-life balance

support for disadvantaged employees

health promeotion activities and measures [N

support for threatened communities

Option

various social benefits
I accept the reduction of personal remuneration as one of
the steps to maintain jobs

building a positive climate and good interpersonal
relations

(=]

50 100 150 200 250 300 350
Absolute frequency

Source: own elaboration, 2022
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Figure 2 shows the results evaluated through descriptive statistics. The answers were filtered
based on the resalof the analysis shown in Table 3. Only the answers of respondents who
declared that theconsider their employer's actions to be socially responsible were taken into
account. The obtained results showed that the responsibility of employers in theaserial
within the framework of social responsibility is mostly implemeniétthin health pomotion
activities and measures 315 (81.81%), the second most frequent answer-idewmalance

143 (37.40%). The least represented options are: various socidithdnalding a positive
climate and good interpersonal relations aodeating a redun in personal remuneration

as one of the steps to maintain jobs. Based on the above results, we can conclude that
employers have the opportunity to expand the afesocdal responsibility in the social area

by several human resourcanagement tools.

Research question 2 (RQ2):What are the most common reasons why employees of
organizations operating in Slovakia do not consider their employer's behaviour to blg social
responsible?

As part of the evaluation of the second research quedthe respondési answers to the
negatively assessed behaviour of employers in the social area of socially responsible business
were processed. The answers are filtered based oandwer, no and | don't know (171
respondents in total) from the questithat dealt witithe perception of social responsibility

of employers in organizations operating in Slovakia. Again, respondents could mark multiple
answers that they considered adegute results are in Figure 3 below.

Figure 3: Negatively assessedeas of social regponsibility according to respondents

the employer does not inform
the employer does not communi cate

the employer dismisses

Option

open answer

delayed wages

non-payment of wages

(=]

5 10 15 20 25 30 35
Absolute frequency

Source: own elaboration, 2022

According to results in Figure 3, the most common reason why employers are considered
socally irresponsible is that the employer does not inform 33 (19.3%), the dsenost
numerous mswer was that the employer does not communicate 26 (15.2%). The least
numerous answer was npayment of wages 2 (1.2%). Respondents were also offered the
optionof a free answer, which was used by 10 respondents who stated: it dokswiahg

extra beefits, no environmental program; stagnation of society; hygiene measures related to
Covid-19; the employer only informs about the situation (CeM@) and with s "measures”
prevents employees from performing their job duties; reluctémdacrease satg, lower

starting salaries compared to previous years; insufficient remuneration; no benefits, bonuses,
just basic salary; cancellation of bonuses and 13 satatyedued salary for thresonths.
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4. DISCUSSION

Industry 4.0 is becomin@ phenomenon thaffects all sectors of the economy and is
receiving more and more attention. Industry 4.0 fundamentally changes production and
everyday life. It has an influentiaconomic and social impact. It becomes a priority, which is
reflected bythe lay and profesonal public. As the results and findings show, we stand on the
threshold of a new era of understanding industrial problems. Digitization and robotization will
grow into all areas of life and sectors of the economy. It sharply changestlal ones, but

still provides room for selddjustment. However, the transition to Industry 4.0 is not possible

if there is no communication between all elements of the chaiolvies¢t in the process
Jakubl i novN®, transodnatibn .can be succedsfwithout communication.
Employees tend to resist change, even oppose it. In this context, it is crucial to conduct a
dialogue with employees and create space for discugsiBre n d o v 8As pazt @fzhé ) .
research, we conclude the greatest reserves formation and communication with
employees. Informing employees and communication is important not only when introducing
fundamental changes such as the implementation of Industry 4.0, but shouldtielapaat

of the normal functioning of the organiiat. It is important in this context that companies
build a corporate culture focused on mutual trust and open communication. From this point of
view, transparency in the company's activities, both maier and externally, is a clear
attribute that compaes should start observing.

Among the problems associated with the social sector due to -C8whs the dismissal of
employees. The pandemic caused a major crisis in the labour market and an ecas@mic ¢
that had a huge impact on people. Dismissatdeah increase in the unemployment rate, but
also to the inability of people to meet their basic needs for daily life, especially for poor and
vulnerable household&andasari and Dwidienawari, 2020is is also confirmed by our
research, which showethat if employees do not consider the employer's behaviour to be
socially responsible, one of the important factors involved in this is the dismissal of
employees.

In our research, we consider the finditigat companies are developing activities towards
sakty and health protection at work to be positive, which is also provided for by the
Constitution of the Slovak Republic. A healthy working environment can affect the
employee's work performance, and camp management realizes that only healthy
employees an benefit the company. During the Cowid pandemic, employees have faced
nontpayment or delayed payment of wages, which can put them in significant financial
difficulties (Alahmad et al., 2020Howeve, nonpayment of wages can also have a negative
effect on the health of employees, both physical and psychological. Despite the small number
of respondents who identified ng@ayment of wages as a negative behaviour of the employer

in the social field, weerceive these answers very negatively, sincepagment of wages as

a reward for work performed is considered a criminal offense in Slovakia. The criminal
offense of norpayment of wages and severance pay constitutes one of the most significant
legal remedies outside the framework of labour law, whichcoading to the existing
theoretical concept, is intended to ensure employees the protection of their monetary claims
with regard to the job performanteGv e ¢ and Sc h it shauld bkimthé@erest2 0 1 2 ) .
of the management of every organization tswge sustainability in all areas of its operation.

A strong practice for achieving social sustainability is to create and improve the quality of
work-life balance for employees (woefmily balance andvork-time balance)De Vos and

Vab der Heijden, 2017Dur research has shown that in this direction, companies in Slovakia
are already developing activities that are positively perceived by employees.

The changes that companies face on the labour matkgirecedented digital and
technological changes, degraphic changes, represent challenges that they must respond to

if they want to be successful. These changes also contribute to a greater number of jobs with a
need for higher qualifications. The need help employees with changes, especially
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disadvantage groups, when transferring to new jobs, with new job duties, or when changing
professions becomes importafhe role of state institutions to create a suitable environment
supporting employment, regand appropriate legislation, building a practaeented
education system and also a further education system is irreplabeabl€o create a space

for the recognition of knowledge and skills that a person has acquired through his experience
during hisworking life so far, not only in the school systdpeople should update their skills
throughout their working life to meet the changing needs of the labour market. Create the
conditions and maximize efforts to create jobs for all. These measures steaitd suitable
conditions for maintaining employahili better focus on vulnerable groups of persons, on
reducing inequalities in the labour market and social protection of disadvantaged persons.

5. CONCLUSIONS

Economic instability is currently negatiyeaffecting the ability of organizations to invest in
their own development, which can threaten their future. With massive changes in the
functioning of companies, such as the implementation of Industry 4.0, their management and
employees face many big dlemges. The perception of corporate social respditgilin

times of crises and a turbulent global environment is an important aspect when trying to
succeed in the competitive struggle, not only on the product market, but also on the labour
market in firding and retaining capable employees.

It becomes a dilenge for organizations to find qualified employees on the labour market
who meet the requirements for new job positions, and perhaps qualified employees will be the
ones who choose, also with regandtie company's reputation and its activities infible of

social responsibility. On the other hand, part of the social responsibility of employers is to
develop in their employees the skills that are necessary due to digitalization, not only with
regad to Industry 4.0, but also to manage the worklotated to the Covidl9 pandemic.

The presented results of our research can be useful for organizations in effective sustainable
management of human resources and building the image of a socially relpsobiject,
which will be perceived as such by itsi@nt and potential employees.

Demands for specialized employee qualifications for the needs of the transformation to
Industry 4.0 are increasing. People with their perception and relationship to d#mézatipn,

their initiative and activity become an mgrtunity for the development and competitiveness

of organizations. In our further research, we would like to focus on workforce development
needs, especially identifying disadvantaged groups of empoiyee&onnection with the
implementation of Industry .@ and exploring the need and opportunities for their
development.
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DI GI TCOEEHNOLEGI E A ENERFGEKT EKNOS s

DIGITAL TECHNOLOGIES AND ENERGY EFFICIENG

Jarmil a™I1 DoVC

Abstrakt: Energetik 8§ %| i nnosS, obnoviteOn® zdroje energie
klimatickej neutrality. Ds por u en errog5| pei jewohton @sirediu, pako A vget kT m
ekonomiudbklerkt ® m, j e mogno reali zova$S véeses &r T mi

“uspyorener goilkdov §c h, | i ug kancel Sthashygpcihh wal edbegpr b
Kagdodenn® pwvnybfu®engnsmermiekdtidtk v rda stl ¥ad&kdubej@oVv t u o
mo gmi®ezgdBn 2 m di gi t §1 nytcehc hindtieglgiig8el nnten Tteeizhao h o gi ie
predpokl adom zmyslnu$ dtniegu dinagvdjal pz 8 e nogl s/aaVi nee. | i
pr2spevku samgmesiiame ymgiea hanfae kstgiggdmer gai ck® r i e
vs ¥l audder gsa t evOjom miestr o

KO%| ov ®d isd iotv&l ne tercrhentoil ok § gdatfeg kte2nvns oS, smar

Abstract: Energy efficiency, renewablenergy surces are the most imparit pillars in achieving

climate neutrality Saving energy, which benefihe environment agell as all economic entities, can

be realized in several waysnportant in this process are energy savings in buildingsiveneffiee

or apartment buildingssavings in transpodation. Everyday problems with the efficient functiogiof

cities due to he pressure of a growing number of inhabitants are posdibleesolve kg the
introduction of digital smart technologie®igital techndogies are currently a prequisite for
meaningful digitization.In the contribution, we will mease the possibilitiesof using smart
technologies, effective and synergistic solutions in accordance with the sustainable development of
cities.

Keywords: digital technologies, energsfficiency, smart cities

JEL Classification: N70,018,R11,

1.bvOD

Digit8lneptechkaj Ys“gaeregtrukturalizuj % vgetk
akt Vvhi ektorTch splsoboddjapddueiscae Vylomnos\vaij,:
inTch maj¥% va| g2 vplyv Vanieklop ORajp¥%2 padeth| va
exi stuj “ace technol  -gie aNwébadgy vedWwli khvygave
sl ugieb, dlhohddrllecoh Digitediz§<i a j e vIikonng§g, pre:
nielen automati z8ciwmfoam@cieeg &dldaifej o &8 whf
vytvs8ra z8znam, ktorl je mogn® analyzovas
procesov, orrigped zgve e @2 0 bud¥»cnosti. udal
2018).Schopnos S digit8boel medet owaSp aitvadzia vIini
digit8l ne technol - -gie patr?2 I n big date,e t u nveelc& |,

inteligencia (Al), cloud computing a rozg2rens a Ciarli, 1Tt et8 &l.n a r e
202).Vpr 2spevku sa vyu\s %lias niorskadintenjes viac Nake c 2 .

polovica plan®ty onnltierred.e p\lnrdeeznrca ipr iag p eviN akk a
svetovej popl § c i edefnavygl2 va produkty digité8l nej ek on

jenovl priemysel,, mow® byyzpryTsfeigndeetal t o nov® t e
riegenia, ktor® zmenili §givot y Yhialsinoss®m Qo0d?
inovd 2 vnehlhsa upu a rozhoduj %cim predpollsadpm z
novej priemyselnejit el i gencitenej revol %

1Ing.,PhD, MBA, N8 r 0 d o h o sfakdltd, Bkor®ki a&c k 8§ uni ver zita, rafistalaBs8z e ms k §
35,S| o v e n $likage-nraik jarmila.vidova@eubak
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Ug od samotn®horokmi k89889 nt eahapktois t @updioan wpwa po
vec?2, do tejdjsietefzvyokATpekans§&§toom coffe poti
aplik8ciou t ak ®Nookuol99@ joinhRomkeyavytveiviet gr v® Ai nt e
zari adtemimi ankoval, ktowypn¥S op rnmoosgtnr@® dma pcrt Y
Vroku 1994 vwwa gi ele Maew skryt¥% kamer u, ktor Y si

obl elteak enahr § v a $decouklamla do dvojgg v m@a t. @ mer re§l nom
jeho naprmnaemval @a prostredn2ctvom 64 bitov®ho
zroku 1997 p prvIi kr 8§t strumom@n opt2is ail ¢ s e DRpj@iLY e hao

interneto vercel, rbarakulg®ou9yikKedvivnom Ashtonom, Kkt
riaditeOom Aut.oltD@enitsrtaomv rMIkTt jeho tBm vyn
syst ®emdnmpet ov, zalogeniVr mlau s3¥3BQ@®médolR&l Dechn
nasadzovan@z bmascpemlec v sGtI18§§ colv SAproepveakdiddkuh .V

sa kpodobn®mu kroku odhodlala spololnosS Walr

vget gbjichbe hodoch na oznalovanie tovaru. I nt er
m®d i 2roku 2008sa skupina sgploaobvgposbti $orhu. | PS(
podporovala vyug2vanie ding®amnhket Av®dhel ipgerttork
atakr o2zrgi | a p oivretdeornri eet e0 vec 2. Feder al Communi
vroku 2008 poval | a poug2vanaee tgpec tAwhmit,e tsgpda nov ®
pre g2renfflPoshtipnm8ciaz.i nternet vec2aka@ost §v
invest ci 8m a inovsgci 8m t ecibn,dBMagn®kT ch podni ko

2CIl EO A METODOLCGI A

Hl avnT m ci e Qeonna pzr§kslpaedvek uanal T zy s%l asnlch ci
mognosti vyugitia digit8lnych reesamhanpdporugi 2 n
budovania zelenlch miest, aby sa v meysd §8ch z

chr8nako.akd | e potrebn® technick® zabezpel
nevyhnutnim predpokladom pre esoh&lvguimabahi
gramotnl jednotl i vec. Region§8lnou anao T zou
zameran2m sme lroalli zoval. prieskum, .kt or ®ho

3.RI EGENI E PROBLEMU / VHASLEDKY / DI SKUSI A

Il nternet veamgsle je defjigmnawanisi @S, ktor$§ Sp8j e
identifikovateOn® Avecifi s i ntiearnedwlsfdaAhVac
programovateOn®. Pomocou vyug2vani auj édgrmozn
inform8cie o Awea®i ad Wi et hjruo nhaygSN ome rkerd® k lo e ke &
kT mkoOvek. Je s¥l| aBrSioaamyBeil e my.sd udbpd.nemat Ipr
vhemeckom Hannoveri, n aroka 20tlh\fow ¢ ® g b € & 0 ans tvie Om¥
kongtatovas, ge p Priemywyl sne8l rde.vlo | &/cd bmo j et wro me n
zmienvpr i emys| e. Bol to jeden zo yslpel malkoey ako

ktor 8 Wkddlsd eaijkuvznigovanmrautn§kdi@db‘acmobujsgfocrpr
2013 nemeck 8odpwlr &a peenrddbd &ci u pr oj ekNaos iPtra @anyg s
Priemyslu 4.0 je digitaliz8ci a.

Vpl yv di gi t aahli interakcive rmeSl ireovzasisa do mnohT ch sf

vplyvnath pr 8§ce. Pri zaveden? sys td®kowltawa roamaht i
I T gpecialisti na spr8vu komuni kal nej | |
dat ab8zowmbeh asyott®t alovlich siet?2, | i VvIvoj g
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(Internatbnal Data Corporatioft) bude do roku 2025 budervg mc i intepog¢enl cac
41 mili8rd zariaden? iavygedemjkBv a9 sa& (lzzetebajm b &jt too
= 10 bajtoy) 4d ajVdw.obcpws laytaovat el i a sl uga dibe Qpaonmoac
zozbieranlTch %Wdajov zo zariaden2, vdllak@byenz
Na z8kl ade prij ¢ ambngm ip8sStelamawk | adaS whakkany a
di gitégl niejmilgame akjci UNeKka i Se zchdmrwljvec? mhgear i
“%udaje zdieOan® v celej sieti a prémevék® nma
pre komgéwv@aheOa .

Obr §zblkht ernetech@mod ogi ckT pl &§n pre internet vec?

Technalogicky Softedrovi agenti

dosah a pokrofild fuzia
Mindaturizdcla, SEM2OroV
energeticky-efektivna

elektranika

" Teleoperdcie a teleprerentdcie:
Schopnost indoar

lokalzovamych rdrojov
prijimat geolokatné
signdly

moFnost monitorovania
ariadenia vzdialenych objektov

Fyzické prevedanie

svatovéha '\-"'L'I.l-v

Redukeia nakladow

Lokalizdcia fudia
vedica k rozkineniu kaddodennych objektow

aplikdcil druhej viny

Viadepritomna lokalizicia

Dohlad, berpednost, adravotné

Pl i " ]
oliadavka na starostlivost, doprava, kontrola

w.rh!rm patravin, spriva dokumentoy Trhové aplilécie
logistiky
AFID £ipy pre podporu
smeravania, inventarizacie,
a predohddraniu Skodam Pomocnici doddvatelskych procesov
2000 2010 020 Cas

Zdroj: Antoni, L. a kol. (2020). Internet veciajehdap k 8 c i e .-80-81629BI 97 8

Ekon- movia Erik Brynjol fsson a Andrew McAf
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givota obyvateOstva na celom svete. Nov® t e,
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obyvafTe@ow. pozit2vny vivoj m§ vplywlmaiemot

zmeny vurbanistickom prostee 2 . Rwi zevsot j , n8§rast potreby nehnt
bl vani e, by mal asyeagci®t oV a § %le duddér tg3avt nzs@jonh m ro
miest. Ra st ¥c i z8ujem o energiu z obnoviteOnlc

cel osvet ovenergiflmagyn? wo rozvz2jaj%cich sa trhov'
potenci 8l ne negath®nerovpltyedi ra ¢ anjam3p rz2 rdoldhuc
a k!l imat iDd kn@kzomeny.vl §dan® al ebo auwiadena-smne m
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podOa toh®pokenas. fyzi k8l nych svlastabisgentir
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31IMognosti vywulganiatioRom prostred?

loT rastico br ov s k T mp ameYpeompr 21 egvabsvne pmedaloy® kn
aj kvalitu givota oblanouwu a Ml gunpp@kibo poap

up k®hof umggivamiu u Kemsdtept smar

viznamnim prvkom pre real iMe8laiiu iinnteliaggen tnh®
patria inteligentn® idotneyl,i giemMentBz igvel wtotbfae ke g ¢
dok8gu internet veec?s¥.yo§ri §mnvagseedjegd®y?, andeqg pdri
logistika. S¥2 t o z8roveR subjekty, kt oe®, sl sj¥d ad
2 t
ol e

komplexnl pr
rtznych spol nsklndhagﬂbllah@%ptwdhue@wgﬂ«w,

soci 8l nych sl ugjiuleds noBitlie gjia T my wpddpofs oavgant o Kk ©
zelenlTchci miOosnte Csuas tyiatr bpprnd tzac8ced au pa poice®ng
zameraS sa na reolzevnoljc h mepslulsoklyi,zihgoczhamina ener
Predpokl adfess 8chgehwe 2%50 Jgi S okol do78uthe c
energetichyendropken@Poarebn® s Ysrerset ifaddesiea na z
ekol ogicklch diggi2t §8n ypcvhé izt neaenhSgioad derr 1zeistychk § ¢ i u
udrgateOnTch linnost?2 na erihe agiuv gt vio¢ m ®hod m

Vi hodou mjeisvio§tcah vi e kvalita dopravy, ponuka p
by sme mabtva,aSgeeipadjam®t Br mEmchwa hmamo Sn ;i | 2 m,
potrebn® segpaktivayast iapr mit e gR2 ms R yf@woaah i a
vioku 1972 vo svojej gt Yadi i "Limity rnastu" 1
gi vot n® .Zapasletnd g thy erolkdbwsavgvinulame dzi n§rodng§ di skus:
ekomesta a * | eWylksu ;N § ,obktadrf& asadud¥%cnost i ur bani z
mestaldeoz el embani zmus, ktor ®ho préedehaybstemnahns
prod ®momsolwptvistavby budov, energetickej Yal
mesta (Banham,969, Braungart McDonough, 2002)enks- Burgess, 2000)

Te -ierJenksa Burgess, 2000.ehmann, 2005z a h RRaj Wew®z inma pa lecy e d |
zel bud%ucnosS mesta moynmdpiz®oemsd abdou§atledn®ho

dizajnu. V. 2 1. stoemé2npo®r plg By oegsadeossth,a | i do " no\y
nei stoty", v k't or eesigie, ¥ody akpotidtn .c k' ®Gidjoedn8ev kwo esv
nevyl2sliteOnejgej nei stoty, ktor %% vytvs8r ame
(Beck, 2000.

Aby budovy mal i mi ni m8Il ny A e pzraisat zanviavni®  vpprloy
energeticky efekt2vny dizajn budov mus?2 vyv
prepoj enl c hnesott r§aztodg iwer 8t aave@ | hoogkeanhpodib @ e n 2 l okal i
akontexty st r at ®gi e energeti EbheP af eskdd2lrverdoBetni®) (1
efekt2vnpelsisinosdsy materi 8l u: zameranie sa na

(gi voMus)icet kov® t ok yo dnma dwlis@dawabsy , dpermov, §dz key
i ntegr8cia princ?2 kov jpascéptnierhal idi8zcajan ut,v aa u
vyugitie prirodzen®ho vetrania, poug2vanie
dnka,zre geni e celklolvd c2hk ewlisstia?pélymoot za

Pr§ve podpora budovanica gplsmdochsdarioe sty et @&
fungovas, ako getrioSl oaneradgiye,s ah acshpro8ch8rlioS ¢si v

vme <l $a sptrebuje najviac enerji. s W| asnosti sa_ stret8vam
skonceptom zehen®bd ZBadhtaaha@a v ioraw Meria sdvalitd a k t
bl vani a, romesh&chlzel dopr ava, odpadov® hospc

ovzdyy i poda PodOa Ifdd Bouging and Urbabevelagpment Studies) je Green
City Conceptkongeptov,l§ teadmll mz &t gazBape etieke2vneho
energi2, | o m8 n8sledne vplyv na kvalitu g¢giv

Vkrajin8ch¥%nBuentpts>kmg kvali pskymeshdde&xom zel e
Meria a hodnot2 environmeont 8pakyskkudveostkgz b
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kraj2n. ZohOadRuje 30 individu8lnych ukazova
environmerg | n ybclha sat 2 od®Bpr pv p s tpibgyd ivao day sapjo tpro 0O

hospod8&rstvo a emi CieOskl emdecwul gre pimomgoav .S |
zainteresovanlch str8n, ako s% spr8vcovia
i nf rkagiarrymo vrmh 8dne @rbgaamnza§0|peora)vnas wroveR s
kagd®hiot ®r i a. Indexemedzolgmd%tamlqaepcmfs‘sz@mlom na

smerom k riegennumzmemyi koéAdmgnta&§l nym vIizvam.
Na z2skavani e T¥dhaj§mahs tynt jje che o dviiydunga nSI  uign tsepr n e

PodOa Miorandi et al . al2n0i1lc2h) kopbel apt § 8 mér | &y o
technol -gie-monieroeowarniec2gi vot n®ho prostr e
miest, v inteligentnom podnk am& el igent nhchnbetdog&8&ohnom ri a

zdravot nej bsetzgredsntolsitvios S a

32Pr2skaedokat eDovens kivch mest §ch

Gi vot v mest §crokock eme\s t\Blorkd zerden T nefpeod obyva e R s/t,
zvilagak %p g hopnds 8ngil ¢si Viogtnl llidesomov ® proBh@®mygi | a
dopravni@gkvsailtiataon ®hov prostredia pokl e gleae |l veml® v o
plochy ustupuj % bet-novim kongtduuskahao eho a pl «
separovanie @a ecy kl 8ci u zdvi hla pogiadavky na jeho
i nt er akiooiva soob | sanhonst perl § gaeemit.n ® 0 s v ekiroimebitoy, e S r
moni torovanie spotreby ener kpvaea, sledovanmekkoalitya c 2 Sy
ovdugi a, | i anallza d§gt o demogr afai cvkyouhy 2 vy @i §
inovat?2vnpepajiem®&ns amoder nltnfi - ntreic hiniol I gt eamMmi et on
of Thingi loT),na z|l epgeoven gielsab8a hv aslobci ach.

Med z i naj poug2vanejgie sieSov® | oT degAremndar dy
Network) aNB-loT (NarrowBandl o T ) . Testovaciu prev8dzku sie
vapr 2| rtorkouc h2 0sll6o vve it K k §j chhFopme s r8ecrhV3 ieasts n

pokk Tva vgetky krajsk® s2dlna,ekbt®big? ak mesprod o
aobcPevng sieS NB |1oT je vihodn® riegenie

vodomer ov, vodomer ov S preda @ tor astp8ont r e bd 81 en
spol ol nosti am. Viacer® va&a| gie, | ri n ente nuper 22 nreas |

a spracowamogr af§itc koo m s p r Eamaenitofovarseaspotoebyyeneryie e O o v
moni t or i nign toevlzi dguegistrad@ie paskovantain® .

Tak ako je potrebn® te,chjneé chk ®vediakndommpigamoe pi e p
fungovanie kvalifikovanmalOne s g Regilm&thmio 8] edcrad tl 1z
pracovnlch pon¥kespzae r an 2 giloswme® | zpioszt2icl i ge naj
vBr ati sl av sVl @yrk ar amngis -arpehybijjevnoemd ¢ z 3 a mima x8 0305 000 U .
Hodi novg mzda jmaxxd &, ¢rkepdemajas8 3000

306



Conference proceedingsCHALLENGES, RENDS AND INSFRATIONS
WITHIN THE LABOR MARKEZ(022

Obr §zPkeBOadn gphapon %k i eraTppatkemy ir egi on&l na anal

Trnava region

PreSov region

Nitra region

Trencin region
Banska Bystrica region
Zilina region

KoSice region

Bratislava region

(=]
=
o
)
o

30 40 50 60

Zdroj: spoat@Vvan®hzsk

4.ZCVER

Okremponuky pracovnlch poz2ci?nas&wmamat iaj §dinu
por ovn §8vwaichkripeayenostiyna vek inteligen e | aute m®&tri z hroidnot e

zistilo, ge v oblasti inovBompl| exd&eap 8 ke roira
konkr ® ne riegil a Lenr oloudnny KaurteoamatNemBedka a
l2der v indexe)®nr eadrstrdeaiyall ¢ b mli oyhis tvasstnroevd i | i S
cel ogi vot n ®odoor/ape 12 $\adexibiltu, na pracovisku.Na Slovensku sa

stret Svoasmeupsnil m n&§rastom v tejto oblasti, n
i noval n¥% Igolkiut itkak,a dppd §¢aci u pol i ti ku. Na z 8§
Slovensku zvy guj e ramogios $I| n awoog vsyas kpdtiogoil t®M nsou ¢ huc
Medzi skupiny obyvateOov, k toonrI® nrea js/A urmgdj8wmi, ¢
n2zkoprdojmBawvosn. T§so0 de@Wmidias ka bud¥%ceho vI v
probl ®m umi ept 8c ®r oetb®a att kloun zamestnancov, k
apli k8cie pre vyugitie internetu vec?2, |i pr
Dodatok

Pr2spevolkomervégenia viskumn®ho g-elkommid® VEGA
vlzvy a mg@nosti sWisiace s plitikou v oblasti starnutia pre zabetpeie udgated@&o
hospodrskeho rastu a in@eia .
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ODME®xOVANI E SESTI ER AKO ROZHODUJbBCI FAKT
NURSES REWARDING AS AMAIN FACTOR OFMIGRATION

Sergej V&JITOVI L,
Veroni ka MBzoLoOvVC
Magdal ®n*a TUPC

Abstrakt: Zdr avotn® sestry s¥%% povagovwnasm ®s izl auhov,yCskprekeonk vt
ma jngr ol n¥% psychick%% pr8cu, tak aj dkw§tcrkéd. f iNma rnzl

ohodnot en®. Zdravotn® sestry ug dlho volaj¥% po
mogno tvrdi S, g e prim82r znkyem pdi!avioydesiyangrrpijeés kza pr 8cou
zahranilia. Tento pr obl ®movgnskou kdmbrosesticds ep * s pdmi c & n T
asi stenti ek, ktor § zastreguj e ochranu sestier.

somzdovim omaldnopentBt:hemEpoktpl yvRuje migraln®
HI avnT mi met - -damijepam@ihnd Zamiy Mtogrn é4di $ amzmsdkdamag s r
ohodnoteniach domovskej krajine sz a hr ani | 2 . Q pdeskripci papisuge tvgprertiei k a

miery spokjnostiseier pracuj ¥%ci ch na S| ov e nossktuatsnol mmz dnozvd onv
benefitmi.Bodowa c i adamdytia= na vyj adrenie spokhojdmositid2nsne st i
zamestnare k T mi b&mdbiv®mio.h odn pat HFomeinsku jes Wbdoboi diskutvanou

t ®mou, preto je nutn® problemati ke venovaS n8§l eg

KO%| ov®msdro&¥&i a, erjf gpBacaveg&smigrs8ci a, mzdov® o0h
podmienky sestier na Slovensku

Abstract: Nurses are agnsidered a highlygualified wakforce. In addition to the fact that they have a
demanding mental job, ¢ly also have g@hysical job. Based othis, they should also be adequately
financially valued. Nurses have long been calling for help regarding pagsalJndoubtedlyt can

be argied that low salaries are among the primary reasons why nurses migra@dafor work. Tis
problem has been mtoned for a long time, especially by the Slovak Chamber of Nurses and
Midwives, which covers the protectionrafrses. The studgkamines numss' satisfaction with salary
evaluation as a primary motivation that inflices nurses' igration moods.The man methods used

in the study are the analysis by means of which the differences in salary evaluations in the home
country and abroadare investigted. Descriptive statistics the description describes the level of
satisfaction of nuses working in Slovakiaith wage conditions and other wage benefitse scoring
method is used to express nurses' satisfaction setry evaluation ad other emplgee benefits
Salaryevaluation of nurses in Slovakia has been a{tmmg discussed topj therefore it is necessary

to pay due attention to the issue.

Keywords: migration, migration of nurses, labor migration, wage ewdihn of nurses, saty
conditiors of nurses in Slovakia

1.DVODAKTUCLNY STAV SKBDMANEJ PROBLEMATI KY

Pr vy zdravotd c ky ch s uvg b§ch a poskytovéniac®g enterj gV aet ~ev(v)so
starostlivostis est r aspao f m® sS s pr8cou vplyv mas S| s«

8Doc.,Mgr.,, DrSc, Tr en|l i anska uni vekani tTar eAll éxnaendrkaat Rwdhiida manag
Ou d s k Tojowf azkdu | tnee ks@rco iV zald, &t u dkeSn Tizsn |, 31460 S|1 ovens k& republ
e-mail: sergej.vojtovic@tnuni.sk

8Ing. Veronika Mozol o,vT8 n| i anska wuniverzitaenfAex anadtread r B u bmaenkaag
ari adesrkilac hO wdduttacsjoccvi-ghkodnimio ¢ k T ¢ hv, @z BSearhtos & 8§ 2n , Sidwersks5 0 ,

republika, e-mail: veronika.nozolova@tnuni.sk

8ng. Magd a|l ®m@P&hM,u Trenl i anska wuni vker zv el led aandntua n ®@ b | €
ariad e ni a Hhydrdjey,Kdkuta sac i §ékommmick T vle Sahownt s€8u@e, T9EHF50, Sl ove
republika,e-mail: magdalena.tugp@tnuni.sk
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sestier, udrganie ogetrovateOsk®ho person§l
orgm i z ®aigiani zal n® zményprafegetur o\papoddenkn® pr o:
vzSah sovepiahwpmarcag®r mi a N &kllgi, 8., Padrihi,e&Sy ant n®
2021).Mi gr 8ci a medzin8rodnlch zdraw®tmankioych pi

ami Kkr o hnac?2 mi si | ami na medpbpsond®nednéiyr ovngr o
kr §somg§ si Il n® spololn® makroSmbuj vakd®afakh®
aj lekfbaVvVch tmtHui knas, valsBvipwakbndaizaenieach

mi gr §ci e. Medzingrodng8 migr8cia Oudsklch z

jedndlivcov am8 vplyv na zdravotnpckeéee®Oyst ®mykedjd
ovpl yvRuje poskytovanie sl w(piaevhe siyz dradod mmv
pr2pravdela&d8vani ehospodi8§§Isrky a ozv@®avda, tll,cht o
Galgherovsg, J., Radford, D., 2018).

Progn-zy preacpdicedanédost at ok kvalifikovan®
vkrajin8ch poig8eil amgassjttet eug begnou strat ®gi c
riegeni e potrieb 0 g e Krajmyw swvt yesCoskkienmii  pprra2cjonvannei j
spoliehajzkn®modmdd n8§bor sestiern,ok aldy m&gird
ogetrovat eidpsap o kTvigegtjovokrriaS) vz 8j omne pobispegk®
dohody skrajinami sni g g2 mi proendDm@mony zbsudi S sesjedngj, aby
krajiny dodruhej(Smith, J., Herinek, D., Ewers, M., 202R)e pr i azni v® pr acovne
a n¥xanpex §ci ae@wjd¥% presSahovanie zdravotn2cky
kraj2n. To n §snlieud nper avceodvinee jk zz8Slaggee a nevhodnl
vkrajine ptvodu, ul,o gdalvejacv ezdnigajel tdandvekej s e st
krajiny. Nedosta ok ogetrovateOsklich slugieb je teda
k r aj i(Hoigggah, L., Wnbo, N., Junxin, L., 201400d roku 20048 cM ar 8st
| ek 8rzalv a@otnich sestier pracuj %cich vd kraj.i
odzk ad Og¢ ebecnl n§rast i nOECD,®@5e do kraj2n OE

V. neposl ednom r ade ostatob sesier § Remocmiciachi ZStehfoe o d e d
sme oziadS , |l ak®®s®r hliny ich odchodov do zahi
dtvodéwat élvnle npr2j my sestier % porovnan?2 S
divodom my&§ aj n e v poonrdienkyy, npporadolo & ply@vanie v celom
syst ®mea s & ®d wn 2zcdirivealthp 2013)Pod mi enky pre samotni
mi g r § c itaktiey mas|viwmj (Smvatanaa kol, 2016)v o sv oj e pr 8ci VY]
i mpl ement §ci i smehlhini cel &Be N2s0k025/ Bdr anvoot n2 c ki
krajin§ c h Eu thieg DKk evji ns kv, g§d2@l10)je migr8&cia je vge
jedenzchaakterist c kT ch prejavov gl obalSil oalemiskiE prepac
niejevt omto konm&oue whhkoOko sa naj nptocesyd r oKk
v krajine aktiizovaliai ¢ h v lezursamlmne naber 8 na sil e.
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Zdroj: Vlastne%“udajraco@BEGDe D202Da

G Yacbinewa | i zovali na z§8klistatkueesypeivaj ssekhor aeda
Slovensku. PodOa ¥daj, okoro@E@dens me yz olgtet o jui i g
sestier. SY% t opr pptH BErcy okyewjerfie Qak e je 8,3ni e
ogetruj ¥%ciths3masoeldkn magno sl edovas, Sl oven
vy znarodouif ar bou, njaekdom@@movk Ba kr aj i nu ,dmetohor § j
sk¥mani a. S Inmewv manchvkste pjoé t ¢ alz dr av &t wlr ®h pDesKtyit @
zdravotn¥% st@00 omvtaltievdops &f mandm vypllva, ge
dostatol nl polet z@esteryzkio®hok efxeng t€2 wmona §H ap a
poskytovanieo g e t r o vsatostli@ostipacientom domovskej kajine. h al e j sme s
SsYstredil:i na rovpdned z e ks &aij epmiSe me Vi rkelgeu b ILi k
nach§dneand primmeromv p od dester zn. , pgep ol t2embpumattd Gov
poskytuje zdr avisesmy’sMa Nsku jote6i6lsdsty mas$iS c8 ,obyvat e O
na Slovensku B sestryavP o @ ekt e s n o se za&8l§venskom priemerom 5,1 sdry.

2.CIl E0 A DMEOOGI

Hl awnici egQov/ml iheo djn@ ta@&kSi m sp!sobampd dmeR®v groidemi
vpljlbha mi g radylsest@r. n § |

bl ohy:
- zisi S, akods vsrelsowa® yp ond mii nz@ kng s & rbenefigjc k ®

- zisi Bwyhodnoti S mi er u se mabkvoljohodh Dtt ie ajeg epht niae r
migraln® n8l ady

- zi stpdSroavnaS platov® boajmieihkly pre sestry v

Zi s S o vhadnatemie miery spokojnosti so mxdd mi podmi enlsygmeé ®e st
z dr av a Blovenskejwepubliky smesuk ut o| rodoll mal g gagne ks me s k Yama |
rozdiely vmz dov 1 ¢ h o h oddmowskep krajirecalz atar £ wi |k2r aj i n§ch
Opi snou gtatistikou (dresksppkopundstsimas eogptiise
Slovenskuso mz dov 1 mi pio @ mi e miz Beméftrhiaviieru spokojnostsme
vyhodnocovl n a z8kl ade bodovacej met - dy z dot az
odppved? responsiment omlao \Raginka jdhlidaest ej g2 ch odpove:
ako uvsdzvaondl phe oddbodahaapi §cou
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Popis prieskumnej vzorky: V. r 8§ mc i vyugitia gtatisticchhv
vypracovania gtatist?2k z®dht azab? ka | | edekiui@dlzas a
APVV | . 1 9,N&staverd procesovpemm 81 ne ho r i a diach ajehoplyv n e mo ¢ n

nami ¢ri& | ek8rov a sesti@otaaznpkdovbu povwgskbaom
ré&mrriedvIi skumu k g e tspadentov.Nanoalinevdatam ? kdpovefalo r e
spolu65 respondentoi sesty precyy ¥a¢ es | ov e nsrkclaahh ne mo c

33WVhSLEDKIBDDI E

V. nasl eduj %ce|] | asti gt adi e venujeme @ozorno
sk¥manl pr obl em atentesestieres zdjprgd ok ®a joihme& nv kr aj i n

1. Zhodnoteniemz d o vpodmrenok sestierv domovskej kraji ne

Ta b u AkCad m @Rnie sestiema Slovenskuv roku 2022

Od me Ro westieriveoku 2022 Brutt o ( Prepol et na pr i e meintp 433y
pre uzlB&hiaenej zI| ogkypramak@22)z amest nan

Zdravotn2cke povol Koeficient Z § kdl na8o ¢zknadyv  (
Sestra bez CPL/SG 0,89 1008,37 1
Sestra s certifig dm 0,94 1065, 02
Sestraagpecial i stka 1,06 1200, 98
SestrasMgr + S G+ 5 o oukkoovn |pern 1,10 1 246, 30
Vysvetlivky

CPLCeri fi kovan8 pracoyv
S G Qpecial zm®@Y%g it u m

Zdroj VI astn® s(PpSKSaPAR@®Ai e pod

Vt abuOke s ¥ (3K&aP@ 202 adkatj 0&1 ne mzdy rpape rodmadv ot
asistentkywr ok u 202 2. Ti e op ondzOQday @sst saanmwwe@af u i, pr e
charakteistickk dfidtent navi geni a. Prdgpmodreddmsam riodsp opds§
zpred dvoch rokov, ¥ omt o pr2pade je 9o prolem@O02®%. mANga
vwng8sob? koeficieot onmc ke aptavhal®avypl d va z 8kl a
mzdy vhrubomvyjad r en2 pre danl rok, teda pre rok 202

TabuONavo,j priema8mnejdmmayp yd § Slsvenskel n a

2009 745, 00 40 2016 9192, 00
2010 769, 00 u 2017 954,00 «
2011 786, 00 u 2018 1 013,00
2012 805,00 u 2019 1 092,00
2013 824,00u 2020 1133, «

2014 858, 00 u 2021 1 211,00
2015 883,00 u 2022 1 295,00

Zdr oj : spratomasigpro® Oa GPHPSR, 2022
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V tabuztkrg e s ® prieheineghr ubej mzdy v n&rAkdinom ho
pozriemepr i emer n¥% mzdu jejr¥%r ondmsdRuje21022925, , Setra lbez
certifikov a n e j pracovnej iz & h n ®h & ¢ itesnd @otisop o gp @ @ in & Im
priemerom hrubejmzdy n8r odpom&Tf®tznamens§, gek2022jat ses
na“ ov n i 100 8ma ¢Bi7sit. éulBsekkidrnSstokovaladgp e ¢ i a lgit Zaldi @n

m8v r 8§mci g p g t ¥a b rokoa praxegtédy e | mzda prdstavuj e
30bbd@a zdrojdaoKoSmPAPaMgt ajteo \j @9 zddsrau & | A n a
pri bl i §o wehBibepmzeemtideon hospod8§rstve.

22Zhodnotenie mzdovd sthatpnd drhi sebtier kit aptyw na
migraln® n8l ady sestier

Vitejtolas t i gt %di eo cowd ebnoed opr@m eofi Kyheotr -®d ys t/ie pndagj i| ea
d*voodchodov sestoizaha @ a |Wphro8dcnoauc odv al i ks mel dpea
S Y4l a PrglduuAPVV | . 190087ZRy bolii zlamepak®) mas$S s

podmienkama ost at nT ktiora® poevkptinyiv,Qu § ¥k y c broni®iichzaa me r
spolojn 0 s S s pr 8 c oalosh tpnobdoekime b loa ®i ovpl yvRuj Y% i ch

Tabw@Bodovacia met - -da

Lo si mysl 2te, v akej mi ere niggie uveden® p
pr8cou do zahranilia?
3. Ani
2 .. K . 4 . S K 5.
Odpoven 1. Spd ks opjoqjo snpeoskpoojkr nespolNe s pol Priemer | Poradie
Body za odpoyveNDO 5 0 -5,00 -10,00
1. Organi z8cia [
spolupr 8ca med 57,14 40,00 0,00 78,57 23,33 49,76 15
pracoviskami, K
2 . Odme Rovani ¢ I0&00 p|r &@00 0,00 75,00 86,67 70,42 1
s. Za mepj‘ dt EHD S 85,71 28,00 0,00 78,57 7333 66,40 2
4. Vybavenie pracovne 85,71 48,00 0,00 82,14 36,67 63,13 4
5. Nedostat ok s
pracovns§g z8Sa g, 28,57 24,00 0,00 64,29 100,00 54,21 11
urgentn® pr2p
6 . Byrokracia, al4izeni ni 2800 aft 2 vG0O 64,29 76,67 45,81 16
7. Komuni k&8ci a ¢ viAS alh y10090 k o | 6.apa mi 32,14 16,67 55,06 10
8. Komuni k8cia a| vzi8xa hly 6800nadr 008de nT 64i29 20,00 53,93 12
9 . Komuni k8cia a e8alh y96,680 pac D@Nnt mi 2143 10,00 53,29 13
10. Vzdel 8vani e, o 8Blo rInTe00a k ar00®r ny #143st 13,33 57,62 9
11. Zabezpel enie| poid ebrB20,m per®0ng| o8ald 76,67 61,99 5
EE N 557 40,00 0,00 100,00 33,33 64,76 3
zabezpel eni
13. Pr2stroj ovi|® 524b ¢ z p6©d e|n i e0,00 89,29 30,00 58,11 8
14. El ektroni z8c|i é7146d| gb2i0@a | |i z 8000 a ) p6O0,B.c ¢ 20,00 47,46 15
15. Prest2g zdr av alddn 2|c k49,000 | p o 0,@DI| ami &7,86 63,33 60,65 7
16. AktuSlina poll ;g 12,00 0,00 96,43 96,67 61,99 5
soci 8l na situsg

Zdroj: VI ast n® s3D22acovani e

Pomocou bodovacediji | metpddagsidgaehn ag* vodov pr
sestier .a~ltel<rmtg2d;me$priraiili bodyad t er namte? vidrriledsm ®s hodnot y:
SpokopPpa3Sk!trl spokojnl: 5e s pAonkio j snd o kporjen I n 8asn i n enr
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hodnot u, pretoesmelilkjobwbdt Akt eathtapéhej Blkisr

ur | i lrin ¥Yzngtpoel ap r e aIternjam?lOAAbyvmesnp§onkopodariIo
poradie, musel i s mzovatgerlmijeMnimBndax@mm.ot | i v® uk
UkazovateO maxh mﬁ;l n &Jjk atzand'ramte@hodlmotylm m&.l ne

Emax Xi]
Pour | mmd@ nihimaama x i ma, dSahmprienesapo]| #1 1 tak poradie

odpovedt omtVo hodmaat emr?vomBmmi este vygla odpove
p r §cna druhom miesteZ a me st n an eyc be@efityvdpod.orat r e Som mi est
Mat er apfdsdnoer oale® p2| eni e, esta\ybgvene pracovine, rmaipiatom

mi este inSdweygdpovedaeaakhkt do®i mhthat @ddalmanmd lye
potrebni m pPetsdhsghaokwrd misook®s8d ag8ci a na Slove

Okrem nespé&ojnostiso d me Rov anz2 m,§ déaege® yrvlodrcych divodov.
respondetov vyjadrilo akon aj | a ®t eojpga k wpatenie p rs&wvwel geni.e mzd)
Zdr avot n® as e5d torvye n schousnt @2 toil an@om df niontaennl@.e OKr em
prod ®mus tsrag/t 8avjadsom Nal @fre2ll, % Rdte sa rozhodn% hO
vzahrani| 2.

3. Porovnani kpodmiedok seterapr odnT ch asistentiek v

V nasledj’.c e | | a ssa budeget .dé eovaS naj m2 poeravng8van
p ! r oldagstetiekv krgj i n § ¢ & hsiMkaeadprky g t

T a b u @karovnanie piemer nTch hrubTch mesalnich miezd
(HM v Eur)

Zdroj: V1 ast n® eppordaCao \SRUESH) ITM GUS 2022

Vt abai Ok ezoz n§invio]j hrubejzdyme saavlog @jfi c mr acovn?2 k
vk at eg-erapi! rodantiic h Pd st ©tvedn tpiosaéiae h k ¢ d P®easi ste
prec uj YecSlovenskuy zahdom nay akiw@si anepnmwvagovaS za
adekv8pomeah ke fyrick§jc apsychickej n8§ mmlilst i mllge Vvyvol 8ve
uzdravotn?2ckeho person8lu Push faktory.

Vivoj mzdov®ho odmeRovadnams@gt Siaerekemelejv2 gk
od Slowerske] repubk vy . Spracovan®odgjiauth® Is®md mr mal r
opr i e me robKoot WL ezsSkepujlike. Dd aj e podliehaj-LZk!| &4$ iof i®k
nadobudl i s vrooj kuu  p2l OaltOn. otoN8z Hv® a & o m vpahika lprgala r e

klasifik § ¢ i uroka Z011ytak pre porovnani# c ht o dv oc ky bgrta8nt® vr obkoyl i
2012 do2019. Les kpBubrlee ka na prvli pohOad di sponuj «
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