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Veédeckeé stati {1/s)

Dnesni generace seniort
a jejich vztah k modernim
informac¢nim technologiim v CR

Ing. Sofia Gullova, Ph.D. » Vysoka gkola ekonomické v Praze, Fakulta mezindrodnich vztah(,
Katedra mezinarodniho obchodu, ndm. W. Churchilla 1938/4, 120 00 Praha, Ceské republika; email: gullova@vse.cz

Mgr. Miroslava Manové » Vysoka skola obchodni, Katedra spolegenskych véd, Spélena 14, 110 00 Praha;

email: manova@vso-praha.eu

1. Uvod

Zijeme ve spole¢nosti, kterou lze charakterizovat
dem k zaméfeni piispévku, je spolecnost infor-
macni. Informac¢ni spole¢nost byla utvafena rtiz-
nymi procesy, z nichZ dominantnim byl zejména
proces komputerizace, pro ktery je charakteristic-
ky dynamicky nédstup technologickych inovaci, jez
umoznily ¢aste¢ny presun zivota Cloveéka z ca-
soprostoru pfirozeného svéta do kyberprostoru.
V ceském prostiedi tento proces akceleruje od
90. let 20. stoleti a sviij kulmina¢ni vrchol mél pak
kolem roku 2000. Pronikdni novych informacnich
a komunikacnich technologii v podobé pocitace,
mobilnfho telefonu, internetu apod. a jejich na-
slednd socializace byla neuvéfitelné rychld. Kom-
puterizace ¢eské spole¢nosti se v podstaté odehra-
la v rozpéti socidlnfho véku jedné generace, coZ ve
srovndni s minulosti, kdy obvykly socializa¢ni cy-
klus vzdy presahoval alesponi jednu generaci,
predstavuje ,,zbésilé“ tempo.

Od pocatku v8ak méla temporalita socializace
téchto technologii silny genera¢ni aspekt, ktery
zpusoboval protikladny vyvoj v oblasti komputeri-
zace u mladé a staré generace, kde vyrazné znevy-
hodnénd byla generace seniord, a tento rozdil se
vyvojem déle postupné prohluboval. Mezi genera-

cemi se diky tomu vytvérel ptfikop, ktery oddélil
starou generaci (jedinci, jez v dobé, kdy se spole¢-
nost zacala komputerizovat, byli jiZ v dtichodu) od
mladé (jedinci, jimz vedle kolébky jiZ stal pocitac)
a gramotnou kulturu od kyberkultury, coZ je ozna-
¢ovéno jako meznik véku (Sak a Kolesdrovd, 2012).

Jak jiZ bylo zminéno, vyS$e od roku 2000 tato
propast mezi generacemi pomalu mizi{ a nejdtlezi-
téjsi roli v tom hrdla a hraje generace seniorti, kte-
rd se postupné zapojuje do procesu komputerizace
tim, Ze zvy$uje svoji disponibilitu informac¢nimi
a komunika¢nimi technologiemi a stédva se vice po-
¢itacové gramotnou, at z vlastni iniciativy, ¢i v di-
sledku edukaéni inverze nebo vlivem demografic-
kych procest (vymirdn{ pocitacoveé negramotnych
seniort, ndstup novych popula¢nich ro¢niki s vys-
§1 pocita¢ovou gramotnosti a disponibilitou PC).

V soucasnosti se tedy nabizeji k prozkoumdani
ndasledujici otdzky: Byla jiZ propast mezi generace-
mi zasypdna? Je tvrzeni o tom, Ze seniofi neume;ji
ovladat pocita¢ a pohybovat se na internetu pouze
mytus a patfi do roviny pfedsudku, nebo se jedna
o fakticky popis skute¢nosti? Jsou seniofi opravdu
handicapovanou skupinou pohybujici se za digital-
ni prehradou v pozici socidlné i mentdlné vylouce-
nych? Jak ovlivnila pandemie COVID 19 jejich pi-
sobeni na internetu?
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2. Soucasny stav v uzivdni novych
informacnich technologit

Udaje o soucasném stavu ¢eské populace ve vzta-
hu k rozsifeni a uzivani informac¢nich a komuni-
kac¢nich technologii u domdcnosti a jednotlivel
v Ceské republice nam poskytuje Cesky statisticky
Grad, ktery danou problematiku dlouhodobé sle-
duje prostfednictvim samostatného ro¢niho statis-
tického zjistovani, jeZ nese ndzev ,Vybérové Sette-
ni o informacnich a komunika¢nich technologiich
v domdcnostech a jejich vyuZzivdni jednotlivci®
(VSIT).!

Data jednoznacné prokazuji, Ze vétSina obyva-
tel Ceské republiky jiz pocita¢ a internet do svého

zivotnfho stylu zaclenila. V feci ¢isel se mtze do-
konce ftici, Ze internet a poc¢ita¢ pouzivalo v roce
2017 skoro 8 z 10 Cechti. Podle Martina Many, fedi-
tele odboru statistik rozvoje CSU se d4 dokonce
tvrdit, ,,Ze pocitac¢ (Casto ne jeden) a internet se na-
chézi uz ve vsech domdacnostech, které tyto tech-
nologie chtéji nebo uméji pouzivat.“ Z miliénu do-
madacnosti, které vloni nemeély internet, 80 % uved-
lo, Ze pripojeni k internetu doma nepotiebuji ¢i
nechtéji, tedy divod odkazujici na jejich svobodné
rozhodnuti ne na objektivni prekdzku.

Pokud se na problematiku komputerizace podi-
vame z hlediska vybavenosti domdacnosti a bude-
me se soustfedit na kategorii seniorské domadc-
nosti (v tomto typu $etfeni byla sledovdna pouze

Tabulka €. 1 » Vybavenost domdcnosti CR informacnimi a komunikacnimi technologiemi v roce 2017 (v %)

Vybavenost domacnosti . Celkem

Podle typu domacnosti

Bez déti

do 40 let nad 65 let s détmi

pevnou telefonni linkou” 13,6 15,8 19,7" 8,9
mobilnim telefonem™’ ™" 1,0 1,0 1,0” 0,9
pocitaem 76,3 69,8 94,5 32,3 94,4
stolnim 38,2 35,2 273 18,0 46,6
notebookem 57,7 51,0 82,6 16,1 76,4
tabletem 23,9 16,0 22,4 33 45,8
internetem 77,2 70,5 96,8 31,1 95,9

pro¢ nemaji internet

nemaji zajem 80,0 82,6 28,7 87,4 28,6
neumi s nim pracovat 37,6 37,7 9,8 38,4 35,4
vysoké naklady 19,9 18,0 26,3 12,8 57,5
Ldomaci” wifi 56,6 49,2 75,2 14,7 77,5

" udaje za rok 2016

** kategorie nad 65 let nebyla sledovana, uvedena hodnota vztahuijici se ke kategorii , dlichodce”
*** pocet mobilnich telefonu pripadajicich na 1 ¢lena domacnosti (pouze na cleny domacnosti starsi 6 let)
Pramen: vlastni zpracovani na zakladé dat z Ceského statistického Gfadu; CSU (2017)

v Prvni (pilotni) Setfeni probéhlo v roce 2002. Setfeni je provddéno formou osobniho rozhovoru s vyuzitim osobniho pocitace

(CAPI), a to na vybérovém vzorku cca 10 tis. jednotlivct ve véku 16 a vice let v pr/bl/zne 6 tis. domdcnostech. Setfeni VSIT je
reprezentativni na populaci osob Zijicich v soukromych domdcnostech na tzemi Ceské republiky, tj. soucdsti Setfeni nejsou
Jjednotlivci Zijici v tzv. kolektivnich domdcnostech (ndpravnych zarizenich, Ustavech socidlni péce, domovech dichodct apod.).
Udaje za domdcnosti v CR se vztahuji ke 2. Ctvrtleti pfislusného roku. Podrobné metodické informace a udaje z tohoto Setfeni,
a to véetné mezindrodniho srovndni viz CSU (2017).
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Tabulka €. 2 » Jednotlivci v CR pouZivajici pocita¢ a internet v roce 2017 (v %)

Internet
Pocitac
v poslednich g
3 mésicich kazdy den

celkem 16+ 77,0 78,7 63,1
celkem 16-74 82,7 84,5 68,2
podle pohlavi

muzi 16+ 80,0 81,6 66,4

Zeny 16+ 74,2 76,0 59,9
podle vékovych skupin

16-24 let 98,0 99,0 96,5

25-34 let 95,0 96,4 88,6

35-44 let 94,9 96,9 80,5

45-54 let 88,8 91,5 68,1

55-64 let 73.3 75,3 50,0

65+ 32,8 33,5 19,4
podle dokonéeného vzdélani (25+)

zakladni 32,2 34,6 16,9

stfedni bez maturity 65,5 68,1 45,0

stfedni s maturitou 84,7 86,0 69,9

vysokoskolské 94,5 95,0 87,9
podle specifické skupiny populace

zeny na rodicovské dovolené 93,1 94,7 83,3

studenti 16+ 99,5 99,7 97,5

starobni diichodci 36,1 37,0 21,0

Pramen: vlastni zpracovani na zakladé dat z Ceského statistického Gradu; €SU (2017)

kategorie ,domdcnost ve véku 65+“), mliZeme
konstatovat, Ze jedna tfetina téchto domdcnosti je
vybavena pocitatem (32%) a taktéz disponuje
vlastnim internetovym ptipojenim (31 %). Podob-
nd ¢isla u stejné vékové kategorie tentokrate ve vy-
zkumu jednotlivct pak nalezneme i u polozky ma-
pujici vyuzivani ICT (pocitace 33% a internetu
34 %). Zajimavé je zejména c¢asové srovnani, které
ukazuje, Ze za poslednich deset let se zvysil podil
uZivatell internetu mezi seniory nad 65+ ze 4 % na
tegorie lidi v pfeddiichodovém véku 55 az 64, kde
pouzivd internet tti ¢tvrtiny lidi. I do budoucna lze
tedy ocekdvat, Ze se pocty uZzivatelli pocitace a in-
ternetu z fad seniort budou vyrazné zvySovat, ne-
bot do dtichodového véku budou prichdzet jedinci
jiz technologicky kompetentni.

To, Ze Zivotni styl ¢4sti staré generace je jiz di-
gitalizaci ovlivnén doklddaji i data mapujici aktivi-
ty jednotliveti na internetu, kde seniofi prokazujf
svou schopnost vyuzit ICT v tradi¢nich aktivitdch
i zapojeni do aktivit novych virtudlnich (nakupo-
vani, internetové bankovnictvi, socidlni sité apod.).
Nejcetnéjsi aktivitou, kterou realizuje 30 % seniort
nad 65 let véku, je pak jednozna¢né ¢teni zprdv na
internetu.

Internet je tedy pro stdle vétsi ¢dst seniorti tézi-
$tém informaci, na zdkladé kterych se dnes i tato
skupina obyvatel orientuje ve svém kazdodennim
Zivoté. V této souvislosti je ale nutné si uvédomit,
Ze se jedna o prostor infosféry, ve kterém se $iff in-
formace s rtiznou vdhou validity, od téch pravdi-
vych aZ po ty, které vykazuji prvky cilené manipu-
lace, propagandy a fadime je do kategorie dezin-
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Tabulka €. 3 » Jednotlivci v CR a jejich aktivity na internetu v roce 2017 (v %)

z toho (vybrané vékové kategorie)

Aktivity* Celkem 16+
55-64 65 + 16-24
Cteni zprav na internetu 71,2 68,6 30,1 86,5
internetové bankovnictvi 51,8 46,1 12,2 45,6
nakupovani na internetu 51,2 38,6 12,7 69,8
hledani informaci o cestovani 44,4 35,4 13,4 55,2
socialni sité 44,0 19,4 51 93,2
obleceni, obuv, doplrky 27,8 15,6 3,7 42,9
nakup ubytovani 19,1 13,8 4,4 16,9
nahravani fotek a videi 32,2 13,3 3,4 79,6
spotiebice, elektronika 15,7 12,6 4,2 17,3
internetové UloZzisté 21,8 11,9 3,3 47,7
hrani her 19,6 8,1 4,0 66,8
vstupenky na kulturni akce 15,1 8,0 2.2 253
potraviny, napoje, drogerie 10,7 5.9 1,7 11,6
nakup letenek ¢i jizdenek 9,4 5,0 1,2 16,0
vstupenky na sportovni akce 5,2 2,9 0,3 12,5
sledovani placenych videi 3,7 1,2 0,2 10,7

" aktivity v tabulce sefazeny sestupné podle podilu u vékové kategorie 55-64 let
Pramen: vlastni zpracovani na zakladé dat z Ceského statistického fadu; CSU (2017)

Zijeme ve spolecnosti, kterou Ize charakterizovart riiznymi pridomky, z nichz
nejvystiznéjsi, vzhledem k zaméreni prispévku, je spolecnost informacni. Infor-
macni spolecnost byla utvdrena ritznymi procesy, z nichZ dominantnim byl ze-
Jjména proces komputerizace, pro ktery je charakteristicky dynamicky ndstup
technologickych inovaci, jez umoznily cdstecny presun Zivota clovéka z caso-
prostoru prirozeného svéta do kyberprostoru.

formaci. Pohybovat se v tomto digitdlnim prostoru
a rozeznat pravdu od 1Zi je dnes stdle vice a vice
obtizné nejen ale zvlasté pro seniory. Pro ilustraci
toho, jak jsme jako uZivatelé v tomto prostiedi
ohroZeni fale$nymi zprdvami, ndm muize poslouZit
studie mapujici prehled nejcastéji sitenych dezin-
formacnich ¢ldnk, kterou zpracoval datovy tym
Ceského rozhlasu. Ten srovnal ,,dvacet nejsdilenéj-

Scientia et Societas » 2/21

$ich zprav za posledni rok ze standardnich zpravo-
dajskych serverti a z dezinformac¢nich webd“.
U dvacitky nejsdilenéjsich zprdv ze zpravodaj-
skych webti napocitali autofi studie za rok zhruba
364 tisic facebookovych interakei, u zprdv z dezin-
formac¢nich webt necelych 380 tisic. To je zhruba
o Ctyfi procenta interakci vic u zprdv spornych ¢i
1Zivych.



3. Jsou cesti seniofi pripraveni? Jsou schopni
kriticky vyhodnotit relevanci informact

a zatazovat je sprdvné do kontextu? Jak se
tedy senioti v CR chovaji na internetu?

I na tuto otdzku se snazi odpovédét vyzkum publi-
kovany pod ndzvem ,Starci na netu 2018, ktery
realizovala spolec¢nost Seznam.cz ve spolupraci
s Centrem prevence rizikové virtudlni komunikace
Pedagogické fakulty Univerzity Palackého v Olo-
mouci.? Cilem vyzkumu bylo zmapovat chovani,
aktivity a vyuzivané formy ICT u dané vékové kate-
gorie 35+ na internetu, zamétit se na obsah, se kte-
rym zde pracujf a aktivné ho $iff, a v neposledni
fadé otestovat, zda se chovaji v tomto prostfedi
bezpecné. Vysledky pak vyuZit pro pripravu a lepsi
cileni preven¢nich programi u ohroZenych skupin
populace, mezi které patfi vedle déti prave i seniofi.

Hned na tvod je nutné poznamenat, Ze vy-
zkum zaznamenal velkou medidlni pozornost
a zejména v prvni poloviné roku 2018 se mu véno-
vala vét$ina zpravodajskych servert. Z publikova-
nych vysledkt vyzkumu (Kopecky et al., 2018) si
média vétsinové vybrala predevsim zjisténi, kterd
ukazuji, Ze s pribyvajicim vékem se zvysuje pocet
hovat jak pravdivé, tak i nepravdivé informace, tzv.
hoaxy a dezinformace). E-mailové zpravy, které
varuji pfed nebezpe¢im, napfiklad migraci a tero-
rismem, $iff 47 % osob star$ich 65 let a 38 % osob
starsich 55 let. To je 3-4krét vice neZ u osob mlad-
$ich (35 az 44 let). Pravdivé i nepravdivé zpravy
o politickém déni pak $iii seniofi Sestkrat castéji
nez osoby mladsi. Shrnutim vysledkd podle ces-
kych médii je, Ze nejaktivnéjsimi $ititeli e-mailové-
ho spamu jsou tedy seniofi ve véku nad 65 let. Toto
zjisténi se pak stalo nosnym titulkem vétSiny zve-
fejnovanych zprdv, napt. Vyizkum “Starci na netu”
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urcil za nejvétsi siritele spamit seniory (iDNES.cz,
2018). Wyzkum ukdzal, Ze e-mailové spamy, hoaxy
a dezinformace nejvice $iti senioti (Profimedia.cz,
2018), Starci na netu: Nejvice dezinformact $trt se-
nioti, ukdzal vyzkum (Seznam.cz, 2018). A zde si
autorky neodpusti jednu kritickou pozndmku, kte-
rd nenf ani tak cilena proti vlastnimu vyzkumu
(u néhoz spise oceriuji snahu zmapovat oblast di-
gitdln{ infosféry), ale proti médiim, kterd o vyzku-
mu informovala. Tato vytka v podstaté vystihuje
jeden z problémf dnesnich médii v Ceské republi-
ce, a to povrchnost a snahu zaujmout, coZ mutze
paradoxné prispivat pravé k Sifeni dezinformaci.
Zjednodusené feceno: média nasla svého vinika,
jsou jim seniofi, kteff neumi v prostiedi ICT s in-
formacemi kriticky pracovat a ostatni zjisténi je
prili§ nezajimala. Novinafi napf. zcela opomnéli
skute¢nost, Ze autoti daného vyzkumu uvddéji, ze
publikovand data nemohou byt vzhledem k rozsa-
hu a pouzité metodice brdna jako data reprezenta-
tivni. Tato podstatnd informace vsak v medidlni
zkratce nikde nezaznéla.

Z dalsich vysledkti pak mtiZeme uvést, Ze se-
niofi (nad 65 let) zacali v téméf poloviné pripadu
(41 %) pouzivat internet sami, bez vlivu jiné osoby.
V 28% pak seniory k pouZivan{ internetu pfivedl
jejich zaméstnavatel, pfipadné jejich vlastni déti
(15%), znami a pratelé (6 %) ¢i vnoucata (5%). Na
internetu pak seniofi realizuji velké mnoZstvi nej-
riznéjsich aktivit. K jednozna¢né nejrozsirenéjsim
patfi pouzivdni e-mailu (pouzivd 97 % seniorii)
a vyhledédvéni informaci (95%). Seniofi jsou ze
vSech sledovanych skupin nejaktivnéjsi ve c¢tent
zprav v ramci zpravodajskych a zdjmovych servert
(Cte je 96% seniort). Naopak nejméné ¢tou senio-
ti (jen 34 %) elektronické knihy nebo jiné neZ zpra-
vodajské c¢lanky. Méné aktivni nezZ mladsi uZiva-
telé jsou seniofi také v pouzivdni internetového

Vyzkum Starci na netu probihal v obdobi od 1. 10. 2017 do 31. 12. 2017. Pres online dotaznikovy formuldr distribuovany do

vsech kraji se ho zicastnilo 1072 respondentd, ktefi byli rozdéleni do ctyr vékovych kategorii od 35 let vyse (dospéli uzZivatelé
internetu a modernich informacnich a komunikacnich technologii, vyrdstali v dobé, kdy tyto technologie nebyly jesté bézné
dostupné a rozsitené = oznacovdni jako starci na netu). Realizovany vyzkum je podle autort prvni sondou do problematiky
chovdni dospélych v online prostredi. Jeho vysledky — vzhledem k nizSimu poctu respondent( (ktefi jsou navic aktivnimu
uzivateli internetu) — nelze zcela zobecnit na celou populaci, pfesto z nich Ize s uspéchem vychdzet pro dalsi vice podrobnd
reprezentativni vyzkumnd Setreni. Kompletni vyzkumnd zprdva viz Kopecky et al. (2018).
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bankovnictvi, které vyuzivd v Ceské republice
v soucasné dobé 64 % seniort, zatimco naptiklad
z lidi ve véku 35-44 let ho pouZzivd 89 % respon-
dentli. TéEméF tii ze Ctyf seniort na internetu také
aspon jednou meési¢né nakupuji.

Mensi znalost online prostfedi a vyssi divéra
v internetovy obsah s sebou pfindsi nejen pro seni-
ory dalsf rizika. Napfiklad riziko podvodu ¢i kra-
deZe. Témér 40 % respondentti potvrdilo, Ze na in-
zertnim portélu narazili na nepoctivého prodejce.
Pres internetové obchody pfitom nakupuje zboZi
¢i sluzby v prameéru 87 % respondentti. Nebezpeci
plyne také z uvddéni osobnich tidajti v online pro-
stfedi. V tomto ohledu jsou starsi osoby opatrné;jsi,
méné z nich uvadi na internetu své datum naroze-
ni ¢i zvefejiiuje fotografii obli¢eje. Naopak jsou ale
seniofi vice aktivni v uvddéni adresy svého bydlis-
té (aZ 16% respondenttl) a e-mailového kontaktu
(az 54 % seniortl). Studie také ukdzala, Ze az 19 %
seniortt odpovidd na e-maily od bankovnf institu-
ce. Jsou tedy v tomto ohledu velmi zranitelnou
skupinou, na néZ mohou byt cileny podvodné tto-
ky vyuZivajici pfistup do internetového bankovnic-
tvi. ,,Policie eviduje a Fe$i celou fadu ptipadt, ve
kterych se poskozeny — senior — stal v online pro-
stfedi obéti podvodu. V fadé pripadt $lo o podvo-
dy spojené s internetovym nakupovanim ¢i online
aukcemi. Je velmi dilezité, aby seniofi v online
prostiedi dodrZovali alesponi zdkladni bezpec¢nost-
ni pravidla. Méli dobfe zabezpeceny tcet, nikomu
nesdeélovali identifika¢ni idaje, neuklddali si u pro-
vozovatele e-shopu kartu pro budouci platby a po-
dobné (Schweiner, 2019). Statistiky se v posled-
nich létech jizZ vlastné vyrazné nemeénily. Silny
boom nastal az v dobé pandemie COVID 19. Autor-
ky provedly vyzkum u seniort ve véku od 65 do
78 let. Vyzkumu se zucastnilo 178 seniorti ve véku
65-75 let ze Stiedoceského kraje. Vyzkum potvr-
dil, Ze v priibéhu pandemie koronaviru se aktivita
seniorli na internetu znac¢né zvysila. Dnes vice neZ
97 % seniort bézné pouzivd email, 70% komuni-
kuje pomoci chatu, 95% vyhleddvd na internetu
informace. Email kontroluje vét$ina seniorti den-
né. Na internetu trdvi denné daleko vice hodin nez
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drive. Velmi rychle se seniofi snaZi sezndmit i s po-
uzivdnim novych technologii. Univerzity 3. véku
presly v dané dobé na on-line vyuku a vét$ina se-
niort — student se snazila a dokdzala rychle
prizptisobit. Autorky ¢ldnku provedly prizkum
i v nékolika domovech dtichodcti v Praze, Stiedo-
¢eském kraji a na Vysociné a mohou potvrdit, Ze ve
véts$iné domovech pro seniory dnes béZné existuji
pocitace s moznosti pfipojeni na internet a pokryti
wifi v celych aredlech. Dle statistik Netmonitor.cz
se Cas seniort straveny na internetu zvysil v roce
2020 o vice nez 50 % mési¢né, c¢astéji také ptes in-
ternet nakupuji (vyzkum autorek ukézal, Ze nejen
potraviny, ale i elektroniku, zafizeni pro domdc-
nost, textil i obuv). Pfes internet také ¢asto objed-
navaji obédy. Pokud pouZivaji seniof'i mobilni tele-
fon, maji internet i v mobilu. V pribéhu pandemie
Covid 19 se vsak objevily napft. i rizné poplasné
zprdvy, phishingy a rtzné podvodné e-shopy
v Cestiné se zdravotnimi pomtickami a bezkontakt-
nimi teploméry apod. Uto¢nici zneuZivaji obavy
seniorti z koronoviru a snazi se od nich ziskat
osobni tdaje. Odkazy na fale$né e-shopy $iti nej-
Castéji prostfednictvim spamovych kampani.

4. Zdver

Z provedené analyzy uvedenych statisticky dat
i vysledkt sondy jednoznac¢né vyplyvd, Ze Zivotni
styl generace seniord je jiz digitalizac{ vyznamné
ovlivnén a vy$e zminovand propast mezi generace-
mi nenf jiZ skoro patrnd. Presto jsou seniofi stéle
skupinou, kterd na sebe vdZe celou fadu rizik vy-
plyvajicich z prostfedi informac¢nich a komunikac-
nich technologii. Potvrzuje se, Ze jednim z nejvy-
raznéj$ich problému je jejich snadnd ovlivnitel-
nost. Proto je velmi dilezité ucit i tyto uZivatele
internetovych sluZeb rozliSovat pravdivé a neprav-
divé informace, ucit je s informacemi kriticky pra-
covat, naucit je hledat primdrni a vérohodné zdro-
je a upozoriovat je na strategie, které autofi ne-
pravdivych zprdv (hoaxt, dezinformaci, fake news)
vyuzivaji. Je tedy nutné rozsifovat pocitacovou
gramotnost seniord.
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ABSTRAKT

Pronikdni informacnich a komunikacnich technologii a jejich ndslednd socializace byla velmi rychld. V ces-
kém prostredi tento proces akceleruje od 90. let 20. stoleti a svého kulminacntho vrcholu dosdhl kolem roku
2000. Od pocdtku vsak méla temporalita socializace téchto technologit silny generacni aspekt — protikladny
vyvoj u mladé a staré generace a tento rozdil se naddle prohluboval. Od roku 2000 tato propast pomalu mizi,
i seniofi se stdvaji stdle vice pocitacove gramotni. Tento prispévek se snazi zjistit, zda jiz propast mezi gene-
racemi byla zasypdna, zda tvrzeni o tom, Ze senioti dodnes neuméji ovlddat pocitac¢ a pohybovat se na in-
ternetu je mytus nebo skutecnost a zamyslet se nad tim, zda ovlivnila pandemie Covid 19 jejich ptisobeni na
internetu?

KLICOVA SLOVA
Informacni technologie; komputerizace; senior

Today’s Generation of Seniors and Their Relationship to Modern Information Technologies
in the Czech Republic

ABSTRACT

The penetration of ICT and its subsequent socialisation have been very fast. In the Czech Republic, this pro-
cess has been accelerating since the 90s and reached its peak in culminating around the year 2000. From the
outset, however, the temporality of the socialisation of these technologies has had a strong generational
aspect — an opposite trend between the young and the old generation, and this gap has continued to widen.
Since 2000, this gap has been slowly disappearing and older people have become increasingly computer li-
terate. This contribution seeks to ascertain whether the gap between generations has already been blurred,
whether the claims that older people are still not able to handle computers and to the online world are myth
or reality, and whether the COVID-19 pandemic has affected their online activities?
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The Importance of Organizational
Culture in the Digital Age'

Ing. Katefina Petrova » Brmo University of Technology, Kolejni 2906/4, 612 00 Brno, Czech Republic;

email: xphornungova@vutbr.cz

1. Introduction

The concept of organizational culture is rarely dis-
cussed in connection with digital transformation.
However, its importance in the process of digital
reform of the organization plays an important role.
Companies who need to tackle current political,
economic, and technological challenges need to
stay the digital in digital age to ensure competitive.
The digital transformation needs to cover four di-
mensions: organization, culture, people, and envi-
ronment (Hartl and Hess, 2017). The digital trans-
formation is part of an industrial revolution that
has affected many industries. In recent years, em-
phasis has been placed on the coordination and in-
terconnection of concepts within organizations,
especially innovations in communication and net-
works (Industrial Internet), embedded systems,
adaptive robotics, cyber security, Business Intelli-
gence tools for data analysis, artificial intelligence
and additive manufacturing (Salkin et al., 2017).
As a result of the turbulent changes associated
with innovative technologies in the global market-
place, the competitive environment is changing,
and continuous progress is forcing industrial or-

1

ganizations to be more productive through innova-
tion. The synergy of information technologies ena-
bles higher economic performance. Emphasis is
placed on the speed of innovation with respect to
the competition. Innovations are influenced by
several factors, the most important factor being or-
ganizational culture (Nacinovic, Galetic and Cav-
lek, 2009). An innovative organizational culture
contributes to better performance. By examining
the concept of organizational culture, it can be re-
vealed that the behaviour of employees in compa-
nies is influenced by the established attitudes and
values of members. Culture should be a valuable
tool that influences the success of an organization
in the market and has the potential to support busi-
ness transformation and make full use of digital
technologies (Downes and Nunes, 2013). On the
contrary, an inflexible organizational culture can
actively fight against technological innovation and
ongoing reforms.

Digitalization is part of the Industry 4.0 con-
cept, which, together with production automation
and industrial robots, emphasizes improving con-
nectivity at the production level. Organizations
strive for more accurate and faster data and ensure

The research is financed by the internal grant agency of the Brno University of Technology. Name of the Project: The influence

of digital competence of employees and the environment on the course of digital transformation in the company. Project

registration no. FP-J-20-6396.
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production operations in terms of safety and pro-
ductivity. The Industry 4.0 initiative envisages co-
ordinated communication technologies and usual-
ly refers to more productive systems. Mobile appli-
cations, social media, and digital services are
becoming a daily reality for organizations. Digital
transformation requires significant changes in or-
ganizational culture and systems due to new re-
quirements for the skills and qualifications of em-
ployees (Schweer and Sahl, 2017). Employees are
adapting to the new business model, with manage-
ment facing challenges in the areas of financial and
human resources (Iraldo, Testa and Frey, 2010).
The success of digital reform is determined by an
appropriately chosen strategy, which is based on
the personal goals of employees and the goals of
the organization.

The article deals with the importance of organ-
izational culture in the process of digital transfor-
mation. It consists of six parts. The first part is an
introduction. The following chapter is entitled lit-
erature research, focused on a literature search of
the concepts of organizational culture, digitaliza-
tion, digital transformation, and Industry 4.0. The
fourth part contains quantitative and qualitative
content analysis. The part Discussion deals with
organizational culture in relation to digital trans-
formation in the organization, deals with the rela-
tionship of organizational culture to Industry 4.0,
and summarizes the importance of organizational
culture in the context of the digital age. The study
will conclude with empirical findings based on
data analysis. The result of this study is a summa-
ry of the theories and the importance of organiza-
tional culture in the digital age. The study is based
on articles published mainly in Web of Science and
Scopus databases.

2. Literature review
2.1 Organizational culture
Organizational culture (OC) is a social system in

an organization that has been formed for many
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years and its value is constantly changing due to a
number of variables and socio-psychological fac-
tors. Schein (1992) mentions three levels of OC.
Artefacts, espoused beliefs and values and basic un-
derlying assumptions. OC is as significant and
complex as it is difficult to reasonably understand
and use (Alvesson, 2013). Organizational culture
consists of values, basic assumptions, expecta-
tions, collective memories, and definitions present
in an organization. It includes rituals and customs
that have been defined during the development of
society. It is also about the environment and proce-
dures that are formed within the mutual interac-
tion in the form of cooperation between managers
and employees of organizations (Kilmann, Saxton
and Serpa, 1986). The functionalist paradigm is
based on the assumption of identical functions of
organizational culture in all organizations. It de-
fines behaviour as a decision about the appropriate
choice of digital technologies, giving organization-
al members a sense of identity (Schultz and Hatch,
1996). Each employee participates in shaping the
content of the organizational culture with their be-
haviour, values, and expressions towards the envi-
ronment. The company’s philosophy is important,
as well as the reputation that the organization con-
tinuously builds during its operation on the mar-
ket. Culture is very sensitive to any changes and is
an essential element of any society. It plays a key
role in building relationships in society. It is an in-
tangible component that significantly affects the
approach to change. Building OC is a long-term
process and the regular formation of OC can pre-
pare workers for situations that require their in-
volvement, agile attitude, and innovative approach
(Quinn and Rohrbaugh, 1983). Innovation is a key
factor in maintaining the competitiveness of indus-
trial enterprises due to the dynamic development
of the market. At the beginning of the innovation is
an idea that converts to an improved product or
service as part of commercialization. A distinction
is made between product, process, marketing, and
organizational innovations (OECD, 2005).
Cameron and Quinn (1999) deal with the frame-



Figure 1 » Cameron and Quinn’s Competing Values
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work of organizational culture, which is based on a
theoretical model called the Competitive Values
Framework (CVF). It defines the CVF as a map, an
organizational mechanism, a device for meaning-
ful perception, a source of new ideas, and a theory
of management and organizational performance.
CVF was created based on research focused on the
most important indicators influencing the efficien-
cy of the company. The impetus for the emergence
of CVF was the study of the behaviour of individu-
als in leadership that create competencies that pro-
duce specific types of values (Quinn and Rohr-
baugh, 1983). CVF depicts organizational culture
in two dimensions, focus and structure. Research
has shown that organizations focusing on the in-
ternal environment and integration are different
from organizations focusing on the external envi-
ronment and differentiation. The structural dimen-
sion distinguishes organizations that prefer flexi-
bility and individuality from organizations that
prefer stability and control (Berrio, 2003). Camer-
on and Quinn (1999) based the framework of com-
petitive values on six dimensions of organizational
culture and four dominant types of culture. At the
same time, they developed the Organizational Cul-
ture Assessment Tool (OCAI), which is used to
identify the organizational culture profile based on
the core values, assumptions, interpretations, and
approaches that characterize organizations. Kotter
and Heskett (1992) discuss the influence of organ-

izational culture on organizational performance.

Research has confirmed that organizations with an

emphasis on key stakeholders (customers, share-

holders, employees, and management) perform
better than non-focused organizations.

The two-dimensional OCAI method allows to
create the profile of organizational culture by set-
ting the characteristics of the type of dominant cul-
ture (Berrio and Henderson, 1998; Pajpachovd and
Novékova, 2016):

* Clan — defines organizations that are character-
ized by mutual respect, interest in people and
customers, flexibility, and integration. The goal
is optimal health and well-being on the person-
al level of the employee. Organizations focus on
flexibility and individuality in the indoor envi-
ronment.

» Hierarchy — defines organizations focused on
stability and control and the smooth running of
processes. Formal rules and policies keep the
organization together.

* Adhocracy — an organization focusing on exter-
nal positions with a high degree of flexibility
and individuality. Experiments and innovation
are the bonding materials within the organiza-
tion.

* Market — an organization that focuses on exter-
nal positions with a focus on stability and con-
trol. Organizations emphasize work completed
and reputation. Success is a major priority.
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2.2 Industry 4.0 (1), Digitalization (D),
Digital Transformation (DT)

The industrial revolutions fundamentally affected
the mechanization of production. The first revolu-
tion is important for steam energy and the emer-
gence of the textile industry, the second revolution
represents the birth of electrification and mass
production, the third revolution is associated with
the emergence of computers after World War 1I
and the fourth revolution is characterized by auto-
mation, digitalization and machine learning
(Jaltivka, 2019). Industry 4.0 has changed the way
business processes work and has fundamentally
affected almost all sectors. The global impact of
the revolution is farreaching. Digitalization is a
key part of the Fourth Industrial Revolution. The
main benefits of digitalization include increasing
productivity, accelerating innovation processes,
and generating new business opportunities. Indus-
try 4.0 refers to intelligent production systems that
have great potential for economic development. In
the future, innovative technologies are expected to
increase efficiency and productivity. Transporta-
tion and communication costs will be reduced, the
supply chain and logistics will be streamlined, and
business costs will be reduced, allowing the organ-
ization to penetrate new markets (Chitiba, 2018).
The pitfalls of the industrial revolution may seem
automation, which replaces workers, and they are
forced to retrain. On the contrary, the demand for
highly qualified workers with extensive competen-
cies is growing. Industry 4.0 represents nine key
components, which are system integration, big
data, simulation, and virtualization, IoT, Cloud,
Cyber Security, Additive Manufacturing, Autono-
mous Robots, Augmented Reality (Bohan, 2017).
The digital world generates new business op-
portunities. Organizational structure and manage-
ment concepts are changing, and as a result of glo-
balization, the competitive environment is rapidly
changing (Matt, Hess and Benlian, 2015). In the
digital age, the use of advanced technologies and
artificial intelligence is a prerequisite for maintain-
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ing competitiveness in most sectors. Organizations
face constant challenges in the form of new tech-
nologies, including digitalization, changes in busi-
ness processes, and changes in business models
(Parida, 2018). Digitalization enables organiza-
tions to grow businesses and generate innovations
that can respond to future market demands. An im-
portant attitude is to set a digital transformation
strategy that serves as a central concept to inte-
grate the entire coordination, prioritization, and
implementation of digital transformations within
the organization. From the research of Matt, Hess
and Benlian (2015) reveal four basic dimensions of
elements of a digital transformation strategy com-
mon to organizations independent of industry
(Matt, Hess and Benlian, 2015). These include the
use of technology, changes in value creation, struc-
tural changes, and financial aspects. The use of
technology reflects the organization’s attitude to-
ward the implementation of new technologies. An
organization can become a technology leader in
the market or be a follower and use technology to
fulfil business operations. Changes in value crea-
tion measure the impact of DT’s strategies on the
value of the corporate chain, i.e. the expansion of
the existing portfolio of products and services, re-
quiring a higher need for technological competen-
cies. Structural changes are related to the new or-
ganizational structure, especially in the case of the
new placement of digital activities in organization-
al structures. The financial aspect is the driving
force behind DT. All elements of the DT strategy
need to be aligned to ensure a smooth course
(Matt, Hess and Benlian, 2015). Digitalization is a
part of a digital transformation, which consists of
parts:
 Digitization — indicates the conversion of paper
data to digital.
 Digitalization — refers to working with digital
data and is generally perceived as an applica-
tion of technology to business.
» Transformation — refers not only to working
with data, but to the transformation of all pro-
cesses.



e Learning — the human factor plays an impor-
tant role in digital transformation. Staff training
should be one of the important parts of digital
transformation.

Gartner (2020) defines digitalization: ‘Digitali-
zation is the use of digital technologies to change a
business model and provide new revenue and val-
ue-producing opportunities; it is the process of mov-
ing to a digital business.’

Digital Transformation (DT) is a technological
process of constant change and focuses on process
transformation and connectivity in organizations
across industries. The digital age requires the im-
plementation of digital media that affect business
processes. This process is often referred to as Digi-
tal Business Transformation (Schumann and Titt-
mann, 2015). Digital transformation is expected to
grow year on year (Demirkan, Spohrer and Welser,
2016). Barriers, which may be an inadequate or-
ganizational culture, an insufficiently developed
digital transformation strategy, and a lack of fund-
ing may slow down this growth (Ebert and Duarte,
2018). Decisions on the digital transformation of
an organization are based on an assessment of po-
tential benefits versus barriers in a similar short-
age of skilled labor, insufficient infrastructure,
poor access to finance, and the inability to quanti-
fy the benefits of DT.

Information technologies are the driving force
behind DT and are making significant advances in
data analysis, cloud storage, reality simulation, ar-
tificial intelligence and robotics, embedded sys-
tems, and machine learning (Lovergine and Pelle-
ro, 2018; Ebert and Duarte, 2018). The automotive
industry is experiencing a sharp increase in digital
technologies integrated in cars, making them more
attractive to customers. Cloud technologies, inte-
grated microcontrollers, integrated software are
used (Ebert and Duarte, 2018). David Powels, for-
mer CEO of Volkswagen’s Latin American opera-
tions, reports that the company achieved an in-
creased productivity of 30% in the three-year peri-
od ending 2016 in factories focusing on digital
processes and competencies (Silva, 2017). In the
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case of the implementation of technology using
personal data, it is necessary to ensure greater data
security to avoid potential complications.

3. Literature research

This part focuses on the process of literary re-
search and analyzes the obtained data. A research
of potentially relevant sources with a focus on their
quality was performed using the Web of Science
database. Emphasis was placed on peer-reviewed
articles. The key phrases I used in my searches
were ‘organizational culture’ (OC), ‘digitalization’
(D), ‘digital transformation” (DT), ‘industry 4.0°
(). To ensure the feasibility of manual content
analysis, I limited myself to selecting document
types ‘articles’ and ‘proceedings papers’. Data
analysis was performed as of October 12, 2020.

It is clear from the graph that the term Organi-
zational Culture dominates in publications (8,520
articles) in contrast to the term Digital Transforma-
tion, which appears in 2,142 articles. The key
phrases Digitalization and Industry 4.0 generated
a very close number of articles (6,177 articles,
6,179 articles). In the case of searching for articles
that deal with both concepts Industry 4.0 and Dig-
italization (using the search terms Industry 4.0
and Digitalization) showed 416 results.

Through all resulting search sources, I have
scanned and skimmed in detail for a selection of
relevant research papers, including information
about Organizational Culture and its relationship
with Digital Transformation / Industry 4.0. The re-
sulting set contained a total of 58 research papers
(20 for the intersection of OC x D topics, 20 for the
intersection of OC x DT topics, and 18 for the inter-
section of OC x I topics). The oldest article, an ar-
ticle recording the intersection of topics, specifical-
ly OC x D, dates to 2011. The first article, dealing
with the intersection of the topic Digitization / In-
dustry 4.0 and Organizational Culture was pub-
lished in 2015.

Bordeleau,

Mosconi and de Santa-Eulalia

(2020) focus on factors associated with the crea-
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tion of Business Intelligence and Analytics values
in manufacturing in medium-sized companies.
The results of the study show that corporate re-
sources and skills are not enough to predict busi-
ness value (organizational learning and organiza-
tional culture have a significant impact on medi-
um-sized enterprises).

Alos-Simo, Verdu-Jover and Gomez-Gras (2017)
in their work deal with digital transformation,

16 Scientia et Societas » 2/21
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which requires leadership that supports the adap-
tive quality of organizational culture. Based on em-
pirical research, the authors conclude that adap-
tive organizational culture positively affects the
adoption of e-business. The authors note that
many e-commerce adoption processes fail due to
the emergence of organizational factors in man-
agement and its ability to influence the values,
norms, and motivations of followers.



Arango Serna et al. (2019) presented a study by
the National University of Columbia, in which they
find that digital transformation is a tool for main-
taining the competitiveness of institutions and is a
turning point created by new paradigms that
emerge from the digital world. The first measure of
this technological challenge is cultural transforma-
tion. In the case study, a methodology was pro-
posed through which the existing organizational
culture can be harmonized with new digital reali-
ties. At the same time, they define the term digital
transformation as ‘a process of cultural change
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within an institution with a clear impact on their
context.’

Maia et al. (2019) in their research project deal
with critical factors of implementation and sus-
tainability of telemedicine in the context of digiti-
zation of health services. Costs and benefits, criti-
cal factors and elements of organizational culture
were evaluated. Kingdon’s framework helped to
understand the implementation and scale-up pro-
cess and the role of policy-making.

Ananyin et al. (2018) in their article deal with
changes in management procedures that occur in

Figure 2 » Intersecting articles on Organizational Culture, Digital Transformation, Digitalization, Indu-
stry 4.0 with the highest number of citations

Author Article Title Year | Numberof 5 bt ocxD | 0CxI
Citations
. Business intelligence and analyt-
Bordeleau, Mosconi ics value creation in Industry 4.0: a
and de Santa-Eulalia . . - 2020 5 X
(2020) multllple case stqdy in manufacturing
medium enterprises
Alos-Simo, . .
Verdvloverand | e adopton | S .
Arando Serna et al A Conceptual Model of Digital Transfor-
(2013) * mation. Openergy and the Case Study | 2018 3 X
of Universidad Nacional de Colombia
How to develop a sustainable
Maia et al. (2019) telemedicine service? A Paediatric 2019 3 "
) Telecardiology Service 20 years on-an
exploratory study
Ananyin et al. Digital organization: Transformation 2018 3 N
(2018) into the new reality
Iscandarov, Mansu- | Talent management as a method of
rova and Rudneva development of the human capital of 2018 2 X
(2018) the company
Management approaches for
SMo (ﬁgﬂ?,?égﬁjg) Industry 4.0-The organizational culture | 2018 " x
perspective
Industry 4.0 adoption as a modera-
Tortorella, Giglio tor of the impact of lean production 2019 10 N
and van Dun (2019)  practices on operational performance
improvement
Assessment procedure for the soft
Cotet et al. (2017) skills requested by Industry 4.0 2017 6 x

Source: own processing
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The concept of organizational culture is rarely discussed in connection with dig-
ital transformation. However, its importance in the process of digital reform of
the organization plays an important role. Companies who need to tackle cur- :
rent political, economic, and technological challenges need to stay the digital in

digital age to ensure competitive.

the context of the digital transformation of busi-
ness and at the same time point with the intercon-
nection of these changes with changes in organiza-
tional culture. It is clear from the results of the
study that it is necessary to form certain cultural
norms in the organization, including total knowl-
edge management and an orientation to rapid
changes. The search for principles and forms of or-
ganization ensuring the manageability of sustaina-
ble organizations is an important area of this re-
search.

Iscandarov, Mansurova and Rudneva (2018)
highlight in their work the factors that stimulate
the need to manage talented workers in manual
professions in Russian companies. In their article,
they identified tools for the development of talent-
ed employees (map of individual development,
long-term professional career motivation, World-
Skills, mentoring, self-education and self-realiza-
tion, generation of innovative ideas).

Mohelska and Sokolova (2018) point out in
their study the crucial role of appropriate manage-
rial approaches in the development of organiza-
tional culture. The paper examines the level of or-
ganizational culture in the Czech Republic and
seeks appropriate managerial approaches to the
development of organizational culture, which can
support the environment for the innovation pro-
cess in the organization and thus facilitate busi-
ness in the context of Industry 4.0. The results of
the survey show that respondents perceive organi-
zational culture as bureaucratic and supportive
than innovative and innovative cultures are not sig-
nificant.

Tortorella, Giglio and van Dun (2019) examine
in their article the importance of Industry 4.0 tech-
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nologies in the relationship between lean manu-
facturing and improving operating performance in
Brazil in the context of an emerging economy. In-
dustry 4.0 mitigates the effect of lean manufactur-
ing processes on improving operational perfor-
mance, but in different ways. Process-related tech-
nologies negatively moderate the effect of low
setup practices on performance, product / service-
related technologies positively moderate the effect
of flow practices on performance. Lean manufac-
turing processes help to set up organizational hab-
its and ways of thinking that prioritize the im-
provement of system processes and support the
design and management of manufacturers’ opera-
tions with Industry 4.0.

Cotet et al. (2017) deal in their article the need
to adapt the human resource performance to the
requests of the Industry 4.0 being supported by
the organizational culture. The result of the exam-
ination is the conclusion that there is no clear pro-
cedure for the assessment of the constellation of
skills and personal qualities — soft skills requested
by Industry 4.0. Skills should be complemented by
professional technical skills.

4. Discussion

Organizational Culture and its relation to
Digital Transformation in the company

There are a number of definitions of organization-
al culture. The best known author of the definition
of OC is Schein (1992): ‘A pattern of shared basic
assumptions that the group learned as it solved its
problems of external adaption and internal inte-
gration, that has worked well enough to be consid-
ered valid, and, therefore, to be taught to new mem-



bers as the correct way to perceive, think and feel in

relation to those problems.’

The first study of OC was found by a search per-
formed in the Web of Science database appeared in
1969, and the first study of DT was found in 1968.
The first empirical research published in the scien-
tific literature about the relationship between or-
ganizational culture and digital transformation
was published in 2015 in database Web of Science.
Despite the continuous growth of studies and the
peak thereof reached in 2019 (6 articles). The main
topics covered included:

e Adaptive organizational culture and its ability
to adopt e-business. The importance of organi-
zational factors in leadership and their ability to
influence the values, norms, and motivation of
followers.

 Digital transformation as a tool for maintaining
competitiveness. Cultural transformation is
needed to meet the technological challenge.

¢ Changes in the management process due to DT.
Connection of changes with changes in OC.

e Proactive leadership and investment in a digital
organization.

e Major part of articles about Digitalization (as a
part of the digital transformation) is focused on
a lean production especially.

While articles about organizational culture and
digital transformation were published by scholars
worldwide, most of articles about organizational
culture were published by scholars from universi-
ties in the United States and Western Europe, with
a focus on the public sector in these countries.
None of the articles analysed the situation in East-
ern European countries or the Baltics. Therefore,
this can be a suggestion for further study.

Organizational culture and Industry 4.0

The first study of organizational culture and Indus-

try 4.0 was published in 2016. Therefore far only

20 articles have been published. The main topics

covered included:

e The perspective of OC in the organization dur-
ing transition to Industry 4.0.
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¢ Innovative culture as one of the pre-conditions

for implementing Industry 4.0.

* Innovations are essential for the transition to

the concept Industry 4.0.

Managing the innovation process requires an
innovative organizational culture. Martin-de Cas-
tro et al. (2013) define an innovative culture:
‘shared common values, beliefs, and assumptions
of organisational members that could facilitate the
product innovation process.’

Organizational culture in the context of the
digital age

In the digital age, organizations make extensive
use of digital media to ensure effective ebusiness.
Organizations are becoming more virtual; meet-
ings are moving to the online environment. The
motivation of a group of employees becomes a es-
sential factor in ensuring the smooth running of
the organization (Nizhegorodtsev and Goridko,
2019). To implement e-business, it is necessary to
create a suitable strategy for digital transforma-
tion, which will be integrated into business pro-
cesses and will not fundamentally disrupt the level
of organizational culture, which is important for
the continuous operation of the organization. Dig-
italization improves communication with custom-
ers, optimizes business processes, and becomes an
opportunity to manage the development of digital
/ organizational learning. The digital transforma-
tion creates the potential to increase the intangible
value of the company, which enables the realiza-
tion of set business goals, the generation of new in-
novations, and improves the market position
(Schumann and Tittmann, 2015).

S. Conclusion

The aim of the paper was to provide a theoretical
research of the importance of organizational cul-
ture to digitalization, digital transformation, and
Industry 4.0. The literature research is focused on
the theoretical background, specifically on organi-
zational culture, digitalization, digital transforma-
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tion, and Industry 4.0. The relationship between
digitalization and digital transformation is ex-
plained. The next chapter analyses the literature
review of the current state of knowledge supported
by the inclusion of 58 research papers dealing with
Organizational culture in relation to Digitalization,
Digital Transformation and Industry 4.0 covered
from database Web of Science. Articles examining
organizational culture are published mainly in the
United States and Western Europe. These findings
may lead to further reflection on the research,
which can achieve data from Eastern Europe and
Central Europe and draw a comparison of concepts
of Organizational Culture in different countries.
The majority of articles focus on the public sector.
A further research consideration may be focused
on the private sector especially. In articles dealing
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The Importance of Organizational Culture in the Digital Age

ABSTRACT

Due to the rapid development of information technology, the dynamics of business is changing. Companies,
competing in the market of goods and services, strive to achieve a competitive advantage through innova-
tion, improving the quality of services and products, or streamlining processes. Competitive advantage re-
flects the company’s economic performance. Technological reform in the form of advanced technologies, ro-
botics, and artificial intelligence often means a fundamental influence on the processes in society. In this
context, organizational culture plays an important role in the organization, as one of the key factors of the
digital age related to the acceptance of digital technologies. Elements of organizational culture shape the
identity of the company through their employees. Major technological changes require a positive approach to
technological innovation, otherwise attempts at reform could fail. The progressive development of the com-
pany reflects the requirements of customers and requires the agility and non-rigid attitude of employees to
the changes. This study aims a critical literature search, which reconstructs the accumulated secondary data
from the field of organizational culture, digitalization, digital transformation, and Industry 4.0. The basis
was articles from the Web of Science database. The study deals with the analysis of organizational culture,
gives a literary overview of the concept of digitalization, digital transformation, Industry 4.0 and maps their
relationship. The article determines the process of searching for literature. The results of the analysis point
to a significant shortage of articles dealing with the magnitude of the influence of organizational culture on
digital transformation in organizations. The results of the study can serve as a starting point for initiating
further research.
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Organizational culture; digital transformation; digitalization; Industry 4.0
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1. Introduction — the essence
of the January effect

As early as 1942, Wachtel (1942) described as a
January effect a special seasonal anomaly, the
manifestations of which he had just discovered in
the movement of stock prices in that year. Since
then, the January effect has become the focus of
dozens of other economists, making it the best-
known and most explored seasonal anomaly in
capital markets over the 1980s. The essence of the
January effect lies in the repeated occurrence of
above-average earnings on shares in January, espe-
cially in its first two weeks. The January effect af-
fects most stocks on the market, however, the larg-
est movements in January are recorded by shares
of smaller companies, and therefore the January
effect in some research points to its connection
with other effects such as The Size Effect, The Ne-
glected Firms Effect and The Low P / E ratio Effect.

The recurrence of any seasonal patterns in
stock price movements is completely at odds with
the efficient market hypothesis, which states that
stock prices take a random walk, i.e. changes in
stock prices are random, and therefore there
should be no systematic monthly pattern, thus the

occurrence of any dependencies in the movement
of stock prices.

The existence of the January effect can be used
as the basis for a simple investment strategy that
advises investors to buy shares, especially of small
companies, at the very end of December or at the
beginning of January. With the repeated effect of
the January effect on the given market, this invest-
ment strategy will enable investors to repeatedly
achieve unusual returns, a circumstance that com-
pletely contradicts the hypothesis of efficient mar-
Kkets.

How can the existence of the January effect be
explained? The explanation based on tax optimiza-
tion assumes that investors deliberately sell shares
that declined during the year in order to realize a
capital loss and then deduct it from their tax base
to reduce their tax liability (Reinganum, 1983).
However, with the advent of the new tax period, in-
vestors’ efforts to optimize tax will logically disap-
pear, and therefore these investors will change
their behaviour and start buying low-valued
shares, for which a price increase can be expected
in the future. Increased demand for shares at the
beginning of January significantly stimulates the
rise in share prices in this period.
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The fact that the January effect also occurred in
countries where it is not possible to reduce the tax
liability by deducting capital loss, or in countries
(Poterba and Weistenner, 2001) where the tax peri-
od does not begin in January (Thaler, 1987), as
well as the fact why the January effect has an in-
creased influence on the shares of small compa-
nies, forcing financial economists to look for yet
another explanation for the occurrence of the Jan-
uary effect. This is the specific behaviour of man-
agers and portfolio managers at the turn of the
year, which is often referred to as ‘windows dress-
ing’ (Haugen and Lakonishok, 1988). This is a fun-
damental change in the investment strategy, which
is being implemented by managers and portfolio
managers with the arrival of the new year. Most in-
vestment managers and portfolio managers are not
able to achieve better return results than the mar-
ket average. At the turn of the year, therefore, man-
agers and portfolio managers change their current
not very successful strategy and overlay their hith-
erto average or even below-average performance
portfolio in an effort to achieve above-average re-
turns and thus satisfy clients with their results. An-
other motive that leads investment professionals to
this change in behaviour is the fact that the amount
of their remuneration may be tied to the perfor-
mance of the portfolio they manage. Managers and
portfolio managers in the new year often turn their
attention to low-valued stocks, which were ne-
glected in the past year and which, according to
managers and portfolio managers, can hide con-
siderable yield potential.

This article focuses on examining the occur-
rence of the January effect in selected European
markets in comparison with the three most devel-
oped world markets. The aim of the paper is to ver-
ify whether the January effect is still present on
world markets and at the same time to focus re-
search on the January effect on relatively young
European markets, which have not yet attracted
much interest from researchers in this field.

The occurrence of the January effect has been
proven by many studies. However, over time, con-
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ditions in the capital markets change and the capi-
tal markets themselves undergo changes. The
question is whether the January effect is still pre-
sent in the new millennium in some capital mar-
kets in different countries in individual national
and regional markets.

2. Previous research

The results of studies focused on the occurrence of
the January effect differ significantly in their con-
clusions. While some studies have confirmed the
effects of the January effect on stock markets,
some, more recent studies point to the fact that the
effects of the January effect have disappeared from
some larger stock markets in recent years.

Earlier studies that focused on the January ef-
fect include Rozeff and Kinney (1976), in which
the authors analysed stocks listed on the NYSE
from 1904-1974. The average monthly rate of re-
turn on shares traded on the NYSE in January was
+3.83 %, while the average rate of return on these
shares in the other months of the year was only
+0.24 %. Thus, January manifested itself in the ob-
served period as a month with highly above-aver-
age returns.

Keim (1983) studied the January effect in great
detail, monitoring selected stock markets in 1963-
1979. The result of Keim’s research was the identi-
fication of a negative relationship between the size
of the company and above-average returns, with
this relationship manifesting itself most intensive-
ly in January, especially in the first five days of Jan-
uary. More than a quarter of the difference (exact-
ly 27 %) in the revenues of small and large compa-
nies in the period under review was realized during
the first five days of January. The higher returns
produced by smaller companies are explained by
the higher risk and lower liquidity associated with
the shares of these companies. Similarly, Ritter
(1988) points to differences of 8.17 % in return be-
tween small- and large-cap stocks that were real-
ized in the first 9 trading days of January on the
U.S. market in 1971-1985.



The occurrence of the January effect worldwide
was investigated by Gultekin and Gultekin (1983).
The results of this study pointed to significant dif-
ferences in the intensity of the January effect in
17 selected countries. The January effect was
strongest in Singapore, Switzerland, Norway, the
Netherlands and Sweden. On the other hand, the
weakest manifestations of the January effect were
observed in the USA, Austria, Spain and Italy.

Chou (2000) examined all stocks traded on the
NYSE, AMEX and NASDAQ between 1963 and
1997. The average rate of return on about 20 % of
the shares of companies with the highest market
capitalization in January was +2.23 %, while the
rate of return on these companies in other months
reached only +0.67 %. As for the 20% of shares
with the lowest market capitalization, their aver-
age rate of return in January was a respectable
+10.2 %, while their average rate of return for the
rest of the year was only +0.44 %. The results of the
Chou study show that the January effect affects all
shares in the market, although the shares of small
companies are much more affected by the January
effect.

Gu and Simon (2003) state that the intensity of
the January effect on the British market has signif-
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In contrast, Haug and Hirschey (2006) focused
on analysing the presence of the January effect on
the US stock market in the period 1802-2004, ex-
amining value-weighted returns, the occurrence of
the January effect on the stock market of large-cap
companies, and 1927-2004, when they examined
equal-weighted returns, i.e. the occurrence of the
January effect on the stock market of companies
with low market capitalization. The occurrence
and persistence of the January effect was con-
firmed only for shares of companies with a small
market capitalization, i.e. shares of small compa-
nies. In their study, Haug and Hirschey (2006) also
point out that the January effect did not disappear
from the US market even after the adoption of the
1986 Tax Reform Act, which since 1987 offered
mutual funds a new definition of the tax period for
November-October (instead of the previous Janu-
ary — December), which greatly weakens the pos-
sibility of using tax optimization as an argument
for the existence of the January effect.

Asteriou and Kavetsos (2006) focused their at-
tention on the occurrence of the January effect in
the transforming economies of the Czech Repub-
lic, Hungary, Lithuania, Poland, Romania, Russia,
Slovakia and Slovenia in the period 1991-2003.

Since then, the January effect has become the focus of dozens of other econo-
mists, making it the best-known and most explored seasonal anomaly in capi-
tal markets over the 1980s. The essence of the January effect lies in the repeated
occurrence of above-average earnings on shares in January, especially in its first

two weeks.

icantly weakened over the years. The mentioned
authors also point to the fact that the effect of the
January effect on the British market is significantly
stronger in the years when the market shows a
negative development, compared to successful
years. Gu (2003) adds to the above that, in addition
to the market in the United Kingdom, the January
effect is significantly weakening in other stock
markets in Canada, France, Germany and Japan.

The existence of the January effect was confirmed
in most of the countries surveyed, and most strong-
ly in the stock markets in Hungary, Poland, Roma-
nia and Slovakia.

Mylonakis and Tserkezos (2008) examined the
effects of the January effect on the Greek stock
market. They discovered significantly higher yields
in January compared to other months of the year.
However, these authors also point to the fact that
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average January yields tend to decline over the ho-
rizon, suggesting that the January effect on the
Greek market is weakening.

The presence of the January effect in selected
markets during periods of low volatility and during
periods of high volatility was examined by Agnani
and Aray (2011). The January effect occurred in
both monitored regimes, however, during periods
of high volatility, its effects were much stronger
than during periods of low volatility.

Guler (2013) showed the occurrence of the Jan-
uary effect in China (Shanghai Stock Exchange),
Argentina and relatively intensively in Turkey in
the period 1991-2012. In the stock markets of Bra-
zil and India, no evidence of the effect of the Janu-
ary effect was found during that period. Guler
(2013) points out that a peculiarity of the Chinese
market is that while his study of the effect of the
January effect on the Shanghai Stock Exchange
showed that the existence of the January effect on
the Hong Kong Stock Exchange was not confirmed
by Cheung and Coutts (1999).

While the study of Patel and Evans (2003) clear-
ly confirms the January effect in the period 1960-
-2001 on the seven most developed stock markets,
Patel’s later study carried out on data covering the
period 1997-2014 already exists in January on se-
lected world stock markets and regions (USA, de-
veloped countries, emerging markets, Asia-Pacific,
Europe, Latin America) on the contrary complete-
ly excluded (Patel, 2016). The conclusions of the
Patel’s study remained unchanged even after the
division of the examined period into three shorter
periods, namely the pre-crisis period 1997-2007,
the crisis period 2008-2009 and the post-crisis pe-
riod 2010-2014 (Patel, 2016). The effect of the Jan-
uary effect was not statistically significantly dem-
onstrated by the study in any of the mentioned
shorter time periods on any of the examined stock
markets.

Andries, Thnatov and Sprincean (2017) investi-
gated the presence of the January effect, but also
the Weekly effect and the Monthly effect, i.e. sea-
sonal anomalies in 11 markets of Central and East-
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ern Europe (Romania, Hungary, Russia, Lithuania,
Estonia, Latvia, Czech Republic, Slovakia, Poland,
Slovenia and Bulgaria) in 2000-2015. The effect of
the January effect, albeit with varying intensity,
was demonstrated by this study in the examined
Central and Eastern European markets (with the
exception of Slovakia), in contrast to the results of
similar studies carried out in a comparable period
of time in developed markets. The authors draw at-
tention to the possibility of using the January ef-
fect in particular to create a profitable business
strategy, even after accounting for transaction
costs.

Thus, while the January effect on world stock
markets has been a reality over the past century, in
the new millennium the January effect tends to
disappear, at least among the largest stock mar-
kets.

3. Metodology and data

The analysis of the occurrence of the January ef-
fect was performed for the aggregate period 2000-
-mid-2020, but also for the shorter period 2000-
-2007 and the period 2008-2020, divided by the fi-
nancial crisis. For the analysis of the occurrence of
the January effect, national stock indices were
used as representatives of individual examined
markets, namely the PX index for the Czech mar-
ket, the MOEX index for the Russian market, the
WIG 20 index for the Polish market, the DAX 30 in-
dex for the German market, the CAC index for the
French market, the AEX index for the Dutch mar-
ket, the DJIA and S&P 500 indices for the US mar-
ket, the FTSE index for the UK market and the NIK-
KEI 225 index for the Japanese market. FTSE 100
index data are only available from 2008.

Table 1 shows summary statistics for all indices
and the three periods. 1077 observations were
used for most indices, 1069 were valid for the
MOEX index and only 586 for the FTSE 100 index
due to the availability of data from 2008.

The variability measured by the standard devia-
tion of the MOEX index is the largest of the entire
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Table 1 » Summary statistics of overall time period, all weeks in January and first 2 weeks in January
g | 8
L
mean (all period) 0.101 = 0376  0.055 0.111 . 0.030 . 0.030 : 0.077 @ 0.066 = 0.111  0.115
SD (all period) 2913 4415 3233 3221 3.000 @ 3.007 @ 2219 3.051 2506 @ 2.481
mean (all Jan) 0.149 . 0.663 « -0.090 -0.061 -0.059 . -0.132 = -0.153 : -0.396 « -0.095  -0.182
SD (all Jan) 2.831 4366 @ 2988 2914 2813 2599 @ 1942 @ 2443 @ 2.070 @ 1.993
mean (first 2 weeks in Jan). 0.200 : 1.340 = 0.047 -0.020 -0.056 . -0.192 : 0.258 @ -0,458 -0.075 -0.277
SD (first 2 weeks in Jan) 3.031 4867 @ 2971 2922 2842 @ 2.641 1.588 @ 2.688 : 1.948 @ 1.901
n 1077 1069 1077 1077 1077 1077 585 1076 1077 1077
Source: authors’ work based on data from investing.com (AEX, CAC 40, DAX, WIG 20, MOEX, FTSE 100), finance.yahoo.com
(NIKKEI 225, DJIA, S&P 500) and Patria Finance patria.cz (PX)
set of indices, as is its average rate of return for all 4. Calculations and results
periods. The PX index also has a positive average
rate of return in the entire month of January and in The following tables present the results of OLS re-
the first two weeks of January. gression estimates for the individual stock indices
Rates of returns from weekly data will be used used for the whole month of January (table 2) and
in the OLS regression model, where the explanato- also for the first two weeks of January (table 3) for
ry variable will be a dummy with a value of 1 for the aggregate reference period 2000-2020, but also
January rates of returns and 0 for other months. for both shorter time periods 2000-2007 and 2007-
Regression analysis examines the one-sided rela- -2020.
tionships between the explained variable (R — rate It is clear from table 2 that only the regression
of return) and other, explanatory variables (X). coefficient of the PX index (0.009) is statistically
This approach was used, for example, in the article significantly different from zero in the whole
of Patel (2016). month of January in the period 2000-2007. In the
years 2008-2020, its statistical significance disap-
R, = o + B Xi+ &, where i is index; ¢ is period; X; — pears. The calculated results therefore support the
explanatory (dummy) variable @) existence of the January effect only on the Czech
market in all weeks of January, however, only in
An estimate of the regression model was calcu- the period 2000-2007, i.e. in the period before the
lated for each stock index. Two time periods will be financial crisis. In the other monitored markets,
tested, the first two weeks in January and all weeks the performed calculations did not statistically sig-
in January. A statistically significant and positive nificantly prove the occurrence of the January ef-
structural regression coefficient confirms the oc- fect for the whole month of January.
currence of the January effect on the market repre- Table 3 shows that for the first two weeks in
sented by the analysed stock index. January, the non-zero value of the regression coef-
ficient of the PX index (0.012) and the MOEX index
(0.027) in the period 2000-2007. In addition, the
MOEX index has a corresponding regression coef- =
Scientia et Societas » 2/21 27
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Table 2 » Results of the OLS regression estimations for all weeks in January

s | 8
g 8
w w
BE
=
2000-2020
b, 0.001 0.003  -0.002 @ -0.002  -0.001 -0.002 ~ -0.002  -0.005 @ -0.002 = -0.003
p-value 0.876 0.565 0.675 0.616 0.781 0.614 0.481 0.156 0.442 0.263
n 1077 1069 1077 1077 1077 1077 585 1076 1077 1077
2000-2007
b, 0.009°  0.006 0.003 0.001 0.003 0.000 NA  -0.001 -0.001 0.003
p-value 0.086 0.484 0.686 0.814 0.531 0.953 NA 0.850 0.726 0.686
n 418 411 418 418 418 418 NA 418 418 418
2008-2020
b, -0.004 0.001 -0.004  -0.004 @ -0.004  -0.003 @ -0.002 -0.008 @ -0.003  -0.003
p-value 0.322 0.855 0.363 0.415 0.446 0.494 0.481 0.112 0.488 0.504
n 660 655 660 660 660 660 586 659 660 660

* Statistically significant on the 10 % significance level
Source: authors’ work based on data from investing.com (AEX, CAC 40, DAX, WIG 20, MOEX, FTSE 100), finance.yahoo.com
(NIKKEI 225, DJIA, S&P 500) and Patria Finance patria.cz (PX)

Figure 1 » Regression coefficient estimates — all weeks in January
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0,008 -

0,006 -

0,002 -

0,000
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-0,006

-0,008

PX MOEX WIG 20 DAX 30 CAC 40 AEX FTSE100  NIKKEI S&P 500 DJIA
225

2000-2007 @9 2008-2020 W 2000-2020

Source: authors’ work based on data from investing.com (AEX, CAC 40, DAX, WIG 20, MOEX, FTSE 100), finance.yahoo.com
(NIKKEI 225, DJIA, S&P 500) and Patria Finance patria.cz (PX)
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Table 3 » Results of the OLS regression estimations for first 2 weeks in January
o S
=
w w
g g
=
2000-2020
b 0.001 0.010 0.000 -0.001 -0.001 -0.002 0.002 -0.005 -0.002 -0.004
p-value 0.822 0.196 0.987 0.788 0.849 0.626 0.697 0.256 0.625 0.297
n 1078 1070 1078 1078 1078 1078 586 1077 1078 1078
2000-2007
b, 0.012" 0.027" = 0.008 -0.002 -0.002 -0.003 NA -0.002 -0.001 -0.007
p-value 0.087 0.042 0.361 0.789 0.797 0.719 NA 0.801 0.857 0.219
n 418 411 418 418 418 418 NA 418 418 418
2008-2020
b, -0.005 0.000 -0.005 -0.001 0.000 -0.002 0.002 -0.008 -0.002 -0.002
p-value 0.369 0.973 0.414 0.893 0.956 0.734 0.697 0.229 0.638 0.674
n 660 655 660 660 660 660 586 659 660 660
* Statistically significant on the 10% significance level; * statistically significant on the 5% significance level
Source: authors’ work based on data from investing.com (AEX, CAC 40, DAX, WIG 20, MOEX, FTSE 100), finance.yahoo.com
(NIKKEI 225, DJIA, S&P 500) and Patria Finance patria.cz (PX)
Figure 2 » Regression coefficient estimates — first 2 weeks in January
0,030
0,025
0,020
0,015
0,010 -
0,005 -
0,000
-0,005
-0,010
PX MOEX WIG 20 DAX 30 CAC40 AEX FTSE 100 NIKKEI S&P 500 DJIA
225
2000-2007 W 2008-2020 [ 2000-2020
Source: authors’ work based on data from investing.com (AEX, CAC 40, DAX, WIG 20, MOEX, FTSE 100), finance.yahoo.com
(NIKKEI 225, DJIA, S&P 500) and Patria Finance patria.cz (PX) >
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ficient statistically significant at the 5% level of sig-
nificance. These results point to the occurrence of
the January effect in that period on the Czech and
Russian markets. However, in the period 2008-
2020, the effects of the January effect disappear
from both mentioned markets.

Interestingly, in the American, Japanese and
British markets, where the January effect was re-
peatedly proven in the 20th century, our calcula-
tions in the 21st century did not confirm its pres-
ence in any of the periods we examined. The exist-
ence of the January effect was not confirmed by
the calculations performed on the remaining mar-
kets examined, i.e. the German, Polish, French and
Dutch markets. The results obtained by examining
the occurrence of the January effect throughout
January and within the first two weeks of January
are graphically illustrated in figure 1 and figure 2.

The highest positive estimate of the regression
coefficient in the period 2000-2007 is the PX index
(0.009), which is the only one that is statistically
significantly different from zero. The MOEX index
also has a significantly larger and positive estimate
of the regression coefficient of 0.006) in this peri-
od, however, it is no longer statistically significant.
Most estimates of regression coefficients in the pe-
riod 2008-2020 are surprisingly negative, but none
of them is statistically significant.

The estimate of the regression coefficient has
the highest MOEX index (0.027) in the first two
weeks of January, and together with the estimate
of the PX index (0.012), these are statistically sig-
nificantly different from zero. Other estimates of
regression coefficients are small and statistically
insignificant.

5. Conclusion

The January effect is one of the most researched
market anomalies, the occurrence of which on the
stock markets has been repeatedly proven. Espe-
cially in the last two decades, however, the results
of research of the effects of this anomaly on the
stock markets are not entirely clear. The part of the

Scientia et Societas » 2/21

studies focused mainly on smaller stock markets
or the shares of smaller companies confirmed the
occurrence of the January effect, however, the part
of the studies focused mainly on the world's larg-
est markets refuted the existence of the January ef-
fect. Our calculations confirmed the effect of the
January effect in the first two weeks of January in
the period 2000-2007 in only two markets that
were monitored, namely the Czech and Russian
markets. In the period 2008-2020, however, the
presence of the January effect from both men-
tioned markets is already disappearing, as well as
for the entire aggregate period 2000-2020, which
was examined. The statistically significant effect of
the January effect was also demonstrated only on
the Czech market, considering all weeks in Janu-
ary in the period 2000-2007. In the post-crisis peri-
od 2008-2020, however, the presence of the Janu-
ary effect disappears from this market as well.

Thus, it appears that the January effect to have
completely disappeared from the largest stock
markets in the last two decades, despite differenc-
es in stock market volatility before and after the fi-
nancial crisis. Although the January effect was still
temporary in the smaller Czech and Russian mar-
kets in the first decade of the new millennium, in
the second decade the January anomaly disap-
peared from these markets as well. However, the
disappearance of the January effect from stock
markets has important implications for investors.
Unless the January effect has an effect on the stock
market, the repeated annual occurrence cannot be
used as a basis for a successful investment strategy
based on buying mainly low-valued shares at the
turn of December and January and selling them a
few weeks later with significant capital gains.

From the study of previous research and from
our calculations, it is clear that the intensity and lo-
cal occurrence of the January effect changes over
time. Therefore, in our opinion, it would be appro-
priate to focus on other, especially small and medi-
um-sized stock markets, which have so far been
examined only sporadically in connection with
this anomaly.
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ABSTRAKT

Tento ¢ldnek se zaméruje na kalenddint anomdlii nazvanou Lednovy efekt. Cilem prispévku je provérit, zda
je Lednovy efekt stdle pritomen na vybranych svétovych akciovych trzich i v 21. stoleti. Predmétem zkoumdni
v tomto ¢ldnku byly cesky, rusky, polsky, némecky, francouzsky, nizozemsky, britsky, japonsky a americky
trh, tedy trhy riizné velikosti a vyznamu zastoupené jejich ndrodnimi akciovymi indexy. Vyskyt Lednového
efektu byl zkoumdn na souhrnné obdobi 2000-2020, ale i ve dvou kratsich obdobich 2000-2007 a 2008-
2020, rozdélenych financni krizi. Pro zjistovdni ptitomnosti Lednového efektu byl pouZit regresni model
s dummy proménnou OLS. Provedené vypocty poukdzaly na vyskyt Lednového efektu na ceském a ruském
trhu v prvnich dvou lednovych tydnech v obdobi pred financ¢ni krizi. Nicméné v obdobi po financni krizi
piisobeni Lednového efektu na obou trzich sldbne. Na zbyvajicich zkoumanych trzich provedend analyza
vyskyt Lednového efektu ani v jednom ze zkoumanych obdobi nepotvrdila.

KLICOVA SLOVA
Lednovy efekt; akciovy trh; trzni anomdlie; teorie efektivniho trhu; vynosovd mira z akcie; regresni analyza

Is the January Effect Still Present on the Stock Markets in the New Millennium?

ABSTRACT

This article focuses on a calendar anomaly called the January effect. The aim of the paper is to examine
whether the January effect is still present in selected world stock markets in the 21st century. The subject of
research in this article was the Czech, Russian, Polish, German, French, Dutch, British, Japanese and Amer-
ican markets, i.e. markets of various sizes and significance represented by their national stock indices. The
occurrence of the January effect was examined for the aggregate period 2000-2020, but also in two shorter
periods 2000-2007 and 2008-2020, divided by the financial crisis. A regression model with the OLS dummy
variable was used to determine the presence of the January effect. The calculations showed the occurrence
of the January effect on the Czech and Russian markets in the first two weeks of January in the period be-
fore the financial crisis. However, in the period after the financial crisis, the effect of the January effect in
both markets is weakening. In the remaining examined markets, the analysis performed did not confirm
the occurrence of the January effect in any of the examined periods.

KEYWORDS
January effect; stock market; market anomaly; efficient market theory stock rate of return; regression anal-
ysis

JEL CLASSIFICATION
GI0; GI2; G14
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1. Uvod

Postupujici globalizace, integrace trhii, stejné jako
technologicky postup postupné méni formu pra-
covnich ¢innosti ve vykonu organizace. Vii¢i pra-
covniklim jsou vyZadovédny nové znalosti, schop-
nosti a dovednosti, jejichZ prognézami je vénovan
znacény prostor napii¢ odbornou vetejnosti. Do po-
predi se dostavd apel na digitdlni gramotnost (Ari-
as a Bendini, 2018), schopnost mezigenera¢ni spo-
lupréce (Rihov4, Pisat a Havli¢ek, 2019) ¢i napiiklad
ICT dovednosti (Apella, Rofman a Rovner, 2020).

S ohledem na skute¢nost, Ze zajisténi téch
spravnych pracovnikii, se Zddoucimi dovednosti
a schopnostmi je ukolem fizeni lidskych zdroju
(HRM), méni se i ndroky na vykon prace persona-
listti. Personalista — naboraf (ddle oznacovan pro
tcely tohoto ¢ldnku jako recruiter) jiz ddvno neni
chdpdn jako administrativni pracovnik. Avsak jesté
v roce 1996 sice byl naptiklad na tizemi Ceské re-
publiky mezi administrativni pracovniky bézné fa-
zen (MPSV, 1996), ovSem nyni pozorujeme jisty
posun. Recruiter se stal tvir¢im a kreativnim pra-
covnikem, pro kterého je kazdodenni kontakt se
zaméstnanci, vedoucimi pracovniky a uchazeci
0 zaméstnani samoziejmosti.

Vzrustajici vyznam tizeni lidskych zdroji zmé-
nil profil recruitera a jeho tlohy v organizaci nato-

lik, Ze mus{ mit nejen dtikladné teoretické znalosti
i praktické dovednosti v oblasti persondlni price,
ale musi se vyznat i v ostatnich problémech orga-
nizace. Recruiter potfebuje zvlddnout uméni jed-
nat s lidmi, rozvijet své organiza¢ni a manazerské
schopnosti, znat nejnovéjsi technologie pouZivané
v organizaci a neustdle se ucit. Kromé toho by re-
cruiter mél byt flexibilni, zaujaty pro svou préci
a dtsledny v prosazovdni moderniho fizeni lid-
skych zdroji v organizaci. Sprdvny recruiter by
mél reflektovat na z4jmy organizace a mél by se
s nimi identifikovat. Ve své pracovni pozici musi
umeét sjednotit pozadavky organizace a zamést-
nanct ke vzdjemné spokojenosti obou stran. Vzdyt
organizace, priibéh a obsah vybérového pohovoru
jsou nejen citlivymi indikdtory vyznamu, ktery fir-
ma pfisuzuje kvalité lidskych zdrojt ale i pozor-
nosti vic¢i svym spolupracovnikiim a ukazatelem
profesionality véetné socidlnich schopnosti jejtho
managementu. Tradi¢ni ndbor a vybér zaméstnan-
ct je pfedev$im o vztazich mezi uchazecem a re-
cruiterem. Dnes je recruitment do zna¢né miry
ovlivnén technologiemi (IT aplikace + socidlni sité).
Technologie posouvaji recruitment smérem ke
kandiddtim a vytvdii prostor pro interakci mezi
uchazecem a danou spole¢nosti.

Vyse uvedené, tedy dynamicky se ménici ndro-
ky na prdci recruitera, vedlo autory k tomu, aby se
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blize zaméfili a zjistili, jak je to s otdzkou ndboru
a ziskdvani uchazecu pro tuto specifickou pracov-
ni pozici. Uloha a role recruitera je tak irokou od-
bornou vefejnosti v posledni dekddé frekventova-
né diskutovdna. Jeji ilohu pro tspéch organizace
detailné rozebiraji napfiklad Larkin a O’Connor
(2017). Rada autorti se oviem zaméf'uje na roli re-
cruitera spise pfi feSeni minimalizace diskrimina-
ce pri procesu naboru, pfikladem muze byt Wil-
son a Kan (2007) ¢i Sofica (2012). Autofi tohoto
¢lanku se tak rozhodli zamérit se na oblast aktudl-
ni, pfi¢emZ mdlo prozkoumanou.

Cilem predklddaného ¢lanku je pomoci meto-
dy analyzy 152 inzerdtd na pozici recruiter zjistit,
zda se ndroky na préci recruitera lisi v ndvaznosti
na velikost organizace, kterd je determinovana po-
¢tem zameéstnancli. Analyzovdny budou prede-
v$im ndsledujici oblasti:
¢ znalost profesnich siti (napf. LinkedIn, Face-

book);
¢ znalost HR systémti;

» znalost dal$iho jazyka.

Jako zdroje dat se podaftilo ziskat pracovni na-
bidky nejen z jednotlivych statd Evropské unie,
napiiklad Némecka, Rakouska, Slovinka ¢i Ceské
republiky, ale i z USA, Japonska ¢i Ciny. Vystup ana-
lyzy poskytne komplexni informace o ndrocich na
prdci recruitera nejen v tuzemsku, ale i v zahranici.

2. Vymezeni obecného profilu pozice
recruiter — literdrni reserse

Pred pristoupenim k samotné analyze soudobych
ndrokll na vykon prdce recruitera je na misté vy-
mezit obecny profil pozice recruitera. Obecny pro-
fil bude vymezen pomoci tzv. popisu pracovniho
mista (job description), ktery je jednou z klicovych
¢innost{ v oblasti fizeni lidskych zdrojt. Obvykle
zahrnuje vymezeni kli¢ovych atributt pracovniho
mista.

Popis pracovniho mista je vyc¢tem vSech pod-
statnych ¢innosti, tikolti, odpovédnosti, pravomoci
a pracovnich podminek konkrétniho pracovniho
mista. Popis pracovniho mista je jednou z kli¢o-
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vych ¢innosti personalistti a manazert a vyZaduje
jasné pochopeni podstaty pracovniho mista, pra-
covni ndplné a odpovédnosti pracovniho mista.
Kromé toho musi popis zahrnovat také dalsi dtle-
Zité véci, jako vymezeni vztahu s ostatnimi v orga-
nizaci ¢i vycet pozadavkli — dovednosti a technic-
kych poZadavkidl na pracovni misto. Armstrong
a Taylor (2015) analyzu pracovnich mist definuje:
»Analyza pracovnich mist je proces shromazdovd-
ni, analyzovdni a zpracovdvdni informact o pra-
covnich mistech v organizaci za ucelem vytvdreni
popisii pracovnich mist.

Popis pracovniho mista detailnéji specifikuje
také Bartdk (2011), ktery uvddi, Ze popis pracovni-
ho mista ,charakterizuje ucel, klicové cinnosti
a vazby daného pracovntho mista na ¢innosti pred-
chdzejict, soubézné, ¢i ndsledujici. Vyplyvaji z ného
nejen poZadavky na znalosti, zpiisobilosti a postoje
kandiddta, ktery by mél dané pracovni misto zastd-
vat, ale i na jeho adaptaci, vzdéldvdni, rozvoj, hod-
noceni a odmeériovdni. A k tomu navic Dvotdkova
et al. (2012) doplnvuji: , Specifikace pracovntho mis-
ta shrnuje udaje o poZadavcich pracovntho mista
na zameéstnance, to znamend dosazZené vzdeéldni,
odbornd praxe, specifické znalosti a dovednosti,
poZadované chovdni a motivace, zdravotni zpiiso-
bilost atd.“ Pokud bychom chtéli vymezit obecny
profil recruitera, pak je mozné kombinovat infor-
mace z Narodni soustavy povoldni (napt. MPSV,
2020) a Standardni celosvétové popisy pracovnich
pozic. Hay Group Job Mapping a obecny profil vy-
definovat ndsledovné (Hay Group, 2015):

Hlavni pracovni ¢innosti

 Identifikace persondlnich potieb firmy

» Organizace procesu ndboru zameéstnanct

e Priprava pfijimacich a vystupnich pohovort

e Spolupréce pfi pfijimdni a uvoliovani zameést-
nanct s vedenim firmy

* Spolupréce pfi pfijimdni a uvoliovani zameést-
nanct s liniovymi manazery

¢ Sledovani informaci o trhu prace

* Spolupréce s vedoucimi jednotlivych dtvart pti
tvorbé adaptacniho proces



e Sledovdni legislativnich zmén pracovné pravni
problematiky

Kvalifikace k vykonu prace

e Vys$si odborné vzdélani ¢i bakalarsky studijni
program

Odborné dovednosti

 Identifikovani persondlnich potteb firmy

e Vyuzivan{ informaci z trhu prace pro ndbor za-
méstnanci

 Rizeni adapta¢niho procesu

¢ Prfijimdn{ zaméstnanct

* Propousténi zaméstnancti

Odborné znalosti

» Kategorizace praci

e Trh prace, jeho vyvojové trendy, ukazatele trhu
préce a jejich posuzovdani

e Stanovy a zdkladni organiza¢ni normy spolec¢-
nosti

e Persondlni management

¢ Postupy vybéru zameéstnanct, konkursni fizeni

¢ Pldnovani lidskych zdrojt v podniku

Soft skills

¢ Efektivni komunikace
e Zvlddani zatéze

¢ Celozivotn{ u¢eni

» Reseni problémt

e Samostatnost

e Vykonnost

¢ Flexibilita

¢ Kreativita

¢ Kooperace (spolupréce)
¢ Ovliviiovani ostatnich

3. Vyznam role recruitera v soudobém svéte
PrestoZe je vyznam prace recruitera pro organizaci

jasné vymezen a ddn, existuji novodobé trendy,
které vyznamnost této pozice ddle umocriuji. Jed-

1
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nd se predevsim o: (1) demograficky vyvoj spolec-
nosti; (2) rychle se ménici ndroky na vykon prdce
napfic spole¢nosti; a (3) stupniujici potteba identi-
fikace talenta.

Demograficky vyvoj spole¢nosti

S postupnym starnutim populace ve vybranych ze-
mich, naptiklad v Ceské republice, Italii, na Slo-
vensku a v Némecku ¢i v Japonsku vyvstdvaji nové
problémy v podobé nedostatku pracovniki. Je di-
lezité tici, Ze otdzka starnuti populace je zdsadnim
problémem v celé EU. Za poslednich 10 let zazna-
menaly ¢lenské staty Evropské unie narust tzv. old
age dependency ratio' v priméru o vice nez 4%
(EUROSTAT, 2020). Podle tidajti Eurostatu to bylo
naptiklad 25 % v roce 2005 a 29 % v roce 2015. Vy-
kon préce recruitera tak roste na dtleZitosti.

Rychle se ménici naroky na vykon prace

napfic spole¢nosti

S postupujicim technickym a technologickym vy-
vojem se mén{ naroky na vykon préce kvalifikova-
nych i nekvalifikovanych pracovnikt napti¢ odvét-
vimi. Pficemz nejmarkantnéji se v Ceské republice
tento vliv ukazuje v oblasti vybory. ,,Nové technolo-
gie pronikaji nejen do samotné vyroby, ale i do
ostatnich ¢innosti, do vnitiniho tizeni podnikii, do
vztahii s dodavateli i odbérateli/zdkazniky. V dii-
sledku toho dochdzi k postupnému nahrazovdni
opakujicich se ¢innosti, k zdniku nékterych profest
¢l ke zmené jejich ndplné, ale i ke vzniku novych
¢innosti/profesi“ (Lichard et al., 2020). Je pak pra-
vé tkolem recruitera, potazmo celého HR oddéleni
umét tyto zmény detekovat a zapracovdvat je do
plant ndboru a rozvoje pracovniki.

Stupnujici se potfeba identifikace talentt pro
dosazeni konkurenceschopnosti organizace

V ndvaznosti na vyse uvedené tak fada organizaci
stupniuje svlij zdjem o identifikaci a ndslednych
rozvoj svych talenttl. Ukolem recruitera je tak je$té
v rdmci téchto aktivit dlouhodobé budovat tzv. ta-

Procento populace ve véku 65 let a vice v pomeéru k populaci ve veku 15-64 let
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lent pool organizace a ndsledné identifikovat talen-
ty jesté pfed samotnym procesem ndboru.

4. Zdroje dat vyuZzité k analyze

Pro ziskdni empirickych dat potfebnych ke splnéni
cile uvedeného v tvodu byly pouzity metody
a techniky kvantitativntho vyzkumu. Jako zdklad-
ni metoda sbéru dat byla zvolena analyza obsahu
inzerdtd volné dostupnych nejen na webovych
strdnkdch organizaci, ale také v rdmci profesnich

siti a dalsich portdlti zprostfedkovavajici kontakt
mezi potencidlnim zaméstnancem a zameéstnava-
telem. Takto provedené vyzkumné Setfeni umozni-
lo verifikaci ziskanych srovnatelnych dat, parame-
tra a veli¢in.

Sbér dat probihal v obdobi 1/2020 az 6/2020
a celkem se podatilo ziskat analyzovat 152 inzera-
tl na pozici recruitera. Z obrdzku ¢. 1 je patrné, ze
nejvice inzerdt bylo nalezeno od firem s vét$im
mnozstvim zaméstnancli. VétSina analyzovanych
inzerdtt byla zvefejiiovdna firmami s vice nez 1001

Obrazek ¢. 1 » Velikost firem poptdvajicich pozici recruitera dle poctu zaméstnanct

1001 a vice
301-1000 1 1E
51-300 38
0-50 16
0 10 2:0 30 40

Pramen: vlastni analyza

87

50 60 70 80 90 100

Obrazek ¢. 2 » Geografické rozloZeni firem, jejichZ inzerdty byly analyzovdny podle sidla firmy

Pramen: vlastni analyza
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zaméstnanci. Tento trend je snadno objasnitelny,
zatim co v ptipadé mensich firem je prace ndbora-
fe soucdsti agendy HR specialisty, v pfipadé vét-
$ich firem dochdzi ke specializaci.

Analyzované inzerdty pochdzeli z firem napiic¢
taki'ka celym svétem. Z evropskych zemich se jed-
nalo naptiklad o Francii, Némecko, Nizozemi, Slo-
vensko, Ceskou republiku ¢ Velké Britdnie. Déle
nékteré inzerdty na prdce recruitera pochdzely
z Japonska, Ciny, USA, Austrdlie ¢i Jizni Koreji
(obrazek ¢. 2).

S. Specifika ndrokii na vykon prdce
recruitera dle poctu zaméstnancii
v organizaci

Pristup k fizeni lidskych zdrojti, v ndvaznosti na
velikost organizace, dosahuje znaénych rozdila.
Pri komparaci vétsich podniki nad 250 zamést-
nancti pozorujeme uz$i specializaci pracovnikl
HR oddéleni, na jednotlivé HR procesy je ¢asto vy-
¢lenén i propor¢né vétsi rozpocet. Toto je jen krat-
ky vycet rozdilti. Z Ghlu pohledu ndrokt na prace
recruitera se proto autofi zaméfili na specifika né-
rokt v ndsledujicich oblastech, a to v ndvaznosti
na velikost zaméstnavatele:
e znalost profesnich siti (napf. LinkedIn, Face-
book);
¢ znalost HR systému;
¢ znalost dalsiho jazyka / jazykova vybavenost.

5.1 Znalost profesnich siti

Prvni analyzovanou oblasti byla oblast ndroki na
znalost ¢i zkuSenost s ndborem skrze socidlni sité.
Jak naznacuji data z tabulky ¢. 1 niZze, zku$enosti
s pouzivdnim profesiondlnich socidlnich siti (napf.
FB, LinkedIn) maji pfedev$im firmy s poctem od
301 az do 1000 zaméstnanct. Pfi ziskani podkladl
od 11 firem s timto po¢tem zaméstnanct bylo klad-
né vyhodnoceno 5 inzerdtt, coZ ¢inf 45 %.

Velmi zajimavé je i vyhodnoceni tohoto ukaza-
tele u firem s vice nez 1001 zaméstnanci. Vzorek fi-
rem s timto po¢tem zaméstnanct byl nejvétsi a cel-
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kem ¢inil 87 firem. Z toho 32 firem vykazovalo po-
zadavky na znalost a zku$enost v oblasti socidlnich
siti, coZ ¢ini 37 %. Naopak celkem 54 firem (62 %)
u tohoto poc¢tu zameéstnancti nevykazovalo v poZa-
davcich na pozici recruitera znalost a zku$enost
s pouzivanim socidlnich siti. Malé firmy (do 50 za-
méstnanct) profesiondlni socidlni sité vyuzivaji
vice méné nahodile. Z poctu 16 firem jsou to 4 fir-
my, coz ¢inf 25% zkoumaného vzorku. KdeZto fir-
my s po¢tem 50 aZ 300 zameéstnanci jiZ socidln{ sité
vyuzivé 37 % z celkového vzorku 38 firem.

Soucasny svét kolem lidskych zdrojt neni mys-
litelny bez digitdlnich technologif a internetu, kte-
ry pronikl do vSech oblasti naseho Zivota, véetné
ziskdvani novych zaméstnanct, vzdélavani, atd.
Socidlni sité jsou nedilnou soucdsti dnesniho své-
ta. Pfistup do socidlni sité umoziiuje virtudlni kon-
takt se svétem z libovolného mista na svété, propo-
juji se uzivatelé nebo celé skupiny uzivateld, ¢imz
sité zajistuji denni online komunikaci. Zavedeny
pojem e-recruiting znamend ziskdvdni potencio-
nélnich pracovnikt pomoci poéitac¢ovych siti skrze
internet, coZ tak pfind$i firmdm fadu vyhod v po-
dobé dspory Casu, financi, snadné&jsi pfistup k ana-
lyze dat a selekci (Rosoiu a Popescu, 2016). Jedna
se o0 jednu z nejrozsirenéjsich metod ziskdvdni pra-
covnikt. Tato metoda umoziiuje spole¢nosti umis-
tit svou nabidku volného pracovniho mista tak,
aby byla viditelnd v§em uchazec¢tim, ktefi hledaji
zameéstndni na webovych strdnkdch. Organizace
maji moZnost umistovat inzerdty na své vlastni
strdnky, nebo na specializované servery, které se
zabyvaji zprostiedkovdnim nabizenych pracov-
nich mist. Vyhodou jsou nizké ndklady, Soucdsti
socidlnich siti je moznost uzivateldm vytvafeni
vlastnich profilti, propojovéni se s ostatnimi uZiva-
teli a ndsledné sdileni obsahu. UZivatelé siti mo-
hou spolu virtudlné probirat fadu témat vcetné
moznosti pracovniho uplatnéni na trhu prace.

V oblasti recruitingu zameéstnanct hraji socidl-
ni sité jiz del$i dobu velmi podstatnou roli pfi vy-
hledavéani a ziskavani pracovnik (Manant et al.,
2014), protoze firmy prostfednictvim socidlnim si-
tim mohou rychleji komunikovat na pracovnim
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Tabulka €. 1 » PoZadavky na znalost a zkuSenost v oblasti profesnich siti jako je napriklad Linkedin,

Facebook

Firmy s méné nez 50 zaméstnanci (N = 16)

Ano 4 25%
Ne " 68 %
Bez odpovédi 1 6 %

Firmy s 50 az 300 zaméstnanci (N = 38)

Ano 14 37 %

Ne 23 61 %

Bez odpovédi 1 2%
Firmy s 301 az 1000 zaméstnanci (N = 11)

Ano 5 45 %

Ne 6 54 %

Bez odpovédi 0 0%

Firmy s vice nez 1001 zaméstnanci (N = 87)

Ano 32 37 %
Ne 54 62 %
Bez odpovédi 1 1%

Pramen: vlastni analyza

trhu. Socidlni sité jsou pro firmy v podstaté platfor-
mou pro zahdjeni a udrZovani pracovnich vztaht.
Sluzby internetu a specidlné socidlni sité nabizeji
zaméstnavateldm nové prostfedky internetové ko-
munikace s potencidlnimi uchazeci o zaméstndni,
mezi které neodmyslitelné patii social networking.

Napft. socidlni sit LinkedIn se stala nejvétsi da-
tabdzi poskytujici miliony potencidlnich kandidéa-
tl. Zadnd firemni interni databdze nem4 moZnost
mit denné aktualizované profily pracovniki obsa-
hujici reference. Za poslednich par let se socidlni
sité staly podstatnym ndstrojem pro recruitery,
headhuntery nebo persondlni a poradenské spo-
le¢nosti. Socidln{ sité takto vykazuji trend rozho-
dujiciho momentu v recruitmentu.

Scientia et Societas » 2/21

5.2 Znalost HR informacnich systémii

Druhou analyzovanou oblasti byla oblast ndrokt
na znalost ¢i zku$enost s vyuzivdm HR informac-
nich systému (tabulka ¢. 2). Prdce s HR informac-
nimi systémy patfi k zdkladnim kompetencim re-
cruitera a proto nds z hlediska vyzkumu zajimali
poZadavky na znalosti a zkusenost s praci s HR in-
formac¢nimi systémy. Podle ziskanych dat malych
firem s men$im po¢tem neZ 50 zaméstnancd, jsou
vykazovéany pozadavky z 54 %, tj. 7 firem z celko-
vého poctu 16 firem uvedlo své pozadavky. Celkem
20 z 38 firem s 50 az 300 zaméstnanci uvedlo poZa-
davky na znalost informacéniho systému u recruite-
rd, tj. 53 %. PoZzadavky neuvedlo 17 firem a u toho-
to po¢tu zameéstnanct je to 45%. Pr{jemnym pte-
kvapenim byl 100% poZadavek na znalost HR
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Tabulka €. 2 » PoZadavky na znalost a zkuSenost s praci s HR informacnimi systémy

Firmy s méné nez 50 zaméstnanci (N = 16)

Ano 7 54 %
Ne 9 56 %
Bez odpovédi 0 0%
Firmy s 50 az 300 zaméstnanci (N = 38)
Ano 20 53 %
Ne 17 45 %
Bez odpovédi 1 2%
Firmy s 301 az 1000 zaméstnanci (N = 11)
Ano 1" 100 %
Ne 0 0%
Bez odpovédi 0 0%
Firmy s vice nez 1001 zaméstnanci: (N = 87)
Ano 57 66 %
Ne 30 34 %
Bez odpovédi 0 0%

Pramen: vlastni analyza

informacnich systémt u firem s 301 aZ 1000 za-
meéstnanci. Firmy s vice nez 1001 zaméstnanci
uvedli zminény pozadavek z 66%. Je nutné zdi-
raznit, Ze tento vzorek firem byl nejvétsi a ziskané
podklady se vztahuji k 87 firmdm. To znamen4, Ze
30% firem neuvaddi poZzadavky na znalost prédce
s HR informac¢nimi systémy.

5.3 Doplnéni komentdre: vyuzZivdani HR
informacnich systému

Ve firmdch, stejné jako v ostatnich institucich a or-
ganizacich, miZeme bez problém zavést technic-
ky vyspélé informac¢ni systémy. Na kone¢ny vysle-
dek budou mit vzdy rozhodujici vliv lidé. Jejich sil-
né a slabé osobnostni strdnky, jejich uroven
motivace pro praktické vyuzivani a aplikaci vystu-

pt, jejich ochota sdilet ziskané informace. Znalost
prace s HR systémy je nékdy chdpdna jako zdroj
moci (osobni data apod.) a jejich sdileni s druhymi
lidmi jako riskantni, nebezpe¢né, ¢i ohroZujici.
Existuji i tendence informace zadrZovat a budovat
na tom image nepostradatelnosti jedinct pro fir-
mu. Podle pozadavk firem na rtizné informace
a informac¢ni zdroje dokdZe kvalitni informacni
systém pomoci také identifikovat potfeby uchaze-
¢t ale i zaméstnancu. Vliv a vyuziti HR informac-
niho systému zcela bézné zapadd do implementa-
ce spravy znalosti firem a do urcité miry snizuje
i rizika, vyplyvajici z migrace zaméstnancl
a umoznuje neustdly rast vSech zaméstnancti spo-
le¢nosti tim, Ze jim data, informace a znalosti
vhodnym zptisobem zpftistupni. Ve skutecnosti se
nejednd o nic jiného neZ o snahu vnést jasno do
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Tabulka €. 3 » PoZadavky na znalost dalsiho jazyka

Firmy s méné nez 50 zaméstnanci (N = 16)

Ano 5 31 %
Ne " 69 %
Bez odpovédi 0 0%

Firmy s 50 az 300 zaméstnanci (N = 38)

Ano 20 53 %

Ne 18 47 %

Bez odpovédi 0 0%
Firmy s 301 az 1000 zaméstnanci (N = 11)

Ano 4 36 %

Ne 7 64 %

Bez odpovédi 0 0%

Firmy s vice nez 1001 zaméstnanci (N = 87)

Ano 45 52 %
Ne 41 47 %
Bez odpovédi 1 1%

Pramen: vlastni analyza

zpusobt zpracovédni dat, informaci a znalosti —
knowledge management. Témét v kazdé firmé je
snaha o specifické zpracovani vystupti z informac-
nich systému tak, aby byly seskupeny, setfidény,
uloZeny a doruceny efektivni cestou spravnym li-
dem a v pravy ¢as. Zdkladnimi poZadavky na infor-
macni systémy pro tcely HR je zefektivnéni a opti-
malizace HR procesti a ¢innosti, komplexni infor-
macni databaze, dohled a kontrola pfi dodrZovani
metodickych postupli a stanoveni kontrolnich
a bezpe¢nostnich mechanismt pti préci s citlivymi
osobnimi idaji. Velmi dtlezité je rovnéz sledovani
vyvoje a ticinnosti personélnich dat v pribéhu ca-
sové osy. Pro pfeziti firmy je nutnd rychlost v hod-
nocenf situace, rychlost aktivizace zdroju, rychlost
komunikace a potfebnd vyssi kvalita kooperace.
Uspésny rozvoj firmy vyZaduje mobilizaci existuji-
cich HR znalost{ a na jejich zdkladé rychlou a kva-
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litni akci. Pozorovdnim tspésnych firem bylo po-
tvrzeno, Ze komplexni a systémovy piistup k HR
znalostem predstavuje rozhodujici faktor Gi¢innos-
ti RLZ a tim i celkového Yizeni firem. Rozvoj po-
ttebnych HR znalosti a jejich plné vyuziti posiluje
vyrazné ucinnost pusobeni vSech ostatnich fakto-
ra (lidé, stroje, materidl atd.) v kazdé firmé.

5.4 Znalost dalstho jazyka / jazykovd
vybavenost

V poftadi tfeti analyzovanou oblasti byla oblast né-
rokl na znalost dalsiho jazyka / jazykova vybave-
nost (tabulka ¢. 3). Ze ziskanych dat plyne, Ze vy-
soky diraz na znalost dal$tho jazyka kladou firmy
s poctem vice nez 1001 zaméstnanct. Z 87 firem
vykazuje poZadavek na znalost dal$iho jazyka rov-
nych 45 firem, coZ v predstavuje 52 %. Avsak nej-



vétsi vyznam na znalost dal$tho jazyka kladou fir-
my s 50 az 300 zaméstnanci. Ve zkoumaném vy-
zkumném vzorku byl tento poZzadavek zazname-
nan v ramci inzerce ve vysi 53 %. To znamend, Ze
z 38 firem s uvedenym poc¢tem zaméstnanct pokla-
dd diraz na dalsi jazykovou vybavenost u recruitert
20 firem. Firmy s po¢tem 301 az 1000 zaméstnanci
dbaji na jazykovou vybavenost recruitert pouze ve
vysi 36 %. Jen 4 firmy z 11 uvedlo poZadavek na
znalost dalsiho jazyka. Nejmensi procentudlni vy-
sledek byl shleddn u firem s méné nez 50 zamést-
nanci. Z 11 firem poZaduje dal$f jazyk 5 firem.
Zdakladem prace kazdého recruitera je skvéla
znalost segmentd trhu, komunikativnost a schop-
nost odhadnout schopnosti uchazect. Kromeé toho
je tu pozadavek na znalost dalsiho ciziho jazyka.
Samoziejmé vzdy zdleZi na konkrétni organizaci —
jak je velikd, kolik md ¢lend, jakou mé strukturu,
v jakém prostfedi ptisobi, co je jejim predmétem
podnikdni, kdo je jejim zdkaznikem, dodavatelem
atd. Kdyz fesime problematiku , komunikace* re-
cruitera, méli bychom pfesné védét, kdo je recrui-
ter a co je jeho tikolem. Aby se ¢lovék mohl stat re-
cruiterem, musi spliiovat jisté pozadavky, zndmé
jako komunika¢ni kompetence. Prdvé komunikac-
ni kompetence recruitera jsou jednou z klicovych
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pro plnéni pracovnich povinnosti. Napf. vést ¢dst
nebo cely vybérovy pohovor v cizim jazyce. Mezi
nejpouzivanéjsi komunikacni kandly recruitera
s vyuzitim znalosti dal$tho jazyka patii rozhovor
tvar{ v tvdt, porady, konference (videokonference),
telefonovani, e-maily, internet, informac¢ni tabule
apod. Komunikace je pro recruitera klicovd, ale
Uzce souvisi se vSemi ostatnimi kompetencemi
a vykondvanou pracovni ¢innosti z kterych c¢asto
nemuzeme vypustit komunikaci ve verbdlni (dstni
i pisemné) podobé v cizim jazyce. Kompetence re-
cruitera tvoif uzavieny kruh (kompeten¢ni mati-
ce), ve kterém musi fungovat vSechny jeho ¢4sti,
aby vysledek odpovidal o¢ekdvanim.

6. Dalsi zjisteni a diskuze

PrestoZe je cely tento predklddany ¢lanek zameéten
primdrné na rozdilnosti v ndrocich prace recruite-
ra v ndvaznosti na velikost firmy, je vhodné upo-
zornit, na nékteré zajimavé aspekty, které vnikly
porovndnim vybranych ndrokt v mezindrodnim
kontextu. Za zdlraznéni stoji odliSné ndro¢nosti
délky praxe dle sidla zaméstnavatele. Mezitim co
v USA ¢i dalsich kontinentech jako je Japonsko ¢i
Cina, Ze vyZadovdna délka predchozi praxe v délce

Obrazek €. 3 » Specifika ndroki na vykon prdce recruitera dle geografického rozdéleni, primérnd vy-

Zadovand délka predchozi praxe

USA

Pramen: vlastni analyza

Evropa

ostatni kontinenty

Scientia et Societas » 2/21

11



Védecké stati

—_—
(e

g
<

—

42

vice nez 4 let, v ptipadé evropskych firem jsou né-
roky nizsi (vyzadovédno v praméru 2,9 let praxe).

Tento poznatek rdmcoveé navazuje i na specifika
pozadavkt na stupen formdlniho vzdélani. Naroky
na stupenl dosazeného vzdéldni se velmi lisi, coz
miiZe byt zptsobeno i odlisnymi systémy vzdéla-
vani v jednotlivych zemich. V pfipadé ndrokt na
délku praxe a vysi dosaZzeného vzdélani funguje
jisty substitu¢ni efekt, kdy prokazatelna délka pra-
xe substituuje vysi formdlniho vzdéldni. U 45%

tera nejen na ndbor a vybér zaméstnanct, ale i na
ostatn{ persondlni ¢innosti ve spole¢nosti. Pfede-
v§im tedy poukdzat na dileZitost formulace poZa-
davkt na pozici recruitera, ktery by nemél byt
podceriovén.

Hlavnim cilem bylo zjistit, zda se ndroky na
préci recruitera li$i v ndvaznosti na velikost organi-
zace, kterd je determinovdna po¢tem zameéstnan-
cli. V rdmci vyzkumu autofi analyzovali dostupné
informace z inzerétt firem s dliirazem na znalost

Postupujict globalizace, integrace trhil, stejné jako technologicky postup po-
stupné meéni formu pracovnich cinnosti ve vykonu organizace. Viici pracovni-
kuum jsou vyZadovdny nové znalosti, schopnosti a dovednosti, jejichz prognoza-

Nox

mi je vénovdn znacny prostor napric o

v$ech analyzovanych inzerati dokonce vyse dosa-
Zeného formdlnfho vzdéldni nebyla specifikovdna
vibec.

V zdavéru predstaveni dat a zjistén{ je nutné
upozornit na jisté limity vySe uvedenych zjisténi.
Hlavnim limitem je zdroj dat, respektive jeho cha-
rakter. Analyzovany byly pracovni inzeréty a naro-
ky v nich uvedené. Skute¢nost, Ze urcity aspekt,
napfiklad znalost dalstho jazyka apod., neni v in-
zerdtu uveden, nemusi vzdy znacit skute¢nost, Ze
tento druh znalosti ¢i schopnosti neni pro zameést-
navatele dtlezity. Zdtavodnéni absence této infor-
mace muze spocivat v aktudlni vétsi vdze jiného
nédroku na praci apod.

7. Zdver

Dtivodem vybéru tématu tohoto vyzkumu bylo to,
Ze se dynamicky méni ndroky na praci recruitera
a proto se autofi chtéli blize zaméfit na tuto pra-
covni pozici a zjistit, jak je to s otdzkou poZadavkl
v rdmci inzerce pro tuto specifickou pracovni pozi-
ci. Zdmérem vyzkumu bylo porovnat pozadavky
na recruitera uvedenych v inzeratech v nahodné
vybranych firmach a tim upozornit na dilezZitost
této pracovni pozice z hlediska kompetenci recrui-
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profesnich siti, znalost HR systémt a znalost dal$i-
ho jazyka. Pro sbér dat byla zvolena analyza obsa-
hu inzerdtt volné dostupnych nejen na webovych
strdnkdch organizaci, ale také v rdmci profesnich
siti a dalSich portalt zprostfedkovavajici kontakt
mezi potencidlnim zaméstnancem a zameéstnava-
telem. Takto provedené vyzkumné Setfeni umozni-
lo verifikaci ziskanych srovnatelnych dat, parame-
tra a veli¢in.

Autofi vychdézeli z toho, Ze pfi samotném vybeé-
ru na volnou nebo nové vytvotenou pracovni pozi-
ci recruitera porovndvame poZadavky a kompeten-
ce pracovniho mista s profilem kandidatti. Pfinos
vyzkumu spoc¢ivd ve zmapovdani a analyzovani po-
Zadavku inzerentd na znalost profesnich siti, zna-
lost HR systém a znalost dalsiho jazyka.

Socidlni sit LinkedIn v ziskdvédni pracovniki pa-
tif mezi tfi nejobliben&jsi socialni sité v Ceské re-
publice. Na této siti se pohybuji specifické cilové
skupiny lidi prevdzné s vysokoskolskym vzdéla-
nim, zaméfeni na kariéru. VSechny socidlni sité
rychle rostou z hlediska pocétu uzivatelti a patif
mezi né i pracovnici persondlnich ttvart. UZivate-
1é jsou vice aktivni, nebot ¢asto sleduji novinky své
socidln{ sité a pravidelné si aktualizuji vlastni pro-

o~

fil. Na socidlnf siti je niZsi pravdépodobnost, Ze by
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Sy
si uzivatelé 1zivé poupravili vlastni profily, jako se Z vysledkt Setfeni je ziejmé, Ze rozdil nasdvd
tomu stavé u klasickych Zivotopisti. Obecné jsou v méfitelnych ukazatelich podle velikosti firmy co
socidlni sité vhodnym ndstrojem jak pro jedince, do poctu zameéstnancti. Zkusenosti s pouzivdnim

tak pro firmy, a proto by se popisovand problema- profesiondlnich socidlnich siti maji pfedevsim fir-

tika mohla déle posunout v pfipadé dals$iho roz- my s po¢tem nad 301 aZ do 1000 zaméstnanct.

pracovani stejného nebo podobného vyzkumu na Malé firmy (do 50 zaméstnancti) profesiondlni so-
zdkladé kterého by se zdvéry aplikovaly v praxi. cidlni sité vyuzivaji vice méné nahodilé.

Jak bylo v tivodu poznamendano, problematice vy- Jak bylo déle analyzou zjisténo, tak pifjemnym

béru recruitert a pozadavkt na tyto pracovni pozi- prekvapenim byl 100 % pozadavek na znalost HR

ce nen{ doposud dostatek aktudlnich verifikova- informacnich systému u firem s 301 az 1000 za-
nych vystupt. Jinymi slovy je toto téma malo pro- meéstnanci. Firmy s vice nez 1001 zaméstnanci
zkoumané. uvedli zminény pozZadavek z 66 %, coZ je také vy-
Tento vyzkum systematizoval a sjednotil po- soké skore v procentech (tento vzorek firem byl
znatky o tom, jak firmy kladou dtiraz pti formula- nejvétsi a ziskané podklady se vztahuji k 87 fir-
ci poZadavkill ve spojeni s inzerovdnim a ndsled- mam). Ze ziskanych dat rovnéz plyne, Ze vysoky
nym obsazenim pracovni pozice recruitera na zna- dtraz na znalost dal$iho jazyka kladou firmy s po-
lost profesnich siti, znalost HR systémti a znalost ¢tem vice neZ 1001 zameéstnanct a firmy s 50 az
dalstho jazyka v ndvaznosti na velikost organizace, 300 zaméstnanci. Nejmensi procentudlni vysledek
kterd je determinovdna po¢tem zaméstnanctl. byl shleddn u firem s méné neZ 50 zaméstnanci.
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ABSTRAKT

Ucelem tohoto piispévku je poskytnout ziskané informace z analyzy inzerdtit na pozici recruiter. Smyslem
a cilem vyzkumu bylo zjistit, zda se ndroky na prdci recruitera lis{ v ndvaznosti na velikost organizace, kte-
1d je determinovdna poctem zaméstnancii. V rdmci vyzkumu autoii analyzovali dostupné informace z inze-
rdtd firem s diirazem na znalost profesnich siti, znalost HR systému a znalost dalstho jazyka. Zdrojem vy-
zkumu byly pracovni nabidky nejen z jednotlivych stdtii Evropské unie ale i z USA, Japonska a Ciny. Vystup
analyzy poskytl validni pottebné komplexni informace o ndrocich na prdci recruitera se zamérenim na cil
vyzkumu. V pruni édsti v obecnosti autori uvddi do problematiky poZadavkii na recruitera a vytvdit kontext
pro sledovanou pracovni pozici. V druhé ¢dsti se autori zamérili na vymezent obecného profilu pozice recrui-
ter, ddle je pak vymezen vyznam role recruitera v soudobém svété. Ndsledné pak dochdzi k predstavent kli-
covych zjisténd.

KLICOVA SLOVA
Recruiter; popis pracovni pozice; ndroky prdce; ndbor

Specifics of Recruiter’s Work Requirements According to the Size of the Organization in an
International Context

ABSTRACT

The purpose of the paper is to provide information obtained from the analysis of advertisements for the po-
sition of a recruiter. The purpose and goal of the research were to discover whether the demands for the work
of a recruiter differ concerning the size of the organization. Size of the organization is determined by the
number of employees. As part of the research, the authors analysed available information from company
advertisements with an emphasis on knowledge of professional networks, knowledge of HR systems and
knowledge of another language. The source of the research was job offers not only from individual states of
the European Union but also from the USA, Japan, and China. The output of the analysis provided valid ne-
cessary comprehensive information on the demands on the work of the recruiter with a focus on the goal of
the research. In the first part, the authors generally introduce the requirements for the recruiter and create
a context for the monitored job position. In the second part, the authors focused on defining the general pro-
file of the position of the recruiter, then the importance of the role of the recruiter in the contemporary world
is defined. Subsequently, key findings are presented.

KEYWORDS
Recruiter; job description; work demands; recruitment

JEL CLASSIFICATION
M12; M54; M14
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1. Uvodni souvislosti kontrolnich procesii

Kli¢ovym faktorem prosperity podnikatelskych
subjektt je bezesporu tG¢inné jejich fizeni. Ono fi-
zeni je urcujici silou efektivity, dalsiho rtstu i bez-
rizikového fungovani vSech podnikatelskych sub-
jektt. Je specifickou ,meta energii“ prosakujici
celou organizaci, vSemi jejimi lidskymi, informac-
nimi, socidlné ekonomickymi i pfirodné technic-
kymi jevy a ovliviiuje i vztahy k okoli. Nese sebou
i chyby a nedostatky, které mnohdy vedou ke kri-
zim az k tpadku, je ale jedinou silou kterd napra-
vuje pochybeni. Jedine¢nou soucdsti fidictho pu-
sobenf je pak kontrolni funkce.

Hospoddiské procesy nesou v sobé mnoho vol-
nosti. Ty se z pohledu fizeni projevuji jako neurci-
tosti, které lze, a v zdjmu prosperity nutné nepfetr-
Zité odstranovat. Neurcitosti se v procesech vysky-
tuji zdkonité, vyskytovali jiZ v minulosti a budou
vyvstdvat i v budoucnosti. Jsou eminentni soucas-
ti veskerého podnikatelského déni, zejména vSak
lidského jedndni a kondni, a to na trovni jednotliv-
cti i skupiny i celé organizace. Kontrola je pak akti-
vitou, kterd vyznamné prispiva k posilovani urci-
tosti a to zmirfovdnim ¢i odstratiovdnim neurdci-
tosti a nastolovdnim normalit (organizovanosti).

Neurcitosti v podnikovém déni jsou pritomny
ve zjevné ale i méné zjevné podobé. Jsou cetné,
maji rtiznou vécnou podstatu, lisi se co do vy-

znamnosti, pfi¢in i vyskytu v Case. Zjevné neurci-
tosti se jsou spolehlivé rozpozndny a také uvédo-
movdany. Méné zjevné neurcitost jsou skryty ve
spletitych vztazich podnikovych struktur i proce-
st i vztazich k okoli. Nékteré z nich jsou i cilené
utajované, zamerné zneuzivdny a nesou stigmata
trestnich ¢int. Spole¢nym jmenovatelem neurci-
tosti je, Ze jsou povétSinou anomadlif a odchylkou
od normativity a povétsinou tvoti nezddouci jevy,
nebot zptsobuji $kody, ztraty, i ekonomické, soci-
alni i psychické zatéze. Mohou mit i rysy hlubo-
kych krizi ¢i ipadku. Ze $irstho pohledu plati para-
dox, ,.chyby zptsobilo fizeni, a odstrafiovat je
miiZe opét fizeni“. Kontrola je tak stéZejnim in-
strumentem jejich mozné i nutné ndpravy neza-
doucich situaci a cest.

Z manaZerského aspektu se pfi odstraniovani
neurcitosti kontrolou vynofuji dva pdly problema-
tiky. Prvni, vychozi pdl tvofi poZadovany, tj. chté-
ny, idedlni a ocekavany, stav, tedy ,jaky md byt“.
Je vzdy predurceny minulymi rozhodnutimi. Je
tak ztélesnén minulym jedndnim fidictho subjek-
tu, ale téZ zdkonnymi normami, firemnimi predpi-
sy ¢i jinymi instrumenty fizeni podniku. Na jejich
platformé se zodpovidaji podnikatelské otdzky: co,
kdo, kolik, kdy, kde, jak, jaké, pro¢ apod. V praxi
jsou ztélesnény prijatym pldanem, tkolem, zadd-
nim, programem, normou, usnesenim, piikazem
apod. Tento p6l v mechanizmu kontroly tvof{ pri-
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mat — vychozi bod, jehoZ parametry se kontroluji.
Druhy pdl tvoii stavy ,jaké jsou“ ve skute¢nosti.
Odrazi vyvstalé hodnoty, skute¢nosti a parametry
podnikové objektivni reality v ¢ase, prostoru, hod-
noté i vécnosti.

Kontrolou je pak rela¢nf aktivita, jejiZ prostfed-
nictvim se identifikuje, méf{, porovndvd a hodnoti
vztahy mezi tim ,,co md byt“ a ,,co je“. Ptikladem je
kontrola relace mezi skute¢nosti a napldnovanym
ziskem, resp. zdroji a struktury zisku, kontrola
danové uznatelnych ndkladd, posouzeni regulér-
nosti rozhodnuti a manazerskych postupt apod.
Velmi ¢asto se zkoumd také dodrZovéni ¢i poruso-
vani zdkonnych norem a podnikovych firemnich
predpist, zapfic¢inéni pochybeni, véetné trestné
pravnich delikti. Kontrolou se zpravidla zjistuje
i mira shody ¢i neshody mezi polaritami. V popte-
di jsou neshody, které jsou primdrné zmeétené,
zhodnocené a popsané, a zavéry jsou postoupeny
odpovédnym orgdntim podniku. Kvalitni kontroln{
aktivity pak konstruktivné prispivaji k udrZeni
dobrého a cileného fungovani podnikii. Nekvalitni
kontrola pak posiluje a zatéZuje administrativu,
vyvoldvd marné snazeni, deprese a petrifikaci pro-
blémt.

Mechanizmus kontrolniho procesu je ze systé-
mového hlediska rozloZen na logickou triddu: po-
zadovany stav — skute¢ny stav — zjistén{ neshody
(shody). Participuji se na ném kontrolujici subjekt
a kontrolovany objekt. Kontrolujici subjekt ve
svém pusobeni vyuzivd fadu metod kontroly, po-
stupy, uplatiiuje styl, md mit nédleZité zmocnéni
i odborné zptsobilosti i zkuSenosti. Lze tak hovo-
tit o technologii kontrolnfho procesu. V kazdém
kontrolnim procesti se prostiednictvim aktért pro-
sazuji i subjektivni aspekty, pfedev$im zdjmy, mo-
tivy, stimuly, pravomoc, formdln{ i neformdlni au-
tority a jiné momenty jednani a chovdni lidi.

2. Kontrola v procesech rizent

Kontrola se v teoretickych ani praktickych koncep-
tech procesu fizeni nevyskytuje jako izolovand ak-
tivita, ale vZdy ve spojitosti s ostatnimi procesnimi
veli¢inami, at jsou popisovdny jako faze, etapy,
kroky fizeni ¢i jinak. Takto byla interpretovdna jiz
ve slovutném Fayolové cyklu' fidictho procesu,
kde kontrola uzavird pétici hlavnich funkci fizeni.
Kontrolu vzhledem k jeho unikdtnim funkcim na-
lézdme i ve vSech ,,post fayolovskych®, ale i soudo-
bych interpretacich procesu fizeni (Toth, 2014).
Rozpozndvédni hlubsich sociologickych, psy-
chologickych i ekonomickych souvislosti fizenf,
ale i nastup informacnich a komunika¢nich a mar-
ketingovych technologii diversifikovali i samotny
proces kontroly. Kontrolni aktivity tak prorustaly
s funkéné blizkymi obory, pfedevsim s vnitropod-
nikovym tcetnictvim, s podnikovou ekonomikou,
rozpocetnictvim, krizovym fizenim, propojovaly
se i s pravnimi i sociologickymi disciplinami. Vy-
sledkem tohoto pohybu je krystalizace dnes jiZ re-
lativné samostatnych disciplin, jako je controlling,
audit, monitoring, compliance a dal$i. Hranice
téchto disciplin jsou spiSe rozmazané neZ rigidnf,
a kazdd z nich preferuje sviij vlastni metodicky
apardt. Prirozend sloZitost procesu fizeni i kontro-
ly od pocatkti védeckého tizeni pfindsi nejedno-
znacné vyklady, jsou evidentn{ i zmate¢né a ten-
den¢ni vyklady. Tato skute¢nost vSak neznehod-
nocuje aplika¢ni tspéchy. Sémantické nejasnosti
jsou nejcastéji generické povahy a praxe se s ni
musi vZzdy vypofddat. Ze systémového nadhledu je
nutné si uvédomovat, Ze samotnd kontrola i vSech-
ny jeho blizké discipliny maji spole¢ného jmeno-
vatele ve ,,zpétné vazbé“. Ta byla explicitné formu-
lovdna ,kybernetikou“?, a md neopomenutelnad
stigmata i v dne$nich procesech. Zpétnovazebni
smycku Wiener trefné ptirovnal ke slepecké holi,
kterd nevidoucimu dévé zpétnou informaci o jeho

Henri Fayol je s Frederickem Winslowem Taylorem pokldddn za otce moderniho managementu (Karléf a Lévingston, 2000).
Princip zpétné vazby se prisuzuje Norbertu Wienerovi zakladateli kybernetiky, i kdyZ byla objevena a vyuZivdna ddvno pred nim

v mnoha oborech (napr. u parniho stroje).
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stavu a pohybu a ovliviiuje tak jeho nésledujici po-
hyby.

Funkeéni logika zpétné vazby vychdzi z ,,premi-
sy, Ze tidici prvek se svym fidicim ptisobenim na
fizeny prvek iniciuje jeho Zddouci stavy a chovdni.
Od tizeného prvku pak fidici prvek zpétné ziskava
informace o jeho skute¢ném chovdni i redlnych
stavech. Tyto informace pak zpracovava a vyhod-
nocuje, a podle vysledku rozhoduje a opétovné
ovliviiuje jedndni rizeného prvku. Zpétnd vazba
v fizeni je tedy zaloZena na informac¢ni smy¢ce a je
jadrem kazdého fidiciho ptisobeni. Pfinesla a pfi-
nési nejen nové impulzy do fizeni firem vcetné do-
drzovéni zdkonnosti, ale patii mezi revoluc¢ni vy-
dobytky moderni doby. M4 kli¢ové postaveni ve
vice smérech, napf. v hardwarové i softwarové vy-
bavé pocitacli, v automatizaci a primyslové regu-
laci, elektroakustice, ekologii, biologii, zdravotnic-
tvi a jinde.

V fidicich procesech se zpétnovazebni smycky
vyuziva ve formeé kladné a zdporné vazby. Zaporna
vazba signalizuje odklon od Zddoucich stavi, coz
umoznuje fidicimu prvku reagencénimi zdsahy
udrZet Zddoucf stavy, ale také odstranit odklony od
normativi a nastolit Zddouci rovnovdzny a funké-
ni stav. Kladnd zpétnd vazba zase iniciuje pozitivni
sily a pohyby dopfedu k vy$si prosperité. Zpétné
vazby v polarité ptisobeni kontrolujicitho na kont-
rolovaného jsou prevdZzné regula¢ni povahy
a umoznuji vyuZit i prvky sebetizeni a sebekontro-
ly. Sebekontrola kazdého jednotlivce, zejména
i manaZert, ale i podniku jako podnikatelského
celku je v modernf sloZité ekonomice je$té nedo-
state¢né vyuzitym zdrojem prosperity. Zpétné vaz-
by se kontrolou na podnikové platformé se objevu-
ji niZze uvedenych pripadech:
¢ vlastnickd kontrola — uplatiiuje se ptisobnosti

valné hromady a dozor¢i rady, a to v intencich

zdkona i podnikatelskych zajmu;

¢ kontrolnf Gtvar podniku — kazdy podnik si jej
ztizuje dle vlastnich potteb, kdy ttvar je zpravi-
dla podtizen vrcholovym vedoucim a je relativ-
né nezdvislou jednotkou s profesiondlnimi kon-
trolory;
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e specifické oborové kontrolnich aktivity — maji
mnoho podob a jsou situacné rozptyleny v kaz-
dém podniku, pravidla zahrnuji vstupni a vy-
stupni kontrolu, cenovou kontrolu, kontrolu
bezpec¢nosti prace a dalsi;

* manaZerské fidici kontroly a sebekontrola — je
soucasti kazdé manazerské ¢innosti a mtize byt
vymezena napf. pracovni ndplni nebo jinou or-
ganiza¢ni normou, pficemz jeji skute¢ny vykon
je vyrazné ovlivnén osobnosti, profesionalitou,
zku$enostmi i moralni vybavou kazdého mana-
Zera.

3. Prdvni zakotveni kontrolni ¢innosti

Situa¢ni a vécnd rtiznorodost obchodné prdvnich
¢innost{ a situaci prinds$i i moZnosti ve smyslu
Smlouvy o kontrolni ¢innosti dle zdkona ¢. 89/2012
Sb., ve znéni pozdéjsich predpisti. Uastnici toho-
to smluvniho vztahu je podnikatelsky subjekt, kte-
ry kontroln{ ¢innost objedndva a kontrolor, ktery ji
vykond. Kontrolor se touto smlouvou zavazuje
zjistit nestranné stav urcité véci nebo ovérit vysle-
dek urcité ¢innosti a vydat o tom kontrolni osvéd-
¢eni. Objednatel urc¢i pfedmét, zptisob a ¢as kont-
roly a zavazuje se zaplatit kontrolorovi odmeénu.
K ujedndni, jimZ se kontrolorovi uklddd povinnost,
jez by mohla ovlivnit nestrannost kontroly nebo
spravnost kontrolniho osvédéeni, se nepiihliZi.

3.1 Uvodni souvislosti

Podle obc¢anského zdkoniku ¢. 89/2012 Sb., ve
znéni pozdéjsich predpist, nemohou vSechny oso-
by shodné postupovat. Pfi vykladu prdvnich jedna-
ni (pravni jedndni nahrazuje dosud vZity pojem
pravni tikon) se nové lisi jedndni v pravnim styku
podnikatelt od jednani ostatnich osob. V prdvnim
styku podnikatell se totiz (kromé vykladu podle
ustanoveni § 555 aZ 558 odst. 1 ob¢anského zdko-
tpravy) ptihlizi podle vykladového ustanoveni
§ 558 odst. 2 obcanského zdkoniku k obchodnim
zvyklostem zachovdvanym obecné, anebo v da-
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ném odvétvi, ledaze to vylou¢i ujednani stran nebo
zdkon. Neni-li jiné ujedndni, plati, Ze obchodni
zvyklost md prednost pfed ustanovenim zdkona,
jenz nemd donucovaci G¢inky (tedy pted dispozi-
tivnimi ustanovenimi, kterd Ize smluvnim ujedné-
nim zmeénit), jinak se miZe podnikatel zvyklosti
dovolat, prokaze-li, Ze druhd strana musela ur¢itou
zvyklost znét a s postupem podle ni byla srozumé-
na. Co se tykd formy prévnich jedndni, kazdy ma
pravo zvolit si pro pravni jednéni libovolnou formu
(pisemnou, tstni ¢i konkludentni), neni-li ve volbé
formy omezen ujedndnim nebo zdkonem.

Navazujici ustanoveni § 564 ob¢anského zdkoni-
ku pak urcuje, Ze vyZaduje-li zdkon pro pravni jedné-
ni urc¢itou formu, 1ze obsah prdvniho jedndni zmé-
nit projevem vtile v téZe nebo piisnéjsi formé; vy-
Zaduje-li tuto formu jen ujedndni stran, Ize obsah
pravniho jedndni zménit i v jiné formé, pokud to
ujedndni stran nevylucuje (tato Uprava za stiedni-
chodniho zdkoniku). Upravé smluv se pak v ob¢an-
sky zdkonik vénuje ustanoveni § 1724 az 1784. V usta-
noveni § 1725 se obecné urcuje, Ze je smlouva
uzaviena, jakmile si strany sjednaji jeji obsah. V me-
zich pravniho tddu je strandm ponechdno na vuli
svobodné si smlouvu ujednat a jeji obsah urcit. To
se muZe jevit shodné s prdvni Gpravou predchozi.

Jsou zde vs$ak i specidlni ustanoveni. Smlouvy,
které se uzaviraji s pouzitim dprav smluvnich
typt, by mély obsahovat tzv. podstatné nalezitosti.
Je v8ak ur¢eno v § 1726, Ze povazuji-li strany
smlouvu za uzavienou, a¢ si ve skute¢nosti neu-
jednaly ndleZitost, jizZ mély ve smlouvé ujednat,
hledi se na projev jejich vile jako na uzavifenou
smlouvu, 1ze-li zvlasté s prihlédnutim k jejich na-
slednému chovéni, rozumné ptredpoklddat, Ze by
smlouvu uzavfely i bez ujedndni této nélezitosti.
Otdzkou pak ztistavd, zda to mtiZe byt ndleZitost
jakdkoli, a to i ta, kterd by byla pro dany smluvni{
typ urcujici. Text zdkona néleZitosti nijak neome-
zuje, na otdzku lze tedy zfejmé odpoveédét kladne.
Danéa smlouva by se pak méla fidit pravni Gpravou
prislusného smluvniho typu, coZ mtiZe byt naroc-
né na provedeni tohoto ustanoveni.
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Ustanoveni § 1726 pak dale uvadi, Ze dala-li né-
kterd ze stran jiz pfi uzavirdni smlouvy najevo, Ze
dosaZeni shody o urcité ndleZitosti je predpokla-
dem k uzavieni smlouvy, md se za to, Ze smlouva
uzaviena nebyla, pokud nedoslo k dohodé o této
nélezitosti; tehdy ujedndni o ostatnich néleZitos-
tech strany nezavazuje, ani byl-li o nich vyhotoven
zé&pis. Zde miiZe jit o jakoukoli, byt obecné nepod-
statnou ndlezitost, ktera se takto stdva podstatnou.

3.2 Uprava smlouvy o kontrolni ¢innosti

Smlouva o kontrolni ¢innosti byla dfive upravena
v Zdkoniku mezindrodniho obchodu a posléze
v obchodnim zdkoniku. Dnes je tato pravni{ iprava
obsaZena v § 2652-2661 obc¢anského zdkoniku. Lze
predpokladdat, Ze kontrolorem (dfive definovanym
jako vykonavatelem kontroly) bude zacasté podni-
katel s prislusnym predmétem c¢innosti.

3.2.1 Zakladni ustanoveni

Podle zdkladniho ustanoveni se podle smlouvy

o kontrolni ¢innosti kontrolor zavazuje zjistit ne-

stranné stav urcité véci nebo ovétit vysledek urcité

¢innosti a vydat o tom kontrolni osvédcent a objed-
natel se zavazuje zaplatit mu odménu. Podstatné
néleZitosti smlouvy tvori:

e zdvazek kontrolora k nestrannému zjisténi sta-
vu urcité véci nebo ovéreni vysledku urcité ¢in-
nosti,

o zdvazek kontrolora k vyddni kontrolniho osvéd-
¢enf o tomto zjisténi nebo ovéfeni,

» zdvazek objednatele k zaplaceni odmény kont-
rolorovi.

Nejde o subtyp smlouvy o pfikazu ani smlouvy
o dilo. Nejde o obstarani zdlezitosti ani o vytvofeni
dila, ale tato smlouva slouZi ke zjisténi objektivni-
ho stavu.

Nejednd se ptfitom jen o piipadné ovéfeni
mnozZstvi nebo jakosti zboZi, mtiZe byt sjedndna
jakdkoliv kontrolni ¢innost (napt. kontrola vedeni
Gcetnictvi, evidence majetku, hospodafeni fize-
nych organizaci ¢i jednotek, postupti pti zaddvdni
zakazek, provddéni udrzby, dodrZovani prdvnich



nebo internich ptredpisti pti ¢innosti kontrolované
osoby nebo organiza¢ni jednotky, sprdvnosti na-
kladdni se svéfenymi hodnotami; muze jit vSak
také napf. o provddeéni revizi elektroinstalaci,
zkous$ek pred prevzetim stavebnich objektt a tech-
nologickych zafizeni, pevnostni zkousky kon-
strukci, zkousky vytahti a zvedacich zatizeni, tés-
nostni zkousky potrubi apod.). Pfesné vymezeni
predmétu kontroly je véci konkrétniho ujednédni ve
smlouvé.

3.2.2 Nestranny zptisob kontroly

K pfipadnému ujedndni, jimz se kontrolorovi ukla-
da povinnost, jeZ by mohla ovlivnit nestrannost
kontroly nebo sprdvnost kontrolniho osvédcent, se
nepfihlizi. Kontrolor provede kontrolu s odbornou
péci podle stanoveného zptisobu kontroly, doby,
mista a rozsahu kontroly, se zfetelem i ke stavu,
v jakém se pfedmeét kontroly nachdzel v dobé jeji-
ho provddéni. Zjistény stav popise v kontrolnim
osvédcent.

Kontrolni osvéd¢eni miize byt riizného dohod-
nutého druhu nebo druhu stanoveného zvlastnimi
predpisy; mliZe se napt. jednat o osvédceni o ja-
kosti a kompletnosti (potvrzujici kvalitativni uka-
zatele zboZi a osvédcujici, Ze zboZi obsahuje sta-
novend piislusenstvi), o atest (osvédcujici zvldstni
vlastnosti zbozi), mj. i o revizni zpravy elektroin-
stalaci (kterymi se ve stanovenych obdobich potvr-
zuje provozuschopnost zafizeni odpovidajici prav-
nim pfedpistim, zdvaznym technickym predpistim
a normam) apod. Kontrolni osvédc¢eni mutze byt
mj. jednim z dokumentt pfi platbach s vyuzitim
dokumentdrnich akreditivii i pfi sjedndni doku-
mentarnich inkas. MtiZe byt téz dohodnuto v kup-
ni smlouvé, Ze toto osvédc¢eni bude piflohou doda-
ciho listu apod. Déle se v praxi mtiZe sjedndvat mj.
i osvédceni pri zjistovdni stavu zdsilky ¢i kvality
provedeného dila. (Vycet prikladli jen naznacuje
Siroké moznosti realizace smlouvy.) Neplatnost
ujedndni smluvniho vztahu nenf vdzdna aZ na pii-
mé ovlivnéni nestrannosti, ale sta¢i pouhd moz-
nost takového ovlivnéni. Charakteristickym rysem
této smlouvy je totiZ prdveé nestrannost.
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3.2.3 Kvalita, rozsah, zptisob, doba

a misto kontroly

Kontrolor provede kontrolu v rozsahu a zptisobem
obvyklym pfi obdobnych kontroldch. M4 se za to,
Ze kontrola mé byt provedena bez zbyte¢ného od-
kladu v misté, kde se pfedmét kontroly nachdzi.
Objednatel ozndmi kontrolorovi véas, kde se ma
kontrola uskute¢nit. Objednatel poskytne kontro-
lorovi souc¢innost nutnou k provedeni kontroly, ze-
jména mu umozni potiebny pfistup k pfedmétu
kontroly. Mezi ostatni ¢4sti smlouvy bude tedy
zpravidla patfit zplisob kontroly (zajistujici ne-
strannost), doba, misto a rozsah, jakoZ i popsani
stavu pfedmétu kontroly. Kontrolor musi kontrolni
¢innost nestranné provést; nestranné provedeni
vSak znamend, Ze vysledky kontroly také nesmi
v kontrolnim osvédéeni nijak zkreslit, zatajit nebo
jinak zménit. Podrobnosti tykajici se zplisobu
arozsahu kontroly by mély byt sjedndny ve smlou-
vé. Toto feSeni lze jen doporucit. Av§ak pokud by
tomu tak nebylo, bude se provddét vy$e popsanym
postupem — v rozsahu a zptisobem obvyklym pfi
obdobnych kontrolach.

3.2.4 Uplata a niklady

Pravo kontrolora na odménu vznikd provedenim
kontroly a vyddnim kontrolniho osvédceni. Spo-
le¢né s prdvem na odménu vznikd kontrolorovi
i prdvo na ndhradu ndkladu, které pfi provedeni
kontroly ucelné vynaloZil, ledaZe z povahy téchto
ndkladt vyplyvd, Ze jsou v odméné jiz zahrnuty.
Kontrolor ma ndrok na uplatu po splnéni povin-
nosti provést kontrolu a vydat kontrolni osvédceni.
Neni-li iplata smluvena, je objednatel povinen za-
platit Gplatu obvyklou v dobé uzavieni smlouvy se
ztetelem k pfedmétu, rozsahu, zptisobu a mistu
kontroly.

3.2.5 Vztah ke tfetim osobam, vady kontroly,
ndhrada skody

Provedeni kontroly se nedotykd pravnich pomért
mezi objednatelem a jinymi osobami, zejména
osobami, jimZ je ur¢en nebo od nichZ pochdazi
pfedmét kontroly. Provedeni kontroly je vztahem
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mezi dvéma subjekty a nedotykd se jinych prav-
nich vztahti. Kontrolni osvédceni vystavené kont-
rolorem vi¢i objednateli kontroly, jehoZ stejnopis
miiZe byt pfeddn napf. proddvajicimu zboZi, ne-
muZe nahradit ozndmeni vad kupujicim, nemtize
obecné nahradit ani prohlidky zboZi kupujicim.
Jestlize kontrolor neprovedl kontrolu fadné, ne-
vznikaji mu ndroky na odménu, resp. na nutné
a ucelné vynaloZené ndklady, a objednatel miize
po uplynuti doby stanovené pro provedeni kontro-
ly od smlouvy odstoupit. Objednatel pak miiZe po-
stupovat podle ustanoveni upravujicich odpovéd-
nost za $kodu, pripadné uplatnit smluvni pokutu,
byla-li sjednéna.

Kontrolor je povinen nahradit $kodu zptisobe-
nou porusenim povinnosti provést fddné kontrolu,
jen pokud tato $koda nemtiZe byt nahrazena uplat-
nénim ndroku objednatele vii¢i osobé odpovédné
za vadné plnéni, jeZ je pfedmétem kontroly. Prvot-
ni je vZdy ndhrada $kody odpovédné osoby; odpo-
védnost kontrolora je az druhotnd. Kontrolor na-
hradi $kodu zptisobenou poru$enim povinnosti
provést kontrolu fddné v tom rozsahu, v jakém ob-
jednatel nemuiZe uc¢inné dosdhnout ndhrady uplat-
nénim prdva z vadného plnéni vii¢i tomu, kdo plnil
kontrolovany ptedmeét. Kontrolor povinnost k né-
hradé skody nemd, opomenul-li objednatel vymaé-
hat své pravo vuci tfeti osobé vcas, nebo nemuze-li
je vymdhat vzhledem k tomu, co s tfeti osobou
ujednal — viz ustanoveni § 2660 odst. 1 ob¢anské-
ho zdkoniku. Omezeni podle § 2660 odst. 1 nepla-
ti, ujistil-li kontrolor objednatele, Ze bez ohledu na
rozsah a zpusob kontroly zjisti vS§echny vady, nebo
ujisti-li objednatele, Ze kontrolni osvédcent je tpl-
né a spravné. Ptjde-li o pfipady, kdy je vykonava-

tel povinen nahradit $kodu zptisobenou poruse-
nim povinnosti provést fddné kontrolu, prechdzeji
na ného zaplacenim této ndhrady néroky, které ma
objednatel viic¢i osobé odpovédné za vadné plnéni
predmétu kontroly tak, jako by mu byly tyto naro-
ky postoupeny. Jednd se o pripad zdkonné cese
(postoupeni). I pfi realizaci tohoto smluvniho typu
je tfeba vénovat pozornost konkrétnimu smluvni-
mu ujedndni.

Rovnéz vzhledem ke stru¢nosti pravni Gpravy
1ze jen doporudit, tak jako i u jinych smluvnich
typli, vydani piislusnych obchodnich podminek
a usnadiiovat kontraktaci smluvnim odkazem na
tyto podminky (v obchodnich podminkach je moz-
no také mj. stanovit i otdzky placeni, piipadné fak-
turovdni, splatnosti faktur, droki atp.).

3.2.6 Zavérecné poznamKky ke kontrolni
¢innosti

Vyznam smluvniho jedndni je zfejmy pravé ze 8i-
roké smluvni volnosti, kterou zdkonik umoziiuje,
a ze skutec¢nosti, Ze dil¢i okruhy problému zakonik
nefes$f a ponechdvd je smluvnim partnerim. Pii
kontraktaci je pfitom mozno vychdzet z praktic-
kych poznatkt. Pfiznivy priibéh obchodnich pfi-
padt (bez nepfiznivych dtisledkd), realizace,
event. aplikace prdvnich ustanoveni je po nasem
soudu limitovdn zejména trovni pravnich predpi-
s, drovni smlouvy i kvalitnim dokladovdnim prii-
béhu plnéni smlouvy a rychlosti a kvalitou rozho-
dovani sporti.

Z téchto predpokladi k tispésné realizaci a apli-
kaci prava prispiva tedy i kvalifikované uzavirdni
smluv (jasnych, srozumitelnych, ur¢itych) a do-
kladovéni priibéhu plnéni smlouvy, které je v moz-

Klicovym faktorem prosperity podnikatelskych subjektii je bezesporu ticinné je-
jich fizeni. Ono Fizeni je urcujici silou efektivity, dalsiho riistu i bezrizikového

i

fungovdni vsech podnikatelskych subjektil. Je specifickou ,,meta energii“ prosa-
kujict celou organizaci, vSemi jejimi lidskymi, informacnimi, socidlné ekono-
mickymi i prirodné technickymi jevy a ovliviiuje i vztahy k okoli.
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nostech subjektt obchodniho prdva. Rozhodujici
vyznam pfitom md vybér smluvniho partnera
a vhodnd volba zajistovacich prostfedku. Pii uzavi-
rani smluv bychom se méli snazit vyvarovat ,kla-
sickych nedostatkii“. Zacasté zjistujeme, Ze doho-
dy u¢inéné mezi smluvnimi stranami nejsou v sou-
ladu se zdkonem nebo nejsou voleny pfili§ vhodné.
PrestoZe se muZe jednat o zndmé otdzky, fada ne-
dostatk se stdle opakuje. Pfipomindme, Ze znac-
né procento smluv trpi nedostatkem jiZ pfi urc¢eni
subjektt. Dal$i neméné dtileZitou otdzkou je pou-
Zivani nevysvétlenych pojmu a zkratek. Smluvnim
strandm lze jen doporucit, aby pojmy pouZité ve
smlouvé (které nejsou pojmy prdvnich pfedpisti
a ani jejich obsah neni ddn obchodnimi zvy-
klostmi) v tivodu smlouvy definovaly; totéZ plati
o zkratkdch.

4. Controlling, kontrola a tizeni

4.1 Funkce a uZite¢nost controllingu

Slozitéjsi ekonomika i komplikovanéjsi jeji fizent
jiz dlouhou dobu vyZadovaly u¢innéj$i metody
hodnoceni, kontroly i regulaci hospodéfskych pro-
cest. Vyznamnou snahou v tomto sméru byl roz-
mach manaZerského ucetnictvi, které se od tradic-
niho tGcetnictvi orientovalo jiZ i na planovani vyno-
st a ndkladi, Gcéinnéjsi  vyhodnocovani
podnikatelské prosperity ve vnitropodnikovych
souvislostech a s dirazem na redlny Cas procest.
Z této orientace se ve XX. stoleti pozvolna formoval
i controlling, ktery ¢asem prerostl v samostatnou
disciplinu, a dnes se dale kultivuje. Horvath (2004)
— vid¢i prikopnik controllingu v Evropé — jiZ na
pocétku devadesétych let prosazoval, Ze ,,Contro-
lling je koncepce fizeni zaméfend na vysledek, kte-
ré prekracuje hranice funkci a koordinuje planové-
ni, kontrolu a informac¢ni toky*“. Havlicek (2011)
obdobné uvadi, Ze ,Podstatou controllingu je pro-
ces porovndni skute¢né dosazenych vysledkil
s pldnem, vyhleddvani a ndsledné feSeni odchylek.
Musi stanovit priority, abychom mohli vyfesit pro-
blém, ktery zatéZuje podnik a brdni mu, aby dosé-
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hl strategickych nebo operativnich cilt. Je oriento-
véan na budoucnost, o minulost se controlling zaji-
maé zejména v ptipadech, Ze mu poskytuje podnéty
pro budouc{ tizeni“. V odbornych zdrojich je bez-
pocet dalsich definici.

Z pocatku se controllingu ptisuzovala detailnéj-
$i registra¢né — eviden¢n{ funkce, ¢imz plnil pasiv-
néjsi, ponejvice zpravodajskou, signaliza¢ni tlo-
hu. V pozdéjsich etapach se jiZ zaméfil na hodno-
ceni, kontrolu, verifikaci a signalizaci miry
hospodarnosti a nehospodarnosti s tésnéjsi vaz-

P

bou na manazerské tizeni. Rozvoj pak i vlivem
komputerizace vyustil k presnéjsi monitorovani
a navigaci dulezitych podnikovych déji v redlném
Case, ¢imz se silné posililo zpétné sepéti contro-
llingovych aktivit s operativnim i taktickym fizeni.

Funkénf a vécny zabér controllingu je dnes $i-
roky. Z hlediska ¢asového dosahu se nejcastéji ho-
vorI{ o operativnim, taktickém a strategickém cont-
rollingu. Z vécného hlediska se rozli$uje contro-
lling finané¢ni, ndkladovy, pracovniho kapitalu,
zdsob, pohleddvek, pribézné likvidity, ndkupnich
¢innosti, projektovy, logisticky, znalostni, inovac-
ni, investi¢ni, organiza¢ni, persondlni a dalsi.
Z hlediska vztahu k okoli 1ze rozlisit controlling
orientujici se na vnitfni situaci podniku, vné&jsi
vztahy (véfitelé, konkurence ap.) Z mocenského
hlediska Ize rozlisit statutdrni a vykonny contro-
lling. Ne zcela jednoznacnd definice controllingu
jeho prakticky piinos nesnizuje. Nékdy si podniky
svij systém controllingu poklddaji za knowhow
a ndlezité jej utajuji.

4.2 Ndstroje a metody controllingu

Néstroje controllingu dnes tvof{ pomérné pestrou
skupinu, a odrdzi interpreta¢ni nejednoznacnost
(Koptik, 2019). Néstroje se nejcastéji ¢leni na ope-
rativni, které jsou vyuZzivany pro operativni plano-
van{ a kontrolu, a strategické ndstroje, které jsou
nasmérovany na unikatni problémy, predev$im na
vyvoj, produkty, postupy, fizenf ¢i technologie.
Mezi ¢asto uvddéné metody se fadi napf. , Analyza
kritickych bod“, jehoZ pomoci se stanovuje kritic-
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ky bod, kdy je nutné volit nové postupy, aby se ge-
neroval zisk. Jinymi metodami jsou ,,optimalizace
objemu zakdzky a objedndvky*, ,analyza konku-
rence”, ,,portfoliovd analyza*“, ,analyza ABC“ a dal-
$1 metody. Jindy se interpretuje controlling jako
ndastroj fizeni nebo systém pravidel (Karlof a Lo-
vingston, 2000). Gallovd (2014) tak rozliSuje né-
stroje:

* strategické ndstroje — analyza konkurence,
portfoliovd analyza, analyza Zivotniho cyklu
vyrobku, analyza silnych a slabych stranek, fi-
zeni jakosti, strategickd mezera, technika scé-
néafe, potencidlova analyza;

e operativni ndstroje — analyza ABC, analyza nd-
vratnosti investic, analyza kritickych bodu,
hodnotové analyza, analyza pracovniho casu,
vypocet kratkodobého hospoddatského vysled-
ku, vypocet piispévku na tihradu, analyza XYZ.
V jinych pramenech se za néstroje controllingu

poklddaji: analyzu rabatu, optimalizace objemu

zakdzky, analyza konkurence, portfoliovd analyza,
odvétvova analyza a mnoho dalsich.

At je népln firemniho controllingu definovdna
jakkoliv, rozhodujicim spole¢nym jmenovatelem

vétsiny definic, i praktickych aplikacti je, Ze contro-
lling je disciplinou zpétnovazebni, orientujici se na
zjistovani odchylek od poZadovaného stavu a je or-
ganickou soucdasti systému fizeni podniku. Logic-
ké jadro funkéni i procesni pozice v rozhodovacich
a informacnich procesech v podniku je zndzorné-
no schématem na obradzku ¢. 1.

4.3 Euforie a slabé stranky controllingu

Aplikaéni popularita controllingu a blizké vazby
na pfibuzné discipliny pfindseji i nejistoty a slabi-
ny. NiZe poukdZeme na typické problémy (Toth,
2014):

» konkuren¢ni vztahy a duplicity v controllingu
— existujf ndzory, Ze controlling a manaZerské
Gcetnictvi jsou pojmy pro to samé, nebo také
Ze controlling je druhem cilové programového
¢i procesniho a je reprezentovdn metodami:
(@) Balanced Score Card; (b) ABC; nebo (c) port-
foliova analyza. Nékdy se propaguje, Ze control-
ling je filosofif fizen;

* transfinitni (pfekracujici hranice, neohranice-
nd, nekonecnd) interpretace controllingu —

Obrazek €. 1 » Procesni logika controllingového procesu

Rozhodujici management —
tvlirce planu

Ziskani planovych informaci ‘

Doporucena feseni

Ano

‘#

Informaci o plnéni planu

A Porovnani planu skute¢nosti —
kritéria — metrika

Odchylky v normé?

IRRRE

¢ <
|
v

v

Ne
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controllingu jsou ptisuzovdny u¢inky mimo
jeho funkéni zptisobilosti, napf. kdyZ se contro-
lling povaZuje za ,prostfedek obsluhy krize”,
nebo za ,jadro fizeni rizik”, kdy funkéni ne-
ohranicenost zptlisobuje i soubéh ¢innosti (du-
plicity), nebo i potlacovani jinych aktivit, napf.
operativniho fizeni a nedtisledné intepretace
mohou zptsobit i zdménu ,prostiedku“ za
,cile®;

¢ problémy redlného ¢asu a metriky v controllin-
gu — hodnoty controllingovych informaci
mimo redlny ¢as procesu klesd, opozdéné sig-
ndly mohou byt irelevantni az dezorienta¢ni
a posilovat byrokratické prvky v fizeni, spatnd
metrika dostate¢né nevypovidajicich informace
zpUusobuji dezorientaci a §kody.?

S. Audity versus tizeni a kontrola

Auditovani, audit, auditing jsou dnes frekventova-
nymi terminy nejen manaZzer(, ale dnes pronikly
i do neekonomickych obort. Jejich interpretace je
pomérné Sirokd, pokud neni upraven prdvnim
predpisem*. Vyraz ,audit“ se sémanticky nejvice
vaze k ¢eskému ekvivalentu ,,pfezkoumdni“>. Béz-
né znamend pirezkoumdni ur¢itych ¢innosti, stavi
a situaci, s cilem provéfit jejich validitu (platnost).
Prezkoumadni se pak déje podle urcitych kritériich,
a mélo by byt objektivni, spolehlivé a uZite¢né.
V manazerském auditu se zpravidla jednd o cilené
ziskdvédni a vyhodnocovéni informacnich faktogra-
fickych podkladt pro potieby fizeni. Ziskané in-
formace maji podobu ukazateld, tcelovych Setie-
ni, cilenych propoc¢ti a analyz apod. Tykaji se
vzdy konkrétnich podnikatelskych subjektt (pod-
niku, zdvodu, jejich jinych sloZek, nebo jejich ¢in-
nosti, stavll a uddlosti). Smyslem auditu je zjistit
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miru shody (neshody) mezi zjisténymi skutec-
nostmi a pozadovanou realitou. PoZzadovand reali-
ta je predstavovdna pldnem, normami, ptredpisy,
oc¢ekdvanym jedndnim ¢i chovdnim. Vysledkem
prezkoumadni je pak auditorskd zprava, kterd vypo-
vida v o mife ,shod” ¢i ,neshod” pfedmétu auditu.

V dané souvislosti je diilezité konfrontovat dvé
aktivity a to ,,kontrolu“ a ,,audit“. Jejich vztah byva
¢asto predmétem teoretickych sport i praktickych
aplikaci. Audit zkoumd predevs$im systémové sou-
vislosti a validitu uskute¢niovanych procesti a sta-
vU, a kontrola se zameéfuje na ovéieni jiZz konkrétni
redlné nastalych (ex post) situaci, stavi, postupt
ajevi. Z manazerského nadhledu se v praxi audity
vyskytuji ve vice aplika¢nich smérech.

Audit jako zdkonnd povinnost

Uplatiiuje se z titulu konkrétniho prdvniho predpi-
su. Klasickym predstavitelem je statutdrni audit,
kdy jsou ovérovany ucetni vykazy ,Rozvaha®, “Vy-
kaz zisktl a ztrat“, ,Vykaz penéznich tok“ a ,Vy-
informace poddvaji vérny a poctivy obraz o situaci
ucetni jednotky.®

Situacni (icelovy) audit

MiZe byt nafizen vnéj$im oprdvnénym subjek-
tem, napf. ministrem, soudem, vysetfujicim orga-
nem, insolvenénim sprdvcem ap. ProSetfuji se
zpravidla mimofddné piipady’ souvisejici s dodr-
zovanim ¢i porusovdnim zdkont ¢i jinych norem.
Pfikladem je forenzni audit®, kontrolni audit, audit
vybérového fizeni, provérka jedndni statutdrniho
orgdnu, apod. M{iZe jej provézt registrovany audi-
tor, pokud je povéfen, také ale soudni znalec, od-
hadce, ¢i jind odborné zptisobild osoba.

Pro controlling vicendsobné plati Druckerovo: ,Pokud to nemdiZete mérit, nemizZete to zviddnout” (www.citaty.net).
Interni audit ve stdtni sprdvé je upraven zdkonem o vnitini kontrole organizace, statutdrni audit zdkonem ¢. 254/2000 Sb.

o auditorech, jiné pfedpisy plati pro oblast fizeni kvality (Normy 1SO).

© N o u

Zvand nékdy jako forenzni analyza.

Je odvozen z latinského audiencia, coZ jiz ve stfedovéku znamenalo prosetreni, vySetfovdni, vysetreni.
Ovéreni ucetni zdvérky uklddd § 20 zdkona ¢. 563/1991 o ucetnictvi a také zdkon o auditorech.
Casto se pro tyto Ucely jmenuje externi auditor, soudni znalec & jiny znalostni aktér.
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Audit jako iniciativa subjektu podnikdni
Uplatiiuje se z rozhodnuti kompetentniho orgdnu,
napf. valné hromady, statutdrniho orgdnu, vrcho-
lového manaZera apod. M4 rtiznorodou podobu,
nejcastéjsi ptipady jsou:

¢ audit jakosti — uplatriuje se pfi zkoumani kvali-
ty vyrobkt a ¢asto je spojovana s tzv. ISO nor-
mami, audity nemaji prdvni zdvaznost, ziskdni
certifikatu je prestizni zéleZitosti, posiluji pozi-
ci a image firmy v konkurenénim i $ir$im pro-
stfedi a mtiZe jej iniciovat i obchodni partner
pred uzavienim smlouvy;

e vyrobkovy audit — orientuje se pfedev§im na
posouzeni konformity vyrobku s deklarovany-
mi pozadavky a parametry, md zna¢ny vyznam
i pro snizovdani rizik a pti reklamacich;

» ekologicky audit — md pomérné Siroky vécny
zdbér a neustdle se rozristd, audituji se
napf. ,Setrné“ (pratelské) suroviny, materidly,
technologie poskozujici Zivotni prostfedi, tak-
téZ obnovitelné energetické zdroje, vhodnost
materidlu a obalt k recyklaci a miize se usku-
te¢nit dle nomy ISO 14000;

e systémovy audit systému managementu — pro-
véfuje systém managementu organizace, ¢asto
s vyuzitim standardti (napf. ISO 14001, ISO
9001, ISO 15001 apod.) ale i jinych metodickych
postupt;

e audit persondln{ a socidlni — se zamétuje na
hodnoceni efektivnosti fizeni a vyuziti lidskych
zdrojl s cilem zvysit kvalitu a produktivitu Zivé
prace, vyuzivd se v pripravé na reorganizace,
fazi ¢i jiné pfemény spole¢nosti;

¢ audit webovych strdnek — zkoumd zpravidla
vypovidaci schopnost, reprezentativnost a tech-
nologickou vhodnost webovych strdnek, popf.
webovych aplikaci;

¢ finanéni audit — se stdva aktudlnim pti ziskdvd-

LITERATURA

ni Gvért, finanéni vypomoci a pujcéek, pti dlu-

hové analyze firmy, pti zkoumdani miry zadlu-

Zenosti, pii hrozbé predluZeni, schopnosti splé-

cenf zdvazku;

» organiza¢né prdvni audit — provétuje promit-
nuti obecnych legislativnich pfedpist do inter-
nich smérnic a instrukci a hodnoti dosaZeni
shody (neshody) téchto norem v dané organi-
zaci;

» audit bezpe¢nostnich uddlosti — se zaméruje
na cilené hlidédni a kontrolu pocitacu, servert
a domén.

Z hlediska vykonu a oficiality 1ze rozlisit: exter-
ni audit a interni audit. Externi je provddén neza-
vislou povéfenou osobu — auditorem, popf. audi-
torskou firmou, kterd je k vykonu daného auditu
autorizovana. Intern{ audit; je provddén internim
auditorem dané firmy, popf. jinou (i externi) po-
vienou osobou s ndlezitou kvalifikaci. At uz uplat-
nény audit md tu nebo onu formu, jeho vysledna
ucinnost je urcena kvalitou jeho provedeni a také
manazerskym vyuzitim vysledkd auditu.

6. Zdver

Kontrolni aktivity maji i v moderni trzni ekonomi-
ce nejen nezastupitelnou tlohu, ale se jejich tra-
di¢ni funkce rozristaji a ¢im ddle tim vice zasahu-
ji do procest fizeni. Tento trend vsak nese sebou
i fadu vécnych a metodologickych problémt, ale
také spolehlivosti pravniho vymezeni. Zvy$end po-
zornost vénovand otdzkdm celého spektra kontrol-
nich aktivit je vyzvou doby, nebot kvalitni kontro-
lovénf je slibnou cestou zvySovani efektivity nejen
tizeni podnikatelskych subjekt(i, ale i moderni
ekonomiky XXI. stoleti. Ptispévek je snahou o ob-
jasnéni vyznamnych strdnek a proudt moderni
kontroly.
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On the Architecture of Control Activities in Business

ABSTRACT

Management and control are an important factor in the prosperity of companies. The control is based on
a comparison and evaluation of actual states and processes with the desired states. Based on the identified
differences, corrections and other plans are accepted. The inspection process is now necessary to combine
modern disciplines, especially controlling and auditing. Both of these disciplines have their own procedures
and tools. The paper examines the connections between control activities and examines their functions in
business management.
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1. Introduction

Currently, the whole world is at a turning point.
The coronavirus pandemic undermined the eco-
nomic performance of all countries and revolu-
tionized the labor market. Cross-border movement
has stopped, communication has moved to the on-
line environment. The functioning of many com-
panies is thus ensured only thanks to the existence
of modern technologies, their influence is strength-
ening. The employee still remains the bearer of the
organization’s competitiveness. His abilities, skills,
and personal dispositions determine the success or
failure of an organization in a highly competitive
globalized environment. This individualized po-
tential of the organization is formed during the ed-

1

ucation of the individual: it is developed by social
contacts, its interaction with others, or his work
experience. The value of human capital is already
largely completed in the academic environment. In
this respect, with some limitations, the observa-
tions made here are transferable and generalizable
to the work environment. University students (this
of course also applies to lower levels of education)
are continuously and systematically prepared for
their future effective employment. The question is,
what factors are important and have a significant
impact on a person’s performance (whether in the
role of student or employee)? What qualities
should be characterized in order to be of the great-
est benefit to the organization?

An organization must be able to cope with a

The result was created in solving the student project No. 7427/2020/06 ‘Intercultural communication: the research on the con-

cept of cultural intelligence (CQ)" using objective oriented support for specific university research of the University of Finance

and Administration.
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number of challenges that come from the macro
environment. These factors are commonly de-
scribed and investigated using PEST (or PESTLE)
analysis, performed, for example, by extrapolating
the trends of certain criterion variables. In this
study, we focus on the socio-cultural factors and
technological influences that organizations (and
especially its employees) have to face, which is a
highly current and urgent topic, especially today,
which determines their existence. The influences
of the macroenvironment (represented by individ-
ual letters of the acronym of the mentioned analyt-
ical tools) are examined in this study in a microp-
erspective, ie from the employees point of view
and his reactive abilities (or assumptions) to cope
with these rapid changes. This is a new approach
to the issue, which will determine the importance
(weight) of individual macrofactors on the produc-
tivity of the organization.

The above macrofactors (cultural-social and
technological) are operationalized in this study at
the micro level (concerning the basic units of anal-
ysis — individuals) by the following constructs:
emotional intelligence (EI), social intelligence (SI),
adaptability, cultural intelligence (CQ) and lan-
guage amenities. A number of previous studies
(see e.g. Kuncel, Hezlett and Ones, 2004) have ad-
dressed the impact of factors such as cognitive in-
telligence, emotional intelligence, and social intel-
ligence on academic (and therefore work) perfor-
mance, either alone or in combination. Cognitive
intelligence (IQ) measuring academic abilities
(memory, mathematical skills, and logical think-
ing) is the basis for an individual to gain a good job
position (Murray, 2019). The results given by these
skills are an entry criterion in the selection process
and acceptance for a job position. Emotional intel-
ligence (EI) (perceiving other people’s emotions,
the ability to respond to them) helps in many as-
pects of life and achieving work success (Cote and
Miners, 2006). This ability is essential for manag-
ers to successfully manage people; Social intelli-
gence (SI) defined as the ability to get along with
people (Kihlstrom and Cantor, 2000) is also impor-
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tant for overall success (work, study), because so-
cial interactions (typical for the academical envi-
ronment and the world of work) are the basis for
cooperation between people in different positions
and roles (work, academic). In today’s working
world with rapidly evolving technologies, it is im-
portant to be able to adapt flexibly to these chang-
es. The adaptability indicator plays a crucial role in
this regard (Murray, 2019). In addition, the exten-
sive internationalization (or interculturalization
due to globalization and the frequent creation of
culturally mixed work teams) of the work environ-
ment reinforces other factors that are largely ap-
plied in intercultural (cross-cultural) interactions:
cultural intelligence defined as the ability to func-
tion effectively in the culturally unknown environ-
ment (Ang et al., 2007) and language skills. All these
factors reflect the changes (technological, intercul-
tural) that are currently affecting the labor market.

Given the dramatic changes we are going
through today (e.g. in connection with the societal
need to use modern technologies for communica-
tion or learning online without the possibility of
social contact), we assume that the influence of
the adaptability factor will be strengthened. At the
same time, however, we do not claim that the im-
portance of other factors (socio-emotional and cul-
tural) for the contextual functioning of organiza-
tions will be weakened, despite the fact that move-
ment (including cross-border) and social contacts
are restricted. International trade will not stop,
only the meeting will probably have a different
form than in the past. E.g. more than ever before,
virtual international teams will be created, which
will be more successful the higher the CQ of indi-
vidual team members (Dibble, Henderson and
Burns, 2019). In addition, adaptability is not just
about the ability to respond flexibly to technologi-
cal innovations and to use them actively; it is the
content basis of the constructs examined in this
study: emotional, cultural and social intelligence.
If adaptability is a predictor of the above con-
structs, some redundancy can be avoided: one fac-
tor may indicate the characteristics of a successful
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employee in several areas (technological, social,
emotional, intercultural) that affect employee per-
formance (and thus the productivity of the entire
organization not only in domestic markets but also
abroad). Therefore, the conclusions of this study
can be useful and beneficial for HR professionals
who, when selecting the most suitable candidates
for a job in their organization, preferably need only
one (without further duplication) measurable indi-
cator of employees* ability to be flexible, work with
colleagues in the workplace, effectively cooperate
with them, or also lead successful negotiations
with foreign partners or work at a foreign branch of
the company.

2. Literature review: definition of concepts
2.1 Concept of intelligence: SI, EI, CQ

Intelligence is commonly defined as the ability
needed to adapt to a contextual environment (Bi-
net and Simon, 1916; Sternberg, 1997). Intelligence
is one of the factors that influences the extent to
which a person is effectively productive (Putranto
et al., 2018). Such an individual is better employa-
ble. The concept of intelligence began to be used in
the early 20th century and was originally merged
with the meaning of intellectual (cognitive) intelli-
gence (IQ); it was not until the mid-1930s that
Thorndike (1936) began to distinguish other layers
of intelligence: mechanical, abstract, and social.

Table 1 » Types of intelligence

Table 1 summarizes the types of intelligence and
the timeline of their development.

Social intelligence (SI) attracted the attention of
scientists to a large extent. Two aspects are distin-
guished: the interpersonal aspect (a person’s inter-
action with others is influenced by his moods, tem-
perament, motivation and intentions) and the in-
trapersonal aspect, which focuses on how well a
person understands his own feelings and how he
can express them (Putranto et al., 2018).

The concept of emotional intelligence (EI) was
later divided as a part of social intelligence and was
defined by Goleman (Goleman, 1996) as the abili-
ty to control impulses, regulate moods, empathy
and the experience of hope. There are several con-
flicting views on the concept of emotional intelli-
gence (Cartwright and Pappas, 2008). EI was de-
fined as the ability to understand or also to control
one’s own emotions and to monitor the emotions
of others in order to arrange oneself accordingly not
only passively (by thinking) but also actively (by
action) (Salovey and Mayer, 1990). Goleman (1996)
considered EI a set of skills that affect a person’s
ability to provide high work performance, work in
groups, and adapt when needed. According to oth-
er authors (Salovey and Pizarro, 2003) EI can be
imagined as a instrument of adaptation, which in-
cludes various abilities: to perceive, express, un-
derstand, use or regulate emotions; as a result, hu-
man performance and productivity are improved.

The CQ construct was developed by Earley and

Year Intelligence Author (reference)
1916 rational Stanford-Binet test

1986 practical Sternberg, Davidson and Wagner (1986)
1990 emotional Salovey and Mayer (1990)

2002 cultural Earley (2002)

2006 social Goleman (2006)

Source: Bucker, Furrer and Lin (2015)
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Table 2 » Emotional and cultural intelligence — similarities and differences

El and CQ — comparison (basic ideas) Study

El significant at home but insufficient abroad

Thomas (2006)

CQ as an extension of El in an unknown (cultural) environment

Alon and Higgins (2005), Earley et al. (2006)

El and CQ overlap, they have common features

Crowne (2013)

Common feature: the ability to inspire and act

Earley and Mosakowski, (2004)

efficiency in a multicultural environment

El increases the likelihood of success in the workplace, CQ increases

Lin, Chen and Song (2012)

Source: Sharma and Singh (2018)

Ang (2003) and is based on the theory of intelli-
gence. This construct consists of four components
(metacognitive, cognitive, motivational, and be-
havioral) based on the integration of different
types of personality intelligence (Crowne, 2009;
Crowne, 2013). Although CQ is consistent with
Gardner’s perspective of intelligence (Gardner,
2011) expressed as the ability to adjust and adapt
in different environments, it differs from other
types of intelligence because it mainly concerns
culturally diverse situations. The construct of cul-
tural intelligence is a unique approach to under-
standing situations where intercultural interaction
occurs; it is an expression of the different intercul-
tural (cross-cultural) competence of an individual
who is in a certain intercultural interaction
(Starcevié, Petrovi¢ and Komnenic¢, 2017). Cultural
intelligence research is motivated by a growing in-
terest in non-academic (real forms of) intelligence;
its conceptualization was triggered by increasing
globalization and related practical needs (Mahem-
be and Engelbrecht, 2014).

Different types of intelligence are very closely
related. For example, much attention was paid to
the relationship between CQ and EI. There are ob-
vious parallels between the two concepts. EI does
not only reflect the understanding of one’s own
emotions, but also of strangers. However, the way
people express their emotions depends on the ori-
gin of the culture from which one comes. This

means that a better orientation in the cultural as-
pects of a country contributes to a better under-
standing of the emotional behavior of the locals
(Crowne, 2009). In addition, an individual with a
higher EI is usually more open to new experiences,
which largely overlaps with the content character-
istics of the motivational component of CQ. Both
forms of intelligence emphasize the appropriate
behavior of the individual in accordance with his
emotional self-control and the cultural environ-
ment in which he finds himself. Table 2 summariz-
es the similarities and differences between the two
constructs: emotional intelligence (EI) and cultur-
al intelligence (CQ).

Despite existing research into the relationship
between CQ and EI, a reliable model has not yet
been developed that would lead to a deeper under-
standing of the relationship between different
forms of intelligence; this knowledge could be
used to increase human productivity (Crowne,
2009). Purtranto et al. (2018) empirically tested
Crowne’s (2009) theoretical conclusions regarding
the relationship between CQ and EI (including its
various components) in relation to university stu-
dent outcomes. In their sample, they found that
CQ correlates with EI, ie in accordance with the cit-
ed study (Crowne, 2009) a positive relationship be-
tween EI and CQ (or all its components) exists, al-
though it is not strong (this is especially true for
the behavioral component of CQ).
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Similar findings were confirmed by another
study (Sharma and Singh, 2018) on a sample of 109
middle managers in the service sector. CQ at the
1% significance level was found to be positively
correlated with EI (r=0.537, p<0.01). EI also posi-
tively correlates with individual components of
CQ: with metacognitive CQ (r=0.325, p<0.01),
with cognitive (r=0.445, p<0.01), with motivati-
onal (r=0.378, p<0.01) and behavioral (r=0.520,
p<0.01). As can be seen, the behavioral compo-
nent of CQ correlates most strongly with EI. This
means that emotional intelligence is most impor-
tant in shaping the cultural behavior of managers;
Managers with high emotional intelligence are
more flexible in the actions (leadership, manage-
ment) of employees from other cultures, which al-
lows them to modify and adapt their behavior.
These findings are consistent with another study
(Moon, 2010).

A statistically significant correlation between EI
and CQ suggests that EI plays a dominant role in
defining an individual’s efforts to cope with cultur-
al diversity within their organization. Managers
with a high EI are more capable to deal with cultur-
al diversity, are able to effectively prevent and mit-
igate conflicts (based on different cultures), are
more efficient and can better motivate themselves
and their subordinates to perform better. In princi-
ple, people who adapt easily in a multicultural en-
vironment are likely to have high EI values. This is
because people manage their emotions more easi-
ly and are more flexible in dealing with people
from other cultures.

2.2 Adaptability

The adaptability (AQ) indicator expresses the abil-
ity to be flexible, to solve problems, to be inquisi-
tive, to be interested in new trends, to be able to
face sudden changes and to be resistant to stress
(or to avoid burnout syndrome). While cognitive
skills (measured IQ) are needed to get a job, AQ in-
dicates how successful an individual will be at
work over time (Murray, 2019). Due to the rapid
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rate of change in the workplace, AQ is more impor-
tant than IQ in this regard. Cognitive skills (ex-
pressed in IQ) help to pass exams and gain a cer-
tain (work) qualification; EI contributes to getting
a job, thanks to SI an individual can develop posi-
tive relationships with clients and colleagues. For
innovation, a changing work system, automation
of work tasks, it is necessary to have a developed
AQ in order to be able to cope with all these inno-
vative procedures, live and adapt to other demands
for new job roles. Regardless of the field and work
focus (IT specialist or teacher implementing the
new prescribed curriculum), AQ significantly de-
termines the extent to which an individual will be
successful in the workplace.

Pulakos et al. (2000) conceptualized on the ba-
sis of a literature search six basic dimensions of
employee performance: solving problems creative-
ly, dealing with uncertain and unpredictable work
situations, learning work tasks, technologies and
procedures, demonstrating interpersonal adapta-
bility, demonstrating cultural adaptability, demon-
strating physically oriented adaptability.

2.3 Job (academic) performance

Academic performance is largely related to job per-
formance. Cognitive intelligence used by students
and employees of an organization are not different
concepts (Kuncel, Hezlett and Ones, 2004). Work
performance is one of the important concepts of
work psychology. It represents an important factor
for the final evaluation of an individual’s effective-
ness at work (Adetula, 2016). It usually refers to
behavior that is relevant to the organization’s goals
and that is controlled by the individual employee
(Sony and Mekoth, 2016). Work performance de-
termines a certain kind of effective behavior rather
than the results themselves, it is important only
in terms of the goals of the organization and
has many shapes. It is the employee’s behavior
that can be monitored, measured. It shows wheth-
er the individual is doing well or not in work activ-
ities.



The success or failure of an organization de-
pends on the work performance of individuals em-
ployed by the organization (Adetula, 2016). Work
performance differs from another concept, work
productivity, although the two are freely inter-
changeable and used as synonyms. Labor produc-
tivity is measured by the ratio of input and output,
it is used in a narrower sense than labor perfor-
mance.

The academic performance of university stu-
dents has been the subject of intensive research in
the past. Factors relevant to an individual’s learn-
ing outcomes can be divided into four categories:
(a) academic — academic achievement before uni-
versity; (b) psychological — social integration of
students into the university team, personal motiva-
tion, social and psychological support, psychologi-
cal resilience; (c) cognitive — language skills, and
(d) demographic — student’s financial situation
(Iskhakova, 2018).

2.4 Language skills

Knowledge of the language is given by the sum of
the levels in the individual components of linguis-
tic competence (ie speaking, writing, comprehen-
sion of the spoken word and reading). Excellent
knowledge of a foreign language also has a number
of desirable implications from the point of view of
corporate language management: it improves rela-
tionships between close co-workers, leading to a
more willing and frequent sharing of experience
and knowledge (Welch and Welch, 2008). Knowl-
edge of language also stimulates voice behavior
that refers to suggestion of creative ideas, opin-
ions, and thoughts and then persuading people in
organizations to accept and implement these con-
structive suggestions. The employee voice behav-
ior has to be augmented to maintain continuous
growth and sustainable development of organiza-
tions (Afsar et al., 2019).
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3. Hypotheses development: relationships
between variables

Adaptability is positively related to the perfor-
mance of both regular employees and managers
(Parent and Levitt, 2009). The Adaptability hy-
pothesis is positively related to Job Performance’
tested by Sony and Mekoth (2016). Applying the
Job Demands-Resources theory to an educational
setting, Akkermans et al. (2018) found out that ca-
reer adaptability was positively linked to student’s
life satisfaction via study engagement and directly
to academic performance via study engagement.
The results of their study supported JD-R theoriz-
ing and its applicability in student samples.

H1: There is a positive relationship between
adaptability and academic performance.

Cote and Miners (2006) explained and described
three mechanisms through which emotional intel-
ligence acts on and influences work performance.
In most professions, the organization’s employees
must deal with their superiors, colleagues, and
stakeholders as business partners, customers, or
suppliers. These individuals publicly express their
emotions in their faces, voices, body language,
which are important information about their goals,
attitudes and intentions. If these signals are read
correctly by an individual with a high EI (which
can be reasonably assumed), it can lead to better
performance of tasks, problem solving, increased
performance of this employee. It is probable that
an employee who correctly recognizes the emo-
tions of his colleague will respond appropriately to
these stimuli, improve interpersonal relationships
and this will lead to greater work efficiency. E.g.
this employee will offer help to a colleague who
feels anxious and afraid, which may be to the ben-
efit of the entire work team. In addition, the regu-
lation of emotions affects the quality of social rela-
tionships in the workplace. Employees who have
their regulations under control can receive advice
and support from their work environment, which

Scientia et Societas » 2/21

61



Védecké stati

—_
(e

~
\O

—

62

in return can have a positive effect on their positive
work results (Cote and Miners, 2006). Emotionally
intelligent individuals can also increase their deci-
sion-making processes, for example, by being able
to suppress anger, which causes an underestima-
tion of possible risk situations, before making an
important decision. On the other hand, Cote and
Miners (2006) admit that the influence of emotion-
al intelligence on work performance is limited at
the expense of growing cognitive intelligence. In
this context, Lam and Kirby (2002) examined
whether emotional intelligence can contribute to
the solution (performance) of a particular cogni-
tively based problem beyond traditional general in-
telligence (IQ). As the authors assumed, overall
emotional intelligence, perception of emotions and
their regulation, all these factors contributed posi-
tively to the better performance of individuals in
solving problems of a cognitive nature. Sy, Tram
and O’Hara (2006) reached a similar conclusion:
the emotional intelligence of employees positively
correlates with work performance; At the same
time, a higher emotional intelligence of managers
has a greater impact on the performance of em-
ployees with lower emotional intelligence than em-
ployees with higher emotional intelligence. As can
be seen, an individual with a high El is able to self-
motivate. If he is not able to do it himself, it is nec-
essary for a manager with a higher EI to motivate
him, for example, by understanding his emotions
and being able to respond to them in an appropri-
ate way (eg by calming down, encouraging, listen-
ing to his subordinate). There is evidence to sug-
gest that EI has a positive association with academ-
ic performance (MacCann et al., 2020).

H2: There is a positive correlation between
emotional intelligence and academic
performance.

One of the important factors influencing the effec-
tive functioning of individuals in cross-cultural sit-
uations is the developed CQ (Earley and Ang,
2003). The higher an individual’s CQ, the more
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successful he or she is in interacting with the new
cultural environment and is likely to achieve better
work results there. Not only individuals can bene-
fit from this, but entire organizations, which must
communicate and develop relationships with cus-
tomers whose behavior, attitudes and values are
based on a different cultural heritage (Baker,
2016).

Managers and employees with a high CQ are
important for the competitiveness of companies
with transnational operations (Andresen and Berg-
dolt, 2017). In business negotiations, they use their
cultural knowledge and feelings for intercultural
situations and adapt more easily to their business
partner, who comes from a culture characterized
by different rules of negotiation and business prac-
tices. Ang and Dyne (2007) have shown that indi-
viduals who are aware of their cultural roots and
are able to adapt their behavior to new cultural sit-
uations in an appropriate way understand and ac-
cept their cultural role consistent with the general
expectations (Ang and Dyne, 2007). People with
high CQ are more motivated in an intercultural en-
vironment. As a result, they increase their efforts
to meet the set tasks in various cultural contexts.
They are also generally more flexible in nonverbal
and verbal behaviors, thus meeting the expecta-
tions of others (Kumar, Che Rose and Sri Ramalu,
2008). These facts help to perform work tasks effi-
ciently.

The positive relationship between cultural in-
telligence and work performance has been con-
firmed in several previous studies. In a simulated
intercultural sales experiment, it was shown that
students with higher CQ were able to adapt their
sales behavior to a customer with a different cul-
tural background and perform better than students
with lower CQ (Baker and Delpechitre, 2017). Cul-
tural intelligence also moderates the negative rela-
tionship between hiding knowledge and the crea-
tivity of individuals (Bogilovi¢, Cerne and
Skerlavaj, 2017). The higher the individuabs CQ,
the more communicative, open knowledge-shar-
ing and creative is he / she in the new cultural en-



vironment. This has a positive effect on his work
activity and performance and is important for the
performance of the whole team and thus the entire
organization. And it was also found that the multi-
cultural environment promotes innovative work
behavior, which is important for the long-term suc-
cess of the company and the individual. This rela-
tionship is explained by cultural intelligence (Kor-
zilius, Biicker and Beerlage, 2017). In their study,
Park and Nam (2016) found that CQ positively af-
fects work performance: high CQ can help increase
employee performance. Based on these considera-
tions and previous research, we establish the fol-
lowing hypotheses.

H3: There is a positive relationship between
cultural intelligence and work performance.

Adetula (2016) examined the relationship between
the predictive variables of emotional, social and
cognitive intelligence on the performance of mem-
bers of the security forces, the prison service and
the judiciary. A negative relationship between so-
cial intelligence and work performance was found
in this group of respondents. On the other hand,
emotional and social intelligence together had a
positive effect on work performance. Work perfor-
mance is also positively influenced by a mix of so-
cial and cognitive intelligence, was found. All three
types of intelligence together also have a positive
impact on work performance.

H4: There is a positive relationship between social
intelligence and work performance.

A person staying abroad not only practices in the
target language (or at least has this natural possi-
bility), but also learns to respond to unusual situa-
tions associated with a different cultural context.
In other words, knowledge of the language is only
one (albeit significant) factor in the successful con-
tact of an individual with communication counter-
parts professing different cultural values. By ac-
tively using a language, a person becomes a mem-

Védecké stati

—_
0

~
\O

—_

63

ber of a certain culturally defined group and a
participant in social interactions at a wide range of
levels. Language and values represent mutually
linked cultural fundaments. Language is the bearer
of a certain cultural DNA and at the same time a
transmitter of social practices which are activated
by specific situational cues (Jurasek and Potocky,
2020). It is possible to assume that the individual
will be more successful at work (study), the more
he / she will master the language of the organiza-
tion. Thanks to this, he will be able to obtain the
information needed to perform various work tasks
and assignments, communicate better and ex-
change ideas with his colleagues and strengthen
social ties in the workplace.

HS5: There is a positive relationship between
language skills and work performance.

Adaptability is positively correlated with cultural
intelligence. More and more companies are look-
ing for managers ‘who quickly adapt to different
cultures and work successfully in international
teams’ (Earley and Peterson, 2004). Among the
most important factors of business sustainability
for international companies is cultural adaptabili-
ty, or AQ (Akhal, 2019). The relationship between
the two variables can be deduced from the defini-
tion of CQ as a specific intelligence that measures
adaptability and adaptation in an intercultural en-
vironment. It is the ability to adapt in situations
that involve cross-cultural interaction. Cultural in-
telligence (CQ) is a predictor of adaptability (AQ),
as one study has shown (Mehra and Navdeep Sin-
gh Tung, 2017). In particular, the behavioral com-
ponent of CQ largely determines whether individu-
als are able to adapt their behavior to the cultural
situation in which they find themselves (Ald-
haheri, 2017); individuals with high CQ will better
and flexibly meet the expectations of people from
other cultural backgrounds in an intercultural situ-
ation by appropriately modifying their verbal and
nonverbal behaviors (Kumar, Che Rose and Sri Ra-
malu, 2008). Presbitero also based his study on the
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strong connection between AQ and CQ (Presbitero,
2017), in which he dealt with the adaptability of
employees working abroad, resp. placed by com-
panies at foreign branches. Presbitero (2017) as-
sumes that the adaptability of individuals planning
a working career abroad represents a certain self-
regulating ability and is strengthened by their in-
tercultural competencies given the level of CQ.
Last but not least, the definition of Cross-Cultural
Adjustment (CAA), which includes both indica-
tors, indirectly points to the relationship between
AQ and CQ. The CAA explains the relationship be-
tween CQ and work performance (Jyoti and Kour,
2015; Jyoti and Kour, 2017).

Not only cultural but also social intelligence af-
fects adaptability. One study analyzed the impact
of EI and CQ on the social integration of interna-
tional university students. The results confirmed
that both indicators play a crucial role in this inte-
gration. The higher they were, the greater the like-
lihood of successful integration (Thompson, 2018).
Based on the results of their study, Putranto et al.
(2018) stated that individuals who are able to adapt
well in an intercultural environment are also most
likely to have high CQs because they can control
their emotions and show more flexibility in inter-
acting with people from other cultures. EI helps
with intercultural communication and adaptation.
The skills needed to learn about other cultures
(reading the emotions of others, the ability to em-
pathize and to perceive different emotional stimuli
attentively) related to EI support intercultural ad-
aptation. There is a positive relationship between
the two constructs — AQ and EI (Miao, Humphrey
and Qian, 2018). Other studies suggest that adapt-
ability will be related to emotional intelligence if it
is related to cultural intelligence. When interacting
with foreign cultures, there is often a lack of all in-
volved (Ramsey, Barakat and Aad, 2014). At the
same time, our emotions usually determine how
we respond to these unknown situations (Yip,
2014). Cultural experiences help to develop indi-
viduals (these can also be negative) and their con-
trol contributes to the growth of CQ (Immordino-
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Yang, 2009). Based on previous research, we ex-
pect EI and CQ to be positively correlated with
adaptability.

Hé6a: There is a positive relationship between
adaptability and emotional intelligence.

H6b: There is a positive relationship between
adaptability and cultural intelligence.

In our study, we look at the influence of the envi-
ronment and examine which indicators affect the
respondents, who were divided into two groups:
foreign and domestic students. Based on previous
findings (Ang and Dyne, 2007) we assume that the
respondents will show differences in two factors:
cultural intelligence and language skills. Staying
abroad is a burdenful, stressful factor that helps to
cope with cultural intelligence. If CQ is not suffi-
ciently developed, a foreigner living in another cul-
ture (country) suffers from depression. On the
contrary, he can maintain well-being and satisfac-
tion in a foreign country if he has a high CQ (Wang
et al., 2017). International students reside in the
host country, are in contact with local people, per-
ceive the diversity of the cultural environment, use
their study experience to develop their intercultur-
al competencies (Johnson, 2014). Therefore, this
experience is more reflected in their cultural intel-
ligence compared to students studying university
at home.

The same assumption can be made in the case
of language skills. International students study in a
foreign language, read, write, communicate in a
foreign language and, of course, constantly devel-
op their language skills in this way. Therefore, it
can be assumed that the difference between the
two groups of students will lie primarily in the ex-
tent of their intercultural competencies and lan-
guage skills.

H7: There is a significant difference in the mean
cultural intelligence language skills scores for the
group of foreign students and Czech students
compared to differences in the mean scores of



Figure 1 » Conceptual framework

Adaptability

Q

other factors (social intelligence, emotional
intelligence, adaptability).

Figure 1 shows a conceptual theoretical model. All
variables that constitute the theoretical model of
the study are abstract, latent constructs that can-
not be pointed to or measured directly. They are
made up of multiple components or dimensions.
These dimensions, in turn, are made up of indica-
tors that can be measured directly. All constructs
are modeled reflectively.

3.1. Data collection and participants

The online questionnaire was created in English
and sent out by email; the link to the questionnaire
was also distributed through social media. The tar-
get group was university students in economics
and management. The questionnaire was filled in
by 92 respondents (64 % women, 36 % men). In the
age category 70% of respondents were in the
age group 18-30, 25% of respondents were aged
31-50 years. Most respondents (71 %) came from
the Czech Republic; other relatively large groups of
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Language
skills

H4

Academic
performance

Social intelligence

respondents were Kazakhs (7%) and Russians
(9%). The questionnaire was also completed by re-
spondents from Ukraine, Slovakia, China, Belarus,
Azerbaijan, Moldova, Germany and Slovakia. Re-
spondents were also asked about their assessment
of the frequency of international contacts and in-
teractions. Only 16% of respondents stated that
they are in contact with foreigners regularly, 58 %
of respondents occasionally. When askedabout the
length of stay (study, work) abroad 52% of re-
spondents stated a period shorter than 3 years; In
total, more than 37 % of respondents stayed abroad
for more than a year. The answers of respondents
who did not fill in more than 5% of the items of the
monitored constructs were excluded from the
analysis (Hair et al., 2016). Likewise, the answers
of the so-called ‘non-participating’ respondents,
who answered all items of the questionnaire mo-
notonously and stereotypically, were not analyzed.
This phenomenon was determined using the
standard deviations of individual constructs. Re-
sponses with a standard deviation of less than 0.1
were automatically discarded, and responses with
a standard deviation of less than 0.4 were carefully
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examined and either discarded or retained at dis-
cretion. The data were also examined for kurtosis
and skewness. The values of the items of individu-
al constructs ranged in the recommended range
+2, -2 and for this reason there was no reason to
exclude any item from the questionnaire. A total of
79 respondents were analyzed.

3.2 Measures

Adaptability (ADAP) was measured by an adapted
version of the Career Adapt-Abilities Scale (CAAS),
which allows quantification of adaptability during
an individual’s career development (Savickas and
Porfeli, 2012). The original version consists of four
dimensions measuring concern, intensity of con-
trol, curiosity and self-confidence. Each of these
dimensions has six items and represents psychoso-
cial resources for managing stress and trauma
from job performance or changes in connection
with the transition from one job position to anoth-
er. From the total number of 24 original questions,
15 items covering all dimensions were selected. Re-
spondents were asked to rate the development of
their skills listed under headings on a scale of 1
(=not at all strong) to 5 (= very strong). An exam-
ple of an item of this measurement is: ‘I can predict
how others will react to my behavior’. The Cron-
bach’s alpha for this measurement was 0.720.
Items for measuring emotional intelligence
were taken from the EI-i Scale model (Bar-On,
2006). This measurement contains five compound

scales composed of 15 subcales: Intrapersonal
(comprising Self-Regard, Emotional Self-Aware-
ness, Assertiveness, Independence, and Self-Actu-
alization); Interpersonal (comprising Empathy, So-
cial Responsibility, and Interpersonal Relation-
ship); Stress Management (including Stress
Tolerance and Impulse Control); Adaptability (in-
cluding Reality-Testing, Flexibility, and Problem-
Solving); and General Mood (comprising Opti-
mism and Happiness). A total of 15 reformulated
questions were selected. Respondents were asked
to express their agreement or disagreement with
them on a scale of 1 (= strongly disagree) to 7
(= strongly agree). An example of an item of this
measurement is: ‘I strive to achieve my personal
goals and always accomplish my potential’. Cron-
bach’s alpha reached an acceptable value of 0.772
for this measurement.

Cultural intelligence was measured using the
CQS scale (Ang and Van Dyne, 2007), which is of-
ten used in similar research. The original question-
naire of 20 items was slightly shortened (in our
measurement, the questionnaire had 15 items). All
four dimensions of CQ (metacognitive, cognitive,
motivational and behavioral) were preserved.
Respondents were asked to rate how well they
described their statements on a scale from 1
(=strongly disagree) to 7 (= strongly agree). An ex-
ample of an item of this measurement is: ‘Tam con-
scious of the cultural knowledge I use when inter-
acting with people with different cultural back-
grounds’. Despite a slight shortening, the CQ

Currently, the whole world is at a turning point. The coronavirus pandemic un-
dermined the economic performance of all countries and revolutionized the la-
bor market. Cross-border movement has stopped, communication has moved to
the online environment. The functioning of many companies is thus ensured
only thanks to the existence of modern technologies, their influence is strength-
ening. The employee still remains the bearer of the organization's competitive-
ness. His abilities, skills, and personal dispositions determine the success or fail-
ure of an organization in a highly competitive globalized environment.
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measurement showed a relatively high Cronbach’s
alpha 0.821.

Items for measuring social intelligence were
drawn from the ‘Social Intelligence Scale’ (Silvera
Martinussen and Dahl, 2001). This scale contains
21 items measuring the ability to process social in-
formation, social skills and awareness. Respond-
ents rated on a scale of 1 (= strongly disagree) to
5 (= strongly agree) the extent to which individual
items describe them. An example of an entry for
this measurement is, ‘I can predict how others will
react to my behavior.’

Knowledge of a foreign language was assessed
by four items. Respondents were asked to rate the
level of their foreign language skills on a scale of
1-3 (1 = bad, 2 = good, 3 = very good) in four pa-
rameters: writing, speaking, listening and reading.
The Cronbach’s alpha for this measurement was
0.863.

The dependent variable, academic perfomance,
was operationalized with a single item, the average
grade from all completed courses for the last se-
mester of study. Due to the fact that the question-
naire was distributed among university students
studying at different universities, the form of grad-
ing at different respondents’ universities was also
ascertained. For example, in the USA, Canada and
Thailand, it is graded from A (best grade, equiva-
lent of our 1) to F (fail, failed, equivalent of our 5).
In the Netherlands it is graded 1-10, in Germany
1-5and in Belgium as a percentage. As the range of
evaluation reported by individual respondents was
different, it was necessary to recalculate the mark
in order to compare. The recalculation was per-
formed as follows: first, the range of the scale of
marks that can be obtained was determined (e.g.
in the case of marking A-F we move on a six-point
scale, in the case of marking 1-5 on a five-point
scale); then the order of the mark, which the re-
spondent stated on this scale, was determined (ie,
for example, if he stated mark C in the letter rating
A-F, he received a mark in the order of 3 on a six-
point scale); the recalculated mark was deter-
mined by the ratio of the order of the said mark
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and the total range of marks of the said evaluation
system (in our case the recalculated mark would
be equal to 3/6 = 0.5, as the said mark is located in
the middle of the rating scale).

The following demographic information was
also collected: gender (women = 0, men = 1), age
group, nationality. In addition, respondents asked
about information that is commonly checked in
similar surveys (Lee, Webera and Rivera, 2019): in-
ternational experience (0 = no, 1 = yes), frequency
of intercultural contact (1 = regularly, 2 = often,
3 = sometimes ), foreign experience (0 = no, 1 =
yes) and length of stay abroad (work, study and /
or recreation).

3.3 Procedure

Pilot measurements showed that the time needed
to complete the questionnaire is too long. With re-
gard to the recommendations concerning the ideal
length of the questionnaire (not more than 20 min-
utes), so as not to reduce the effectiveness of the
measurement due to loss of patience, resp. value of
their responses (Revilla and Ochoa, 2017), the orig-
inal scales of the individual independent variables
were truncated. Some items were accidentally de-
leted, however, the structure of the latent con-
structs remained in accordance with the original
measurement.

The data were statistically analyzed in the
SmartPLS program (v.3.3.2). The PLS-SEM method
is often used in marketing research. It can examine
the relationship between individual latent varia-
bles in a visually striking form (the constructs in
PLS-SEM are viewed as proxies of the latent con-
cept under investigation, represented by compos-
ite variables). Construct scores are used for predic-
tive purposes, are determinate and not affected by
data inadequacies. The objective of the PLS-SEM is
to minimize the amount of unexplained variance
(ie, to maximize the R2 values).

PLS-SEM is suitable for use in applied research
projects. It generally achieves high levels of statis-
tical power with small sample sizes; larger sample
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Table 3 » Construct validity and reliability

Rho A Con_lpo_s_ite Average Variance
- Reliability Extracted (AVE)
Academic performance 1.000 1.000 1.000
Adaptability 0.722 0.824 0.540
CQ 0.830 0.870 0.527
El 0.821 0.839 0.516
Language skills 1.252 0.877 0.647
Social intelligence 0.823 0.848 0.738

sizes increase the precision (ie, consistency) of
PLS-SEM estimates. PLS-SEM has no distributional
assumptions; it is a nonparametric method. More-
over, it is highly robust as long as missing values
are below a reasonamble level. It handles con-
structs measured with single- and multi-item
measures. PLS-SEM handles complex models with
many structural model relations. An efficient algo-
rithm in terms of the optimum solution is used; the
efficiency of the PLS-SEM algorithm is high. PLS-
SEM provides high levels of statistical power and
consistency at large (Hair et al., 2016).

As far as the minimum sample size require-
ments concern, 10 times rule was applied to our
study: the sample size should be equal to the larg-
er of 10 times the largest number of structural
paths directed at a particular construct in the
structural model (i.e., 7 as the Figure 1 shows)
(Hair et al., 2016). The sample size in this study
(N=92) meets this rule of thumb: the minimum
sample size should be 10 times the maximum of
arrowheads pointing at a latent variable anywhere
in the PLS path model (i.e., 7 multiplied by 10 = 70
respondents at least).

Then, the guidelines recommended by Wong
(2013) were applied on PLS-SEM application: a use
of a categorical scale in the endogenous construct
was avoided, the maximum number of iterations
was set to 300, the number of bootstrap ‘samples’
was 5000 and the number of bootstrap ‘cases’ was
the same as the number of valid observations, re-
port indicator loadings were reported (as a part of
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reflective outer model evaluation) instead of Cron-
bach’s alpha for internal consistency reliability.

The values of the continuous variable of adapt-
ability (ADA) (a composite score computed as
the sum of all items (AD1-AD15) scores), for two
groups (Not_Czech nationality = 0, Czech = 1)
were compared, using independent samples t-test
in IBM SPSS 19.0.0.

4. Results

Firstly, our reflective measurement model was
evaluated. Internal consistency and average vari-
ance extracted (AVE) values are reported in the ta-
ble 3. All values of the composite reliability range
between 0.7 and 0.9 cut-off values that can be re-
garded as satisfactory in terms of internal consist-
ency reliability (Hair et al., 2016).

To evaluate convergent validity of reflective
constructs (i.e., the extent to which a measure cor-
relates positively with alternative measures of the
same construct), researchers consider the outer
loadings of the indicators and the average variance
extracted (AVE). Those are reported in the table 3.
High outer loadings on a a construct indicate the
associated have much in common, which is cap-
tured by the construct. A common rule of thumb is
that the standardized outer loadings should be
0.708 or higher (Hair et al., 2016). Then a latent
variable explains a substantial part of each indica-
tor’s variance, usually at least 50%. When obtained
weaker outer loadings (<0.70) of some indicators,
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Table 4 » Measurement model and multicollinearity (VIF)
Construct Items OuFer . VIF
loadings (inner)
AD6: Making decisions by myself. 0.746 1.314
AD10: Looking for opportunities to grow as a person. 0.719 1.474
Adaptability
AD12: Becoming curious about new opportunities. 0.707 1.216
AD13: Performing tasks efficiently. 0.766 1.641
Social intelligence SOC2: | understand other peoples’ feelings. 0.775 1.336
(sn SOC3: I understand others” wishes. 0.935 1.336
Listening: How confident do you feel in a foreign language
LISTENING? 0815 2406
Speaking: How confident do you feel in a foreign language
SPEAKING? 0.964 2443
Language Skills
Reading: How confident do you feel in a foreign language
READING? 0.780 259
Writing: How confident do you feel in a foreign language
WRITING? 0621 2135
EM4: | am self-reliant and not emotionally dependent on 0.482 1249
others.
EMO: | can effectively and constructively manage my emotions. 0.737 2.218
Emotional intelligence EM1 0 | can effectively and constructively control my 0.778 2318
(El) emotions.
EM11: 1 can objectively validate my feelings think logically. 0.785 1.465
E.M1 2.: I can adjust my feelings and my thinking to new 0.764 1.440
situations very well.
MC1: 1 am conscious of the cultural knowledge | use when 0.655 1721
interacting with people with different cultural backgrounds. ' '
COG1: I know the legal and economic systems of other 0.757 1794
cultures.
C(:tG3: I know the cultural values and religious beliefs of other 0.734 1688
Cultural intelligence (CQ) =~ CU'tUres-
COG4: | know the marriage systems of other cultures. 0.767 1.379
MOT2: | am sure .I can deal with the stresses of adjusting 0.741 2681
to a culture that is new to me.
MOT3:. I 'am copf.lden.t that_l can get accustomed to the 0.696 2567
shopping conditions in a different culture. -
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all indicators with very low outer loadings (below
0.40) were eliminated from the construct; those
with outer loadings between 0.40 and 0.70 were re-
moved only when deleting them lead to an in-
crease in the composite reliability (or the AVE)
above the suggested threshold value.

The AVE (i.e., the sum of the squared loadings
divided by the number of indicators; the commu-
nality of construct) is a common measure to estab-
lish convergent validity on the construct level. An
AVE value of 0.50 or higher indicates that, on aver-
age, the construct explains more than half of the
variance of its indicators. Because all values of the
AVE meet the treshold values (see table 3), the
convergent validity is established.

To assess the discriminant validity (i.e., the ex-
tent to which a construct is truly distinct from oth-
er constructs by empirical standards; in other
words, establishing discriminant validity implies
that a construct is unique and capture phenomena
not represented by other constructs in the model)
the Fornell-Larcker criterion is reported (see table
5) which compares the square root of AVE values
with the latent variable correlations. As we can
see, the square root of each construct’s AVE (in
bold, table 5) is greater than its highest correlation

with any other construct. The Table 5 reports as
well heterotrait-monotrait ratio (HTMT) of the cor-
relations and then, lower and upper confidence in-
terval bounds. HTMT is the ratio of the between-
trait correlations to the within-trait correlations.
HTMT is the mean of all correlations to the within-
trait correlations. HTMT value above 0.90 or (more
conservative threshold value of 0.85) suggests a
lack of discriminant validity (Hair et al., 2016). But
this is not the case of our data. Moreover, the con-
fidence interval of the HTMT statistic does not in-
clude the value 1 for all combinations of con-
structs. Therefore, discriminant validity has been
established for our model.

To assess collinearity, VIF values (see table 4)
are applied. Critical levels of collinearity are values
of VIF above 5 (Hair et al., 2016). Since all reported
values of VIF are below this cut-off value, the col-
linearity is not a problem in our model. A full col-
linearity assessment approach (Kock, 2015) helps
also to detect common method bias (CMB). VIF is
a phenomenon that is caused by the measurement
method used in an SEM study. There are several
reasons for CMB: the questionnaire instructions
influence different respondents in the same gener-
al direction and social desirability associated with

Table 5 » Fornell-Larcker criterion and HTMT (lower and upper bound between parentheses)

1 2 4 5 6
AP 1.000
-0.252
ADAP 0.735
0.285[0.141;0.472]
-0.094 0.492
cQ 0.726
0.101 [0.084; 0.325] : 0.600 [0.410;0.811]
-0.084 0.375 0311
El 0.718
0.117[0.065; 0.324] : 0.478[0.286; 0.794] | 0.374 [0.255; 0.645]
-0.186 0.303 0.545 0.166
LS 0.804
0.115[0.071;0.338] : 0.288[0.188;0.537] = 0.632[0.467;0.782] | 0.182[0.137; 0.431]
-0.153 0.077 -0.046 -0.053 -0.023
S 0.859
0.175[0.039; 0.450] : 0.166 [0.152;0.486]  0.174[0.144;0.421] | 0.108[0.119; 0.516]  0.160 [0.097; 0.402]
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Table 6 » Bootstrapping results
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Hypotheses Rels:;\‘tii:n- Std Beta Std Error [t-value]~ Cl UL Decision
H1 ADAP — AP -0.236 0.110 2.205" -0.457 -0.028 Supported
H2 El — AP -0.005 0.116 0.068 -0.228 0.227 NOT
H3 CQ—=AP 0.110 0.173 0.691 -0.213 0.460 NOT
H4 SI—= AP -0.151 0.122 1.094 -0.288 0.272 NOT
H5 LS — AP -0.167 0.242 0.739 -0.426 0.480 NOT
H6a ADAP — EI 0.416 0.104 3.6017" -0.143 0.524 Supported
Héb ADAP = CQ 0.432 0.094 5242 0.279 0.649 Supported

Notes: ** (p < 0.05), *** (p < 0.01), ADAP (Adaptability), EI (Emotional intelligence), CQ (Cultural intelligence), SI (social intelli-

gence), LS (Language skills), AP (Academic performance)

answering questions in a questionnaire in a partic-
ular way, causing the indicators to share a certain
amount of common variation (Kock, 2015). VIF
values are lower than the 3.3 threshold (Kock,
2015). This suggests that the model is free from
common method bias. In addition, a Harman’s sin-
gle factor test in SPSS was performed. A single fac-
tor in extracting was 15.619% of the total variance
which is far less than 50%. We can conclude that
there is no threat of CMB.

In our model, three R2 values can be found. Be-
cause R2 increases when additional predictor con-
structs are included, the adjusted R2, which con-
trols for model complexity when comparing differ-
ent set-ups, was used. The highest value of the CQ
variable (R2 adjusted=0.242) is affected by one
variable (adaptability). It means that 24.5 % of var-
iance is explained by this constructs and in accord-
ance with a rough guidelines for R2 values, i.e.,
weak: R2=~0.25, moderate: R2=~0.50, substantial:
R2=0.75 (Hair et al., 2016), its effect on CQ can be
classified as weak. Effect size f2 that assesses how
strongly one exogenous construct contributes to
explaining a certain endogenous construct in
terms of R2 were found significant only in two cas-
es: the relationship between adaptability and CQ
(f2=0.219) and between adaptability and EI
(f2=0.162). On the base of the rules of thumbs
(Hair et al., 2016) the values of this effect size can
be interpreted as moderate.

Table 6 shows the bootstrapping results. The di-
rect effects (path coefficients) are reported. As it
can be seen from the Table, only the hypotheses
H1, H6a and H6b are supported. H1 predicted a
positive relationship between adaptability and aca-
demic performance. The results supported a posi-
tive relationship, which was also statistically sig-
nificant (f=-0.236; p<0.05). The results can be in-
terpreted as follows: the higer level of adaptability,
the lower average graded obtained from the cours-
es taken in one (last) semester or the better (high-
er) academic performance. The hypotheses H6a
and Hé6b predicted a positive correlation between
adaptability and emotional intelligence, resp. be-
tween adaptability and cultural intelligence. The
results suported these hypotheses (=0.416;
p<0.01), resp. (=0.432; p<0.01).

To answer the hypothesis 7 a series of inde-
pendent-samples t-tests was conducted to compare
the adaptability (cultural intelligence, emotional
intelligence, social intelligence, language skills)
scores for the group of foreign students and Czech
students. All differences were explored, neverthe-
less, significant differences were found only for
cognitive CQ, motivational CQ, total CQ and lan-
guage skills dependent variables. The results are as
follows: 1) there was significant difference in cog-
nitive CQ means for foreign students (M=25.05,
SD=5.305) and Czech students (M=18.42,
SD=4.162); t (77) =5.265, p=.000, two-tailed). The
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magnitude of the differences in the means (mean
difference = 6.624, 95% CI: 4.060 to 9.189) was
very large (eta squared =0.265); 2) there was signif-
icant difference in motivational CQ means for for-
eign students (M=17.45, SD=2.324) and Czech
students (M =14.65, SD=4.442); t (77)=3.647,
p=.001., two-tailed). The magnitude of the differ-
ences in the means (mean difference=2.805, 95%
CI: 1.271 to 4.340) was large (eta squared=0.147);
3) there was significant difference in total CQ
means for foreign students (M =79.82, SD=10.773)
and Czech students (M=67.60, SD=11.979);
t (77)=4.38, p=.000, two-tailed). The magnitude
of the differences in the means (mean differ-
ence=12.222, 95% CI: 6.589 to 17.854) was large
(eta squared = 0.199); 4) there was significant dif-
ference in language skills means for foreign stu-
dents (M=10.36, SD=1.649) and Czech students
(M=8.05, SD=2.26); t (77)=5.002, p=.000, two-
tailed). The magnitude of the differences in the
means (mean difference=2.311, 95% CI: 1.384 to
3.238) was very large (eta squared =0.245). There-
fore, the hypothesis 7 is supported only partially.

S. Discussion

Based on the results of our study, it can be stated
that adaptability is an important factor for effective
functioning in the academic (and therefore work)
environment. In their study, Akkermans et al.
(2018) did not find a direct relationship between
career adaptability and students” GPAs, but never-
theless found an indirect relationship between
these variables through life satisfaction and study
engagement. They explained this fact by the fact
that the student’s academic evaluation is rather in-
fluenced by his motivation and study efforts. Ac-
cording to them, it is therefore likely that students
are more motivated in their study efforts if the
study is practically oriented and meaningful in
terms of their application and practice. In this case,
students are able to immerse themselves in the
study with interest and achieve better study re-
sults. Although we did not determine life satisfac-
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tion or study engagement indicators in our study,
due to the age structure of the respondents (more
than 50% older than 25 years) we conclude that
these are older students who either work or have
already the first work experience. These students
are able to better use (or sell) their practical knowl-
edge in the field of economics and management
(our respondents were mostly recruited from here)
and achieve better academic performance than
students without practical experience from the real
(working) world. It is therefore very probable that
these students will connect the teaching material
more closely with practice, they will think about
the lectured material from the point of view of
their work experience and observation, which will
be reflected in their study commitment and at the
same time reflected in better study results.

The relationship between adaptability and
learning outcomes can be influenced by other
facts. A large number of students study in a com-
bined form of study at a university where data col-
lection took place to a large extent. These individ-
uals supplement their higher education on the job,
for example, for personal reasons, but also often
because of the requirements dictated by law: the
need for higher education to pursue their current
profession in a given position. In this case, their
life priorities may be shifted and, paradoxically,
their high adaptability may not correlate with the
achieved learning outcomes, because their main
and primary goal is to achieve a university qualifi-
cation regardless of academic achievement. The
high degree of adaptability is fully reflected in the
adoption of an appropriate study strategy, where
the value of the marks does not play a major role.

The results showed that within the examined
population of university students, certain factors
are more important than others depending on the
origin (nationality) of the respondents. While the
indicators of social intelligence, emotional intelli-
gence and adaptability did not differ statistically
significantly for the two groups compared, in ac-
cordance with our assumptions, there is a signifi-
cant difference for the indicators of cultural intelli-



gence and language skills. Students who study in a
language other than their native language un-
doubtedly develop their language skills, as they are
forced to actively use the foreign language not only
in their studies, but also in interaction with their
classmates and local people. The results confirmed
that language skills have a relatively large impact
on the benefit of foreign students studying in
Czech at a Czech university (p=.496, p<0.05): stu-
dents who reported higher knowledge of a foreign
language achieved better learning outcomes and
were more successful in their study efforts. In gen-
eral, it can be stated that advanced knowledge of
the lingura franca of an organization (business) or
institution (academic), resp. study program, leads
to better work (study) results. Thanks to a higher
degree of interactivity and involvement in work
(study) and social communication, good language
skills contribute to better well-being and satisfac-
tion of these employees (students), who fit better
into the team (do not avoid social contacts), dis-
cuss work (study) problems and tasks more, use
more help and advice from their colleagues (class-
mates), socialize. In addition, communication
with a superior (teachers, lecturers) can be more
straightforward and effective. All these positive
consequences of good language skills are reflected
in higher job (academic) satisfaction and perfor-
mance.

It turns out that of all the factors examined,
only cultural intelligence is relevant for the inter-
national environment. Only for this variable (and
its two other dimensions — cognitive and motiva-
tional) were significantly different average values
found for both groups: for foreigners studying at
Czech universities and Czechs studying at home.
This conclusion is fully in line with previous re-
search (Ang and Van Dyne, 2015): the value of CQ
is manifested only in the international environ-
ment; an intercultural environment is needed to
activate the intercultural competencies and abili-
ties measured by CQ. It is true that people who per-
ceive themselves as multicultural develop their in-
tercultural skills (expressed, for example, CQ)
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more easily. If an individual has to deal with two or
more cultures, this experience is likely to contrib-
ute to the development of his CQ. It has been con-
firmed that multicultural thinking has a positive
effect on cultural intelligence (Korzilius, Biicker
and Beerlage, 2017). The question is whether their
openness to new experiences of an intercultural
nature led to the decision to study abroad or be-
came a natural consequence of their stay abroad.
However, it can be concluded that intercultural
competences were developed among the respond-
ents due to their study stay abroad, because more
than half of them (n=43) reported work (study,
recreational) experience from abroad for less than
3 months, ie connected mainly with a study at a
contemporary university.

From a practical point of view, the results of this
study may be relevant for HR and HR departments
recruiting new employees to their organization. In
addition to testing language skills or cognitive as-
sumptions (skills that stand to some extent apart
from other AP predictors) to perform a position, it
will be sufficient to examine only the individual’s
adaptable abilities (eg in the form of certain ques-
tions used in this research questionnaire) without
additional assessment of their abilities in areas of
emotional, social and cultural intelligence, be-
cause it can be reasonably assumed that an indi-
vidual with a high degree of adaptability will be
characterized by high EI (or SI) and CQ and has
very good preconditions for successful perfor-
mance of the profession for which they will be se-
lected, benefiting the whole organization. In this
way, the recruitment process can be streamlined.

Each research and its results must be evaluated
in the light of the research design settings, inter-
pretive limits and limitations. In our case, it is an
exploratory study and exploration of relatively
new relationships, so there is some room for a
more benevolent approach to assessing certain pa-
rameters and research settings. This mainly con-
cerns the minimum sample size requirements. Al-
though PLS-SEM can work with small samples, it
would be a mistake to assume that this multivari-
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ate analysis technique allows to use a very small
sample (eg, less than 100 like in our case) to obtain
results representing the effects that exist in a pop-
ulation of millions of individuals (Hair et al., 2016).
An insufficient sample size may not reveal a signif-
icant effect that exists in the underlying population
(which leads to commiting a Type II error). Be-
cause of the low sample size the results of the sta-
tistical method are hardly robust and the model
generalizable. Thus, our results can highly differ
form those of another sample that must be admit-
ted..

The small sample in this study may be the rea-
son why the relationship between some of the var-
iables we assumed was not confirmed at a statisti-
cally significant level of confidence, such as the re-
lationship between emotional and cultural
intelligence (=0.172; p>0.05). Earlier research
has shown that emotional intelligence is a predic-
tor of cultural intelligence and that there is a rela-
tionship between the two variables (Moon, 2010;
Putranto et al., 2018). On the other hand, the oppo-
site voices should be mentioned, arguing that both
concepts represent different forms of intelligence,
as EI, unlike CQ, does not take into account the
cultural aspects of the adaptation process (Earley
and Peterson, 2004). Other facts point to the differ-
ence between the two concepts: people with high
EI and successful at home do not necessarily do as
well in the international context (Crowne, 2009).
In addition to human emotions, they do not have
two components of CQ: metacognitive — the abili-
ty to process incoming and received information)
and cognitive — knowledge of a particular culture
(Ang and Van Dyne, et al., 2007; Crowne, 2009).
The results of our study showed this ambiguity in
the relationship between CQ and EIL as argued by
Putranto et al. (2018).

There are, of course, other reasons why the ex-
pected relationships between the other variables
have not been confirmed. E.g. between social intel-
ligence and academic performance, the reason
may be that the nature of the subjects from which
the average grade was calculated (measuring aca-
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demic performance) required cognitive rather than
social skills (communication with the teacher, in-
teractivity with classmates, practical skills). In ad-
dition, the mixed sample (ie heterogeneity in terms
of sample nationality) may explain why no statisti-
cally significant correlation was found between CQ
and CQ, respectively. language skills and academic
performance; the results would probably be differ-
ent if these hypotheses were tested only on foreign
students studying at a Czech university in their na-
tive language.

However, the most serious limitation of this
study, which is by its nature and setting in research
design, only exploratory is the size of the sample,
which introduces some bias and inaccuracy into
the result. Our findings will need to be verified and
confirmed on a larger sample (not only conven-
tional from the academic environment, but also
real, practical). In addition, future research could
focus on joint testing of two or more factors con-
sidered separately in this study. Previous studies
have shown (Adetula, 2016) different results of
correlation of individual types of intelligence (so-
cial, emotional, cognitive) alone or in combina-
tion. In this respect, it probably depends on the na-
ture of the job where the testing takes place, which
other researchers have to reckon with. Last but not
least, it is recommended to monitor the study
achievement for a period longer than one semester
as in this study, because the evaluation of academ-
ic performance will have a higher telling value.

6. Conclusion

This exploratory study examined two categories of
predictors of learning performance measured by
the average of marks passed: 1) not relevant to
the cross-cultural environment (emotional intelli-
gence, social intelligence, adaptability) and 2) rel-
evant to the international environment (cultural
intelligence, language skills). It is a kind of situa-
tional analysis evaluating the academic perfor-
mance of individuals depending on internal and
external conditions.
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Individual relationships were tested on a mixed ment influences the development of intercultural
sample of 92 university students not only of Czech competencies (cultural intelligence), in this re-
nationality but also of foreign ones. The results of spect social and emotional intelligence remain rel-

the study confirmed that the most important pre- atively stable (without statistically significant

dictive factor for academic performance is adapta- change). The level of language skills is another fac-
bility, which is a content part of the definitions of tor that determines the success of individuals in

all three types of intelligence (emotional, social, performing various activities (academic, but to a

cultural). In line with the assumptions, it turned generalizable extent also applies to the world of

out that the (cultural) foreignness of the environ- work) of individuals working abroad.
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Influence of Environment on Predictive Factors of Academic Performance: the Effects of
Adaptability and Cultural Intelligence

ABSTRACT

We examine in the sample of 92 university students the influence of adaptability and other factors (emotion-
al, social, cultural intelligence and individual language skills) on the benefit of university students (GPA).
The results obtained using the PLS-SEM technique showed that adaptability is positively correlated with ac-
ademic performance; Adaptability is also a significant predictor of emotional (EI) and cultural intelligence
(CQ). However, our data did not confirm the expected positive direct impact of both of these constructs, incl.
social intelligence on student performance. A significant difference in the overall CQ was found between
groups of domestic and foreign students. Only for the second group do the language skills influence the stu-
dents’ benefit. The significance of the results is discussed for HR.
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1. Introduction

Depending on the anthropology adopted by a giv-
en pedagogical concept, there are various answers
to the question whether and in what sense a per-
son has the opportunity to become the author of
his own biography. A deterministic and non-deter-
ministic approach can be distinguished here. Gen-
erally speaking, the deterministic model is associ-
ated with the perception of man as a kind of ‘effect’
of response to a set of environmental stimuli (ex-
ternal, exogenous) and the production of genetic
conditions (internal, endogenous).

The non-deterministic model interprets the re-
ality of the man to whom the so-called personalis-
tic current differently. As his representatives em-
phasize, the essence of man is to be a person, that
is, a free and responsible entity. Therefore, they
admit that ‘although a person manifests himself
and externalizes in his totality of his somatic, psy-
cho-spiritual reality, he does not enclose himself in
any of these dimensions or even their sum’
(Dziewiecki, 2000, p. 306). This means that in rela-
tion to oneself man can (and should) become both
the subject of interactions and their subject, i.e.
the educator of himself. The three-factor develop-
ment theory coming from Aristotle distinguishes,
apart from internal and external conditions, also
personality (persogenic, spiritual) factors. Thanks
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to his spirituality, a person is able to recognize, ac-
cept and exceed his own genetic and environmen-
tal conditions (Kunowski, 1996; Nowak, 2008;
Nowak, 2000). Therefore, personalistic anthropol-
ogy indicates the decisive importance of personal-
ity factors, thanks to which a person is not ‘simply
the result of the sum of his experiences and a spe-
cific life history’ (Dziewiecki, 2000).

From the point of view of personalist pedagogy
inspired by Christianity, the deepest essence of au-
toformation is the realization of one’s dignity (dig-
nitas), grounded in the grace of God’s childhood
(Rynio, 2004). In this article, the self-creation pos-
sibilities of the human person are interpreted in
the perspective of philosophical realism, in the
current of personalistic pedagogy inspired by
Christian (Catholic) culture.

2. The basic area of challenges
of modern culture

As Cencini (2010) notes, referring to Luigi Alici,
modernity is most often described from the per-
spective of farewell, in the ‘post’ category, as some-
thing that is no more. Contemporary culture is
sometimes referred to as post-modern, post-meta-
physical, post-democratic, post-humanist, post-
mortal, post-Christian etc.

The author questions the one-sidedness of such



interpretation, proposing the adoption of the op-
posite category ‘pre’. This is justified by the need
to adopt an attitude of active hope and understand-
ing of time as ‘kairos’ and not just ‘chronos’. This
type of optics allows the perception of cultural
phenomena as signs of mystery, directions of work
(also on yourself), opportunities and challenges,
and not just problems, obstacles or losses (Cenci-
ni, 2010). In this perspective, this article reflects on
the cultural context of autoformation.

In contemporary culture one can notice strong
and constant tendencies towards reducing man to
the role of a consumer with minimized aspirations
and reactions, which are determined by the ‘met-
anarrative principle of pleasure’ (Melosik, 2013, p.
161). Since the main assumption of postmodern-
ism was the absolutization of subjectivism, among
the leading ideas was the elimination of the ration-
al discourse of the concept of objective truth and
permanent norms and rules of conduct (Cichosz,
1999; Kubicki, 2012).

Such a serious disturbance of the value system
(so-called ethical relativism), originating in pre-
senting a false image of God or his complete rejec-
tion and misinterpretation of human freedom
(Bagrowicz, 1999), led to a profound, existential
loss of man in the form of a ‘crisis of sense’ (Jan
Pawet II, 1998). One of the destructive effects of
post-modern ideology is the current crisis of up-
bringing and self-education, up to its most extreme
manifestation in the form of anti-pedagogy (Sz-
kudlarek and Sliwerski, 2000). For if a person
doubts the sense of his own existence, and touch-
es his deepest need for meaning, he no longer ex-
periences the need for (self) education.

Dangerous (or inability to) establishing basic
contact and meeting with oneself (intrapersonal
communication. This problem also implies the in-
ability to establish real, lasting and deep relation-
ships with others. A special type of friendship is
friendship, the role of which Aristotle already
spoke about.

Meanwhile, psychologists and educators are
anxiously observing how, for example, the unmet
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need for contact and intimacy is increasingly find-
ing the illusion of satisfaction in the immeasurable
use of social (and many other) virtual offers ‘insist-
ently” available. This leads to a kind of existential
schizophrenia, and even a complete loss of contact
with reality, whose place is appropriated by — of-
ten aggressively imposing — virtual space.

In this way, man effectively alienates from both
the real macrocosm and the microcosm. It is a
great unknown for itself, although every day it per-
manently ‘absorbs’ the number of stimuli, includ-
ing information, not necessarily overloading the
possibilities of its psyche, not necessarily facts.
The degree of immersion in the virtual world
means that especially young and inexperienced
representatives of ‘net-generation’ (Smotka, 2007)
from there ‘log in’ for some time to the real world
and ‘log out’ of it, because it is only a narrow mar-
gin of ‘online’ life. Numerous compensatory and
forced behaviors, especially addictions (Mastalski,
2007), constitute a (self) educative appeal for liber-
ation ‘from the net’. It is necessary to return to the
real reality, to the world as it is, to meet others
(with the Other), and above all with yourself, to
think and love really, and not in a virtual daze.

In view of the above, it is worth listening to the
thorough diagnosis made by John Paul II, which in
his opinion specifies the most dangerous problem
for the modern world, and thus the basic area of
challenges of modern culture, which is ‘anthropo-
logical error’ (Jan Pawet II, 1991). Essentially, this
problem is the acceptance of erroneous, including
reductionist and deterministic visions of man
(Btachnio, 1995; Rynio, 2004). Therefore, in this
article, the methodology of autoformation will be
presented as a proposal to prevent registered error.
It will be focused around the problem of ‘knowing
yourself’ in the sense of seeking the truth about
yourself.

The ancient appeal ‘know yourself’ (‘gnothi
seauton’), setting out the most important task of
philosophical and theological anthropology, re-
mains basic also in autoformation and present at
each of its stages. Self-knowledge leading to self-
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awareness plays a decisive role in becoming an au-
tonomous entity, i.e. a free person who takes re-
sponsibility for his life. At the same time, due to
the very complex content related to the scope of
self-knowledge, one can distinguish many of its
complementary perspectives, which also trans-
lates into the diversity of methodologies. In this ar-
ticle, they will be outlined from an anthropologi-
cal, ethical and moral, social, religious and ascetic
perspective, and presented in a broader sense in
terms of psycho-pedagogy. The terms self-learn-
ing, self-development and autoformation will be
used interchangeably.

3. The essence and process
of autoformation

At a certain stage of life, education should trans-
form into self-education, understood as a kind of
‘continuum paidei’ Hiszparska (2010). Autoforma-
tion is primarily about referring to the content con-
veyed in the education process, recognizing and
accepting those that are true, while unmasking
and rejecting false. In addition, self-education is
closely related to the formation of character, which
is a special hallmark of human spirituality (Nowak,
2008). The mature character is therefore a set of
properties determining the agreement between be-
liefs and attitudes.

In the literature on the subject, self-education
can be described both in a broader sense, as self-
directed self-development (Pietrasinski, 1977), and
strictly meaning the development of so-called di-
rectional dispositions, i.e. attitudes, motivations,
system of values and ideals (Matulka, 1992). For
example, in the first sense, J6zef Kentenich defines
them as ‘self-education’ (Czaja, 1994). Zofia Matul-
ka, on the other hand, describes autoformation in
a more strict sense, as independent formation of
the emotional and volitional sphere of her person-
ality, and thus shaping her freedom in such a way
as to be able to make decisions in accordance with
the accepted and recognized as a true and right hi-
erarchy of values and her own worldview. So it is
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developing own attitudes towards various ele-
ments and phenomena of the reality in which man
lives (Matulka, 2007). The author emphasizes,
among others, the integral nature of work on her-
self, referring to the intellectual, emotional and be-
havioral aspects co-occurring in every attitude.

Pointing to the logic of the gift, which stands in
deep opposition to the contemporary dictatorship
of consumption, John Paul II explains that ‘becom-
ing’ a human being is primarily aimed at develop-
ing skills to ‘be more and not just have more’; to ‘be
not only with others, but also for others’ (Jan
Pawet 11, 1986). For man cannot fully find himself
except in love — through a sincere, selfless gift of
himself (Sobér Watykariski, 2002). Emphasizing
the integral dimension of autoformation, the Pope
continues that ‘this truth is of fundamental impor-
tance for self-education, self-realization, develop-
ing humanity and, at the same time, God's life,
instilled in baptism and strengthened in the sa-
crament of confirmation. Self-education aims pre-
cisely to be more human, to be a Christian, to dis-
cover and develop the talents received from the
Creator and to fulfill the call to holiness proper to
everyone’ (Jan Pawet I, 1997).

Christian personalism specifies the general
(self) educational ideal as an ‘alter Christus’ which
each person embodies in his own unique and
unique way. That is why, for example, Schoenstatt
pedagogy speaks of the so-called personal ideal.
Work in this way understood in this way is a con-
scious cooperation with God, consisting in prepar-
ing and enabling one’s nature to receive God’s
grace (Balcer, 2017; Balcer, 2021). It is only grace
that truly transforms man internally and makes
him new. It should also be noted that autoforma-
tion requires accompaniment and support from
another (human) person, an informal educator, a
road companion.

The autoformation process is characterized by
lifelong continuity and intentionality (teleological
dimension), complexity (multifaceted) and sys-
tematic (planning, implementation, evaluation,
consolidation, deepening). In the context of the is-



sue discussed in this article, it is worth emphasiz-
ing that the category of ‘process’ itself is foreign to
contemporary culture of impatience. In addition,
the persistence and consistency necessary to work
on oneself can be particularly difficult for the ‘in-
stant mentality’ (Mastalski, 2007). Impatient cul-
ture can also cause a disturbingly ‘flattened’ inter-
pretation of autoformations in auto-instrumental
terms.

Meanwhile, the newness of humanity is gained
in undertaking developmental pain, in a humble
process that takes place throughout life according
to hermeneutic logic. As Stefan Kunowski ex-
plains, the personalization process takes place by
way of transcending the nature of egoism and ac-
quiring a culture of love (Kunowski, 1996). Howev-
er, in the leading tendencies of post-modernity one
can observe a reverse process, simplifying, reduc-
tionist, bringing ‘from culture to nature’, from ‘civ-
ilization of love’ to ‘culture of death’ (Balcer, 2015).

Among the descriptions of the structure of the
process of self-education, which is presented in the
literature on the subject, is Teresa Kukotowicz’s
proposal. The author explains that the confronta-
tion between the honestly recognized ‘ideal self’
and the ‘real self’ causes constructive dissatisfac-
tion with oneself. Then the need for change arises
and faith in the possibility of carrying it out. The
next step marks the decision and self-guiding
measures.

Kukotowicz notes that this stage can be particu-
larly difficult for those who have not been intro-
duced to self-education and therefore lack ade-
quate support and experience in this field. It is also
indispensable in the process of autoformation to
control your own actions, set adequate require-
ments for yourself and undertake systematic as-
sessment of progress. Kukotowicz adds that the
course of the self-education process outlined in
this way ‘is cyclical: after a period of implementa-
tion of one goal, further new self-improvement
goals are pursued’ (Kukotowicz, 1996, p. 37). Ac-
cording to the personalistic vision of man, his de-
velopmental possibilities never end.
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4. Polymethodical suggestions for
autoformation in the field of self-knowledge

The method of autoformation is a theory that cov-
ers the general principles, criteria and methods
that should lead to the assumed goal of working on
oneself. On the other hand, the concept of self-
guiding measures should be understood as specif-
ic aids that can be used for this purpose. At the
same time, they should be used consciously, con-
sistently and systematically. Thus, it can be seen
that also the previous parts of this study contain
numerous interdisciplinary methodological refer-
ences. By some personalistic educators, autofor-
mation can be identified with asceticism or closely
associated, for good reason, with renunciation and
mortification. If these categories sound anachroni-
cally in the era of consumption, it is also because
there is a need to return to their proper under-
standing and application.

Noteworthy is the fact that many authors deal-
ing with the issue of self-education, as the first link
in the autoformation process, and at the same time
its important method, mention just getting to
know oneself — self-knowledge (Balcer, 2015). The
quality of self-education depends on the quality of
knowing oneself. The next part of the article will
show selected methodological proposals regarding
basic aspects of self-knowledge, mainly in terms of
psycho-pedagogy. Some part of the rich collection
of methodological indications that selected repre-
sentatives of Christian personalism have left in this
field will also be presented.

4.1. The complexity of knowing yourself

Both genetic and environmental factors are funda-
mental ‘resources’ whose discovery and recogni-
tion enables contact with oneself through the per-
sonality factor. Internal (genetic) factors make up a
large collection of hereditary, innate and somatic
states of the body. On the other hand, external (en-
vironmental) factors mean stimuli originating
from the natural and supernatural (grace factor),
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which affect the development process, also stimu-
lating internal factors. Environmental factors in-
clude features that have been acquired as a result
of intentional and purposeful influences — family,
school, as well as unintended influences, e.g. from
the biosphere — climate, natural landscape, fauna
and flora, local environment, cultural etc. (Nowak,
2008; Kunowski, 1996).

When analyzing the content of these condi-
tions, it is worth bearing in mind that ‘they may
not add external conditions (...), and man will
overcome these obstacles and achieve the goal’
(Pastuszka, 1962, p. 203). The history of every hu-
man being is also inscribed in a mystery (mystery),
a category rather foreign to the present. Part of this
secret are persogenic factors, thanks to which it
is possible to exceed one‘s own conditions.
Dziewiecki (2010) emphasizes that ‘the extraordi-
nary nature of the spiritual sphere is the fact that in
this sphere and only in this sphere a man can ask
himself about his own secret not from a partial per-
spective (e.g. bodily or mental), but from the per-
spective of the whole person’.

A genogram can help in honest recognition, ac-
ceptance and proper interpretation of internal and
external factors. It means a graphic diagram re-
sembling a family tree, which deals with relation-
ships and relationships between relatives, as well
as important dates in their lives and transgenera-
tional messages (Jagieta, 2012).

Using a convincing analogy, Chlewinski (1991,
p. 10) shares his observation and warns that ‘peo-
ple often begin to build their moral and religious
life from the upper layers (roof), not from founda-
tions’. Meanwhile, it is first necessary to take into
account the psychological basis (foundation) on
which only moral and religious life can be devel-
oped. However, it must be borne in mind that this
foundation is very complex. Ancient philosophers
postulating self-knowledge ‘used a simple model
of human psychic life. It covered three main areas:
intellect, feelings and will. Today, we know much
more about the psyche, especially about the play
of unconscious forces inherent in man, about his
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drive, defense mechanisms, adaptation strategies,
self-image, fear and stress. Getting to know your-
self becomes even more difficult’” (Siek, 1999,
p. 11). Therefore, it should be borne in mind that
‘information about self-image, anxiety reactions,
psychological needs and defense mechanisms is a
necessary minimum from which to start learning
about yourself. Information on sets of traits and re-
actions that make up mature, well-adapted person-
ality and immature personality is also important’
(Siek, 1999, p. 11).

4.2. Shaping a mature self-image and
developing an ‘emotional culture’.

Self-image fulfills the personality integrating func-
tion and conditions the awareness of identity and
being yourself. Originally formed in early child-
hood, it conditions attitudes but does not deter-
mine them. It is made up of characteristic elements
of the personality structure, which are individual
needs, talents, attitudes, and types of emotional re-
actions (Czarkowski and Szczesny, 2006). Self-im-
age thus includes both ‘real self’ and ‘ideal self’
and a rich area of non-verbalistic knowledge about
the emotive sphere.

The self-image is mature and immature (neu-
rotic). In the autoformative (autopsychotherapeu-
tic) perspective, this means that you can build and
strengthen a mature image of yourself, and over-
come its immature areas. Work on the image of
myself significantly translates into the image of
others, the world and God. There is a close rela-
tionship between mature personality and mature
religiosity (Balcer, 2017).

A mentally mature person has a mature, posi-
tive self-image. She sets realistic and adequate
goals before her, and her ‘ideal self’ is not too far
from the ‘real self.” Her self-image is rich and var-
ied. He knows and approves his strengths, weak-
nesses and specific characteristics. Has a ‘bal-
anced’ (healthy) degree of self-love. He believes in
himself, he is ready to overcome obstacles in
achieving the set goals. At the same time, he adopts



a realistic attitude towards difficulties, striving to
solve them at the level of conscious personal ef-
fort. Perceives himself as a normal person, accept-
ed by others, valuable on an equal footing with
others, in his social and cultural group. It is open to
entering into relationships with others, and at the
same time does not reject people with different
views, lifestyles, etc. (Siek, 1999).

A person with a mature self-image is also con-
vinced of the rightness of his life path. He main-
tains and develops internal freedom understood as
being guided by his own beliefs and the system of
values he has recognized. Thanks to that it is not
susceptible to manipulation. It is characterized by
a certain ‘flexibility’, openness to justified changes
(e.g. opinions on a given topic). He maintains dis-
tance and forbearance towards himself. It is char-
acterized by openness of mind, capable of con-
fronting recognized beliefs with reality and devel-
oping the ability to adopt an alternative point of
view (Siek, 1999).

The features of a man with a mature self-image
include self-acceptance, which means basic con-
sent for himself (as he is), as well as for the world,
for reality (also not accepting certain aspects of it).
Consent thus understood is a condition of con-
structive, creative action, in contrast to the passive
and destructive pretentious attitude. A mature per-
son is also aware that he will always remain some-
what ‘unfinished’, immature, on the road. It is im-
portant, however, that she constantly strives to
gain adequate knowledge of herself, undertake the
effort of working on herself and retain the ability to
learn from others (Chlewinski, 1991).

Building a mature self-image is closely related
to the development of emotional intelligence, or a
kind of ‘emotional culture’. This assumes first ac-
quiring the ability to contact in one‘s own emotive
sphere, i.e. realizing one‘s own feelings, admitting
them to oneself (experiencing), and then under-
standing their hidden message and directing them.
Kozuch (2008, p. 31-32) explains that ‘the basic
test of a mature attitude in the emotional field is a
situation in which emotions adequately inform us
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about our current situation but do not rule us’. It is
also important here to strive to highlight the con-
tent of the subconscious (Wojtyta, 2000). This re-
quires the courage of internal lying and admitting
to yourself often difficult or recognized (by your-
self or others) as ‘bad’ feelings and impulses (e.g.
anger, jealousy, desire, etc.). It also allows you to
look into your own needs and related motivations
with them, thanks to which it becomes possible to
organize them, ‘purify’ and properly orientate the
powerful psychic energy that the emotive sphere
contains. In this way, one takes responsibility for
this particularly dynamic, primary sphere of the
psyche and gains authentic ‘purity of heart.” In
contrast, avoiding contact with your own emotion-
ality inevitably causes you to act under its uncon-
scious influence. That is why it is also so important
to consciously unmask and overcome immature
defense mechanisms, i.e. to throw off masks, to
give up playing fictitious roles, and in fact to quit
self-deception.

In building contact with your own emotionality,
the so-called feelings diary. It is a daily record of
emotional states experienced in connection with
specific situations. One of his versions proposes
the following key to self-observation: a description
of the situation, the name of the emotion (and pos-
sibly its intensity on a scale of 1-10), thoughts and
behavior (Balcer, 2017).

An important way of acquiring ‘emotional cul-
ture’ as well as broadly understood personal cul-
ture is also the correct way of expressing one‘s feel-
ings, characterized by an attitude of self-respect
and the interlocutor. Proper, i.e. adequate to the
situation, prudent and always direct expression of
your feelings — using the pronoun T — results
from accepting responsibility for your own emo-
tional sphere. In contrast, indirect, verbal (obliga-
tory, containing hidden ‘you’) or non-verbal mes-
sages (e.g. aggressive, active or passive behavior)
are a consequence of significant deficits in emo-
tional intelligence and self-work.

Building a mature personality with a mature
self-image is also associated with the consistent
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overcoming of its immature, neurotic areas. Based
on anxiety, insecurity and insecurity, they are an
appeal to recognize and shape them. It is worth us-
ing the ‘healthy’ parts of the image of yourself and
expanding it with new areas. Therefore, first of all,
one should consciously eliminate from one’s self-
belief negative, depreciating and destructive be-
liefs full of dislike or contempt, causing self-rejec-
tion. At the same time, it is necessary to develop
good and constructive beliefs (and at the same
time truthful) and expand the self-image with new,
creative content (Horney, 1978; Grzywocz, 2010).

In overcoming the neurotic self-image, it is nec-
essary to block depressing thoughts and free your-
self from the destructive feelings of depression,
disappointment, anger, envy, unbelief, hopeless-
ness. It is also necessary to stop setting too strict
requirements, correcting overly awakened ambi-
tions and compulsive pursuit of perfection (Hor-
ney, 1978; Siek, 1999). In addition, it also requires
persistent learning to be optimistic about yourself,
other people and the world.

In the pursuit of these constructive attitudes,
and overcoming destructive, ‘personality analysis’
can help. It is one of the four main departments of
‘transactional analysis’ (TA), which also includes
transactional analysis, time structural analysis and
script analysis. Transactional analysis is, among
other things, a personality theory based on the
study of specific states of self (aspects of the psy-
che), serving personal development and change
(Jagieta, 2012). Its creator is the American psychi-
atrist Eric Berne (actually Eric Leonard Bernstein).
Although it refers to the thoughts of Sigmund
Freud, it is not a simple translation of his determin-
istic concept. By strengthening and developing
adult mental resources (the so-called Adult Inter-

nal / The Adult; The Adult Ego-State), personality
structure analysis (structural analysis) helps to de-
velop intrapersonal communication and the pur-
suit of internal integration. Contact understood in
this way makes it possible to objectify thinking,
feeling and acting (Jagieta, 2015).

The conscious development of adult resources
of one’s own psyche is, therefore, the basic and
necessary form of autoformation and, at the same
time, autopsychotherapy (Jagieta, 2012, Siek,
1999). An Internal Adult can be defined as ‘a set of
features that make up a mature personality, strong
will, and mature character. It is this part of the per-
sonality that should have a decisive influence on
our mental life’ (Siek, 1999). Therefore, developing
adult resources of one’s own psyche can effective-
ly prevent succumbing to contemporary hedon-
ism, consumption and infantilism.

It is also worth noting that it is generally the
Adult who participates in proper interpersonal
communication. In addition, Krzysztof Grzywocz,
a theologian of spirituality and psychotherapist,
explains that in a mature spiritual (religious) atti-
tude, unlike infantile, a person prays just from the
‘Adult’ level, entrusting himself to God as he is,
with his inner sensitivity, fragility, weakness. An
adult is aware of his dependence on God, who is
his source and sense of everything (Grzywocz,
2003).

The willingness to recognize and accept your-
self as you really are (realistic self-esteem) is a
breakthrough moment that ushers in fundamental
personality changes (Chlewiriski, 1991). Seeing
yourself in truth, although only possible to some
extent, gives you a sense of inner freedom (auton-
omy) and responsibility for life and for the tasks
undertaken.

Depending on the anthropology adopted by a given pedagogical concept, there
are various answers to the question whether and in what sense a person has the
opportunity to become the author of his own biography. A deterministic and
non-deterministic approach can be distinguished here.
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4.3. Selected methodological guidelines
of the 20th century authors

Rich, varied, often very original, and above all
proven methodological tips, in the discussed scope
of work on themselves, are provided by many per-
sonalist authors of the 20th century. Only some of
them are listed below to at least sketch part of the
polymethodical ‘map’ of autoformation possibilities.

Among the many self-promotion tools pro-
posed by John Paul 1II, a special place is occupied
by meeting God in prayer, in His Word (also by
practicing ‘lectio divina’), as well as at sacramental
sources. When he meets God the Father, he also
encounters himself as a ‘son in the Son’. Finding
yourself as a gift — in the image of the Triune God
— also finds an important inspiration in imitating
personal patterns. The Pope emphasizes that it is
also necessary to set adequate requirements for
oneself, and to engage in professional work (in-
cluding learning) with constant awareness of co-
operation with God. An important autoformative
aspect is the conscious participation in cultural as-
sets, communing with nature and contemplation
of nature (Rynio, 2004; Grochowski, 2013). In this
way he ‘tunes in’ his heart and ‘brings order into
his soul’ (Psalm no. 131).

Stefan Kunowski, on the other hand, points to
such helpful means of getting to know each other
as a meeting (Kunowski, 1996), as well as psycho-
logical conversation, survival diary, introspective
questionnaires and biographical reading (Kunow-
ski, 1972).

In the methodology proposed by Kukotowicz
(1996), there are, among others, ways of getting to
know oneself, such as writing a diary and the
method of photographing the day, also helpful in
learning one>s own social references (Kukotowicz,
1978). On the other hand, among Zbigniew
Pietrasinski’s numerous tips, for example, the so-
cial contact map method can be mentioned
(Pietrasinski, 1978).

In the noteworthy concept of ‘personal ideal’,
J6zef Kentenich proposes systematic written self-
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control in the form of a spiritual agenda. He also
emphasizes the importance of in-depth moral self-
esteem that takes place in conscience (examination
of conscience) and spiritual direction (Schmidt,
1952; Czaja, 1994; Gorski, 2004).

The importance of contemplating values, intel-
lectual and moral autoformation, as well as friend-
ship and love, emphasizes Beata Hiszparska. He
also emphasizes the need to keep an attitude open
to the suggestions and advice of others as well as to
use the developmental power of authority and per-
sonality. He also postulates renunciation, proper
fulfillment of duties, as well as shaping the ability
to calm down internally and experience loneliness
in silence (Hiszpanska, 2010). In turn, Matulka
(1995) postulates, for example, building a culture
of her own interior by setting the order of the day,
implementing order, while enabling the acquisi-
tion of internal and external discipline.

The above indications and methodological in-
spirations are based on the foundation of cardinal
and theological virtues, thanks to which it is possi-
ble to acquire wisdom. The great art is wise auto-
formation, which sensitively applies both the an-
cient principle of the ‘golden mean’ and, if neces-
sary, the resolute Ignatian ‘agere contra’. Matulka
(1995, p. 120) shows the ‘consonance’ of human
cooperation with grace, when the ‘harmonization
of Gods action and our human effort in self-edu-
cating work, called faithfulness to grace, the more
adequate, the more organic it is, the more effective
it is. Hence the need to sensitize our inner eyes and
hearing to impulses of grace, divine enlightenment
and supernatural inspirations, and at the same
time be ready to respond immediately in the sense
of an effort to realize and put into action what
grace prompts us to do’.

Pointing to the fruit of subtle and faithful coop-
eration with God understood in this way, he adds
that ‘the great synthesis of the grace and the coop-
eration of man in all its integrity: the spiritual,
mental and physical element leads consistently to
what is called holiness’ (Matulka, 1995). In addi-
tion, through the mysterious path of God’s pedago-
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gy, ‘slowly, almost imperceptibly to us, the initia-
tive in our work on ourselves, in our effort to shape
Christian attitudes, is taken over by the Holy Spir-
it" (Matulka, 1995, p. 50). Only then — in God —
can man fully recognize, understand and experi-
ence himself as someone eternally wanted and
loved by God, who also wants to love himself.

S. Conclusion

This article was intended to show the methodology
of autoformation in the field of getting to know
oneself (the truth about oneself) on the basis of
Christian pedagogy. This methodological aspect
was elaborated in the form of a proposal to coun-
teract ‘anthropological error’ indicated by John
Paul II. The methodology regarding self-knowl-
edge was taken in an interdisciplinary outline,
from an anthropological, ethical-moral, social, reli-
gious-ascetic perspective. However, in a broader
way it was presented in terms of psycho-pedagogy.

Undertaking self-formation of self-knowledge is
an important imperative in the context of contem-
porary anthropology manipulation. It enables
adopting truly human attitudes, which are inten-
tional, conscious and freely chosen actions. In ad-
dition, ‘being in contact with each other, giving
himself the right to his own uniqueness, man be-
gins to grant such a right to others. It begins to be
authentic, capable of accurate empathy, open to
the difference of experience of the people met’ (Ty-
likowska, 2016).

As stated in the introduction, autoformation is a
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Methods of Autoformation in the Context of the Challenges of Modern Culture

ABSTRACT
Personalistic anthropology recognizes and emphasizes the autoformative capabilities of the human person.

Because of the spirituality, a person is able to recognize, accept and exceed her/his own genetic and environ-
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mental conditions. In this article, the methodology of autoformation has been presented as a proposal to
counteract the recorded ‘anthropological error’. Hence, it is centered on the problem of knowing oneself
(truth about oneself). It is both the basic link in the process of self-education and its basic method. The com-
plex problem of working on oneself in the field of self-knowledge is outlined from an anthropological, ethi-
cal-moral, social, religious-ascetic perspective, and broader presented in terms of psycho-pedagogy.
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1. Introduction

The school of the 21st century takes into account
the changes taking place in the reality that sur-
rounds us. It focuses not only on didactic and
educational processes, but above all gives the op-
portunity to prepare for life in society, professio-
nal work, comprehensively stimulates the person-
ality of the individual, its innovative attitudes,
and also opens a ‘window’ on the world and other
people.

Each child is a unique individuality. Like a but-
terfly, it undergoes appropriate stages of develop-
ment to finally transform from ‘pupa to butterfly’.
However, it needs the right conditions to realize its
development potential. The basic needs include: a
sense of security, acceptance from loved ones,
love, recognition, belonging, etc.

The start of the school year is an extremely im-
portant event for both children and their parents
and teachers. The school period is the phase of
greatest social significance because the circle of so-
cial impacts is expanding. During this period, the
student masters basic skills such as: reading, writ-
ing and counting, enriches his knowledge about
himself and his close surroundings and also ac-
quires the ability to live with the environment, ob-
serves the rules and norms in force in the school
community.
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However, not every child meets the above re-
quirements, especially if they have ADHD. Why is
this happening? A child with attention deficit hy-
peractivity disorder learns new responsibilities
and requirements that must be met at school. At
the same time, he is required to write, count, read.
In a class of about 27 children, a teacher is often
unable to devote enough time to a hyperactive
child to explain to him a task, a command that
must be performed. As a result, the child cannot
master the material from the lesson and the conse-
quence is bad grades (Janiec and Wojna, 2006).

Children with attention deficit hyperactivity
will not be able to focus on the task for a long time.
They drill, get up from their seats, swing, some-
times play the role of a class jester. There are also
cases of absent children who appear to not listen to
what is being said. Behaviors of this type mean
that they cannot catch up with their peers and the
backlog of learning accumulates (Kaltenthaler,
2008, p. 50-52; Reinner, 2006).

Frequent school failure results in a loss of faith
in one’s own abilities, frustration and aversion to
school. Why is this happening when the teacher
should approach each child individually, learn
about and understand his needs, possibilities,
evaluate fairly and according to the child’s abili-
ties, and provide care at the appropriate level
(Neuhaus, 2003, p. 203). Studies show that about



10-15% of all students exhibit the features of this
syndrome and 3-5% have clinical symptoms that
can be diagnosed as attention deficit hyperactivity
disorder with ADHD (Bryniska, et al., 2007). In the
literature on the subject you can find information
that ADHD disorder affects about 5% of children,
i.e. on average one student with ADHD falls per
class (Spohrer, 2006).

I believe that this is reason enough to present
the problems faced by children with attention def-
icit hyperactivity disorder in the school environ-
ment, especially since in recent years the above is-
sue is not only described in the pedagogical and
psychological literature but is often discussed in
social media.

2. What is ADHD?

The perception of ADHD symptoms was noticed
after the end of the 19th century. German doctor
Dr. H. Hoffman wrote a children’s book ‘Der Struw-
welpeter’ which in free translation means ‘Di-
sheveled’. The book contained ten poems which
were addressed to children in which their improp-
er behavior was described as well as the punish-
ments applied to them. And so, for example, in the
poem ‘The story of the Unruly Flip’ author de-
scribes a little boy who throws objects, beat sib-
lings, accosted peers. In short, he had all the char-
acteristics of a lack of control over his behavior, de-
spite the efforts of his parents.

ADHD recognized George Still for the first time
in 1903 by examining a group of children who
were not able to maintain concentration, restless
behavior, and were also overly excited, which he
described as ‘an abnormal defect in moral control’
(Fintan, 2005). The researcher found that children
have problems with controlling their own behavior
and the cause is biological or hereditary. Still’s
guess allowed us to look at ADHD in a new, hither-
to unknown way.

Thirty years later, Charles Bradley proved that
children with behavioral disorders can be treated
with the psychostimulant drug Benzedrine. In con-
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trast, this disorder in children was referred to as
MBD, or minimal brain damage syndrome. Over
time, the terminology has changed and the con-
cept of ‘minimal brain damage syndrome” has been
replaced by ‘attention deficit disorder’ (Hallowell
and Ratey, 2004). In the 1960s, Maurice Laufer in
his research came to the conclusion that the work
of the middle part of the brain is responsible for
the child’s hyperactivity.

Many terms have already been used to deter-
mine ADHD, i.e. minimal brain damage syndrome,
minimal brain dysfunction syndrome, hyperactivi-
ty syndrome, hyperkinetic syndrome, attention
deficit hyperactivity disorder, attention deficit hy-
peractivity disorder, hyperkinetic reflex syndrome,
or attention deficit hyperactivity disorder (Arcelus
and Munden, 2006). ADHD — from English known
as attention deficit hyperactivity disorder — is a
complex and controversial term. It is defined as a
disease state that is characterized by brain disor-
ders that make a person have difficulty controlling
their behavior and maintaining concentration (Fin-
tan, 2005, p. 11). The full name is Attention Deficit
Hyperactivity Disorder, it occurs in both children
and adults.

According to researchers, attention deficit hy-
peractivity disorder can be observed in early child-
hood and its symptoms appear before the age of 7.
Polish researcher Hanna Nartowska described that
restless, overly mobile, impulsive and ‘giddy’ chil-
dren — we will call psychomotor hyperactive chil-
dren (Nartowska, 1976, p. 7). It is worth noting
that the American Psychiatric Association Classifi-
cation distinguished three types of ADHD:

e type with a predominance of attention deficits
(it is estimated that about 20 % — 30 % of all
children with ADHD have it);

e type with predominance of hyperactivity and
impulsiveness (less than 15 % of children with
ADHD have it);

* mixed type (about 50 % — 70 % of children with
ADHD are diagnosed.

Currently, two disease classification systems
are used worldwide:
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¢ Classification of the World Health Organization
‘ICD — 10, i.e. the International Statistical Clas-
sification of Diseases and Health Problems, re-
vision 10;

e Classification of the American Psychiatric Asso-
ciation ‘DSM-IV” or the Diagnostic and Statisti-
cal Manual of Mental Disorders, i.e. The Diag-
nostic and Statistical Manual of Mental Disor-
ders — 4th edition.

These classifications are designed to provide a
detailed description of the conditions and stand-
ardization of the international medical nomencla-
ture. These catalogs are constantly modified and
updated. The ADHD diagnostic criteria established
by ICD-10 will be presented below (Munden and
Arcelus, 2006, p. 14-18).

The following criteria include three groups: at-
tention deficit disorder, hyperactivity and impul-
siveness. Each group was assigned the characteris-
tic symptoms that must occur in a certain amount
of time, i.e. six or more of the following symptoms
were maintained for at least half a year at a level
not compliant with the developmental norm in or-
der to speak about ADHD syndrome (Tylzanowska-
Kisiel, 2008).

Attention deficit disorder:

a) Very often, the child does not pay attention to
details or makes mistakes resulting from inat-
tention during tasks at school, at work or other
activities.

b

c) Often seems that the child is not listening to

=

Keeping attention on tasks or games often fails.

what is being said to him.

Often, he does not follow the instructions and

does not fully perform tasks, household duties

or at work (not because of opposing or misun-

derstanding the instructions).

e) Often has difficulty organizing tasks and activi-
ties.

f) The child often avoids tasks that require long
mental effort, e.g. homework.

d

=

g) Often loses things necessary to perform tasks
or activities.
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h) He is often distracted by insignificant external
stimuli.

i) He is often distracted when performing daily
activities.

Hyperactivity — excessive activity:

a) The child often makes nervous movements
with his hands or feet or fidgeting, unable to sit
still.

He gets up from his place during lessons in sit-
uations that require staying in place.

¢) He often runs or climbs something when it is
not appropriate.

The child is often excessively noisy while play-
ing or has difficulty to remain calm during rest.
Reveals a fixed pattern of excessive motor activ-
ity that is not fundamentally changed by the so-
cial context or social requirements.

b

=

d

=

e

—

f) The child is often overly talkative.

Impulsivity:

a) He often breaks the answer before the question
is formulated in full.

b) The child often has difficulty waiting in queue,
waiting for their turn during team games.

¢) Often interrupts or disturbs others.

d) He often talks too much disregarding conven-
tions.

Diagnosis of attention deficit hyperactivity dis-
order is not an easy task. To diagnose ADHD in a
child, it is not enough to visit a specialist a number
of actions that require objective diagnosis, which
include:
¢ developmental interview,

e interview with family,

e conversation with the child,

» gathering information from a class teacher or
school counselor,

» medical or psychological consultation.

To help children with ADHD, a variety of treat-
ments are used as well as support measures, in-
cluding pharmacological treatment, psychothe-
rapy, reeducation, behavior therapy. Conducting



therapy with a hyperactive child requires team in-
teractions such as: school psychologist, physician,
family therapists. There must be a close integra-
tion of the above persons in the form of consulta-
tions and exchanges of opinions will allow for bet-
ter actions in patient therapy.

In the case of children who have milder ADHD
symptoms, psychotherapy is used first, while pa-
tients with moderate or severe symptoms use phar-
macological drugs that bring about a marked im-
provement in behavior and thinking ability. The
decision to take the medicine should be made by
the doctor together with the young man and his
parents. Physicians and parents should consider
giving medicines to their child if:

e An extreme increase in ADHD was noted.

e There were clearly signs of behavioral disorders.

¢ The child‘s academic performance is well be-
low the possibilities due to ADHD symptoms.

¢ Peer relationships due to ADHD symptoms are
definitely bad.

e Other complications appear, e.g. low self-es-
teem of the child.

However, among the various forms of therapeu-
tic interactions that can be safely used in working
with a child with ADHD, we can mention:

e ‘Procedure’ therapy in the case of a preschool
child has the form of play, which initially serves
to establish contact with the child, and then
proceeds to remove undesirable behavior. The
rules of play are set by the therapist, which the
child is obliged to follow.

¢ Behavioral therapy is about rewarding proper
behavior, especially for younger children. The
goal of behavioral therapy is to reduce adverse
behavior.

e Thanks to the attention concentration training,
the child during systematic work gradually ac-
quires the ability to carefully look, listen, de-
scribe, play and remember information.

e Self-instruction training is offered primarily for
school children and adolescents. The child's
task is to give instructions to himself, e.g. when
solving various tasks.
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The above therapies also support:

Educational kinesiology (Paul Dennison’s
method)

It is an effective method that supports the develop-
ment of children, especially with various develop-
mental dysfunctions. It is based on three assump-
tions: (1) Science is a pleasant and natural sphere
of activity that accompanies us throughout our
lives. (2) There are blockades hidden in the human
body that cause learning difficulties. (3) During
properly conducted training, we can recognize
blockades hindering the learning process. Denni-
son believed that ‘blockages’ can be removed by
movement, he is the author of exercises that lead
to the integration of both hemispheres of the brain
(Gardzelewska, 2004).

Veronica Sherborne’s method

This is a method that is based on movement, which
is an essential factor for every human being.
Thanks to this method, the child learns to focus at-
tention and also get to know himself, the sur-
rounding world. He also learns about the possibili-
ties of his body and also practices orientations in
space. Exercises proposed by Sherborne are imple-
mented in the form of fun thanks to which the
child develops spontaneity and activity. The main
assumptions of the Weronika Sherborne method
are developing in children through movement: (a)
body awareness and movement improvement; (b)
awareness of space and activities in it; and (c)
sharing space with other people and establishing
close contact with them (Sherborne, 2006).

Hippotherapy

Hippotherapy is a form of psychomotor rehabilita-
tion used in children and adults. Under the super-
vision of hippotherapists, horses are designed to
improve psychomotor impairment of patients.
This therapy can take the following forms: (a)
Horse movement therapy during which the patient
does not perform any exercises, is subjected to an-
imal movements while riding. (b) Physiotherapy
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on a horse, where, apart from the therapeutic ef-
fect of horse movement, therapeutic gymnastics is
performed on a horse. (c) Therapy with contact
with a horse alone — during which the patient can
only have emotional contact with the animal, does
not necessarily have to sit on a horse (Pakulska,
Rutkowska-Podotowska and Podotowski, 2010).

Art therapy

Art therapy in the narrow approach is treated as art
therapy, while in the broad sense it includes music
therapy, choreotherapy, bibiliotherapy, etc. In the
broad scope, art therapy does not have a separate
methodology, because it constitutes the whole
group of therapy using art (Konieczna, 2004).

Biofeedback

Training according to this method involves learn-
ing based on instrumental conditioning, i.e. re-
warding the desired behavior by the patient (Pecy-
na, 1998).

3. A child with ADHD at school

Children with attention deficit hyperactivity can
create huge problems for parents, teachers and the
peer group in which they stay. Such a child cannot
sit still, fidgeting, walking / running around the
classroom, does not finish the started work, often
disturbs others, sings, speaks unanswered and is
sometimes aggressive and easily gets angry.

Peers watching a friend who slows down or
spoils their fun do not want to be friends with him
and exclude him from their group. Thus, in a child
with ADHD, oppositional buttery behavior is in-
tensifying, which may be a threat to the student
himself and others, because he is unable to control
his emotions and reflexes.

As a consequence, a child with ADHD encoun-
ters comments, bans, punishments and admoni-
tions from adults, which makes him feel unhappy,
injured and unfairly assessed. He unloads his frus-
tration in the form of aggressive behavior: beats,
kicks, spits, throws objects, etc.
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This tiresome behavior of the child causes that
the parents wring their hands, often explode with
anger and are unable to control their emotions,
and even blame each other for the bad behavior of
the son / daughter. Just as parents struggle with
their beloved child’s problems, educators have a
difficult problem to solve.

A student diagnosed with attention deficit hy-
peractivity disorder is a huge challenge for any
teacher, because the success or failure of this child
will really depend on him. During therapeutic
work with a child with attention deficit hyperactiv-
ity disorder is the most important thing: under-
standing and acceptance because ‘acceptance is
like fertile soil that allows even a small seed to be-
come a beautiful flower rooted in it’.

Teachers working with a child with ADHD
should be calm and reasonable, sometimes it is
even better to ignore undesirable behavior and pay
more attention to working with him when he is
calm and calm. It is very important that the educa-
tor starts his work by establishing and displaying
the applicable rules or class rules in the room. This
code should be frequently and systematically re-
ferred to during class.

The workplace of a child with attention deficit
hyperactivity disorder should have the least
amount of stimuli that can distract him. Therefore,
it is not advisable to have a window seat and a
bench with a friend who is equally busy or very
talkative. It is best if the child is in constant contact
with the teacher who gives short, slow messages.
It’s good if the student sees the educator’

s face and his message is short. For certainty,
we can ask the child to repeat what was said to him
(Latecka, 2005).

In the literature on the subject you can find
many studies on the rules of conduct in didactic
and educational work with a student with ADHD,
among the most important principles addressed to
educators / teachers are:

» prepare clear rules of conduct applicable in the
classroom and school, conclude a contract with
the child;



e cooperation and constant contact with parents
is the most important thing;

e be calm and reasonable when working with an
ADHD student;

e gradually increase the duration of the task;

¢ the child‘s place of work should be close to the
educator;

* try to organize his world;

always warn before a new situation;

 praise the child for every little progress;

 after classes that require a lot of physical effort,
you should apply silencing exercises;

e record and remind of rules often.

In addition to the above principles that teachers
should apply when working with a child with at-
tention deficit hyperactivity disorder, it is also im-
portant to meet the following factors that will con-
tribute to the child’s success (Szmyd-Skérzewska,
2002):
¢ characteristics of a teacher who should be open

to a child with problems, patience, creativity

and flexibility,

e conducting classes — a definite departure from
authoritarianism, the ability to plan well and or-
ganize classes especially without haste.

You can certainly agree that thanks to the daily,
hard work with a child with ADHD you can get
amazing results regarding the scope of concentra-
tion of attention, learning processes as well as in
the socio-communication sphere. Especially if in
our work we will pay less attention to the weak-
nesses of a child with ADHD, and more focus on
his strengths, which can be safely included (Szew-
czuk, 1998):

« intellectual development is above average;
¢ child‘s interests / passion;

¢ ease of making contacts;

e good perception;

¢ having extensive knowledge of the world.
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4. Conclusion

Summing up the previous considerations, it can be
said that working with a child with ADHD for both
teachers and their parents is extremely time con-
suming. It requires a lot of adult involvement.

Unfortunately, according to Iwona Turbiarz,
there are many institutions in the Polish school
that try to blame parents for all responsibility for
the child’s behavior during didactic and education-
al classes. Everyone will agree with the words of
the author, who emphasizes that the role and task
of each pedagogue is to teach, educate, care and
also support parents especially in difficult educa-
tional situations (Turbiarz, 2004). Working with a
student with ADHD should be based on three key
principles (Oszwa, 2002):
 regularity — acting in a fixed rhythm, avoiding

above all rapid changes (if we are planning a

trip or a class visit, let’s prepare the child for it

earlier); calm and consistent enforcement of es-
tablished rules by both parents and teachers

 routine — performing specific activities at strict-
ly defined times of the day, in the same order
and with the same pattern — it facilitates the
child‘s work,

e repetition — incessant repetitions that require
great patience and perseverance.

To conclude, I quote a quote that aptly shows
what is most important in working with a child
with ADHD so that every parent and teacher can
remember this: ‘Living with a hyperactive child is
very difficult, even for parents, just like for teach-
ers who interact with him at school. The key to the
case is, apart from specialist consultation, will be
accepting the child as he is, even if it comes with
difficulty’ (Szperlich and, Gruszczynska, 2003).
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The school of the 21st century takes into account the changes taking place in the
reality that surrounds us. It focuses not only on didactic and educational pro-
cesses, but above all gives the opportunity to prepare for life in society, profes-
sional work, comprehensively stimulates the personality of the individual, its
innovative attitudes, and also opens a ‘window’ on the world and other people.
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ABSTRACT

ADHD, or attention deficit hyperactivity disorder, is one of the most common developmental age disorders
that occur all over the world. The presented article explains what a given disorder is according to the ICD10
and DSM-IV classifications, how the diagnosis of this disorder is made and discusses the therapeutic meth-
ods used in working with a child with diagnosed ADHD. The author also considers the functioning of a stu-
dent with attention deficit hyperactivity disorder in the school environment.
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ADHD:; education; child; diagnosis; therapy

JEL CLASSIFICATION
A00 b

Scientia et Societas » 2/21 99






Tirdz / Masthead

Scientia ¢ § Societas

Scientia et Societas * Ro¢nik / Volume XVII * Cislo / Issue 2
Recenzovany spolecenskovédni casopis / Peer-reviewed social science journal
Periodicita: 4 Cisla rocné / Frequency: 4 issues per year

Vydavatel / Publisher
NEWTON College, a.s., Politickych véziiGi 10, 110 00 Praha 1, Czech Republic | 1C; 27081869 | www.newtoncollege.cz

Redakce / Editorial Office
Vaclavské namésti 11, 110 00 Praha 1, Czech Republic | e-mail: redakce@sets.cz | www.sets.cz

Vykonny redaktor / Executive Editor
Ing. Jana Novosakova, PhD. | e-mail: redakce@newtoncollege.cz

Redak¢ni rada / Editorial Board

Piedseda redakéni rady / Chairman of the Editorial Board
doc. RNDr. PhDr. Oldrich Hajek, Ph.D., MBA, NEWTON College, a.s.

Clenové redakéni rady / Members of the Editorial Board
Dr. hab. Agnieszka Alinska, prof. SGH., Kolegium Ekonomiczno-Spoteczne, Poland
doc. PhDr. PaedDr. Eva Ambrozova, Ph.D., vedouci Ustavu humanitnich véd, NEWTON College, a.s.

prof. Ing. Ladislav BlaZek, CSc., Ekonomicko-sprévni fakulta, Masarykova univerzita

Ing. Marie Pavlakova Docekalova, Ph.D., Vysoké uceni technické v Brné
doc. PhDr. Viktéria Dolinska, PhD., Zvéz slovenskych vedeckotechnickych spolo¢nosti, UKC Banska Bystrica
prof. Ing. Bojka Hamernikova, CSc., Vysoka $kola regionalniho rozvoje
Magr. Jifi Hodny, Ph.D., Fakulta vojenského leadershipu, Univerzita obrany
doc. Ing. Petra Horvathova, Ph.D., MBA, Vysoka Skola Banskéa — Technicka univerzita Ostrava
prof. Ing. Jaroslav Jaks, DrSc., Metropolitni univerzita Praha, o.p.s.
doc. Ing. Martina Jirankova, Ph.D., Fakulta mezinarodnich vztahd, Vysoka $kola ekonomicka v Praze
Agnieszka Knap-Stefaniuk, PhD, MBA, Management Institute, Vistula University
doc. Ing. Jifi Kolenak, Ph.D., MBA, prorektor pro strategii a rozvoj, NEWTON College, a.s.
prof. Ing. Vaclav Kubista, CSc., Metropolitni univerzita Praha, o.p.s.
Ing. Milan Lindner, Ph.D., prorektor pro vzdélavaci ¢innost, NEWTON College, a.s.
MUDr. Jan Mojzis, rektor NEWTON College, a.s.
doc. PhDr. Karel Pavlica, Ph.D., SKODA AUTO Vysoka 3kola o.p.s.
prof. Ing. PhDr. Ing. Vladimir Toméik, Ph.D. Ph.D., NEWTON College, a.s., byvaly vicequvernér Ceské narodni banky
doc. PhDr. Lukas Vales, Ph.D., Newton College a.s.

doc. Mgr. Ing. Petr Wawrosz, Ph.D., Vysoka Skola financni a spravni, a.s.
prof. Ing. Milan Z&k, CSc., rektor Vysoké koly ekonomie a managementu

Graficka uprava / Layout Matéj Bacovsky, BIOPORT.cz Sazba / Typesetting studio@vemola.cz
Casopis Scientia et Societas je zafazen v databézi ERIH PLUS (European Reference Index for the Humanities and the Social Sciences),
v databazi ICl (Index Copernicus International) a v Seznamu recenzovanych neimpaktovanych periodik vydavanych v Ceské republice /
The Scientia et Societas journal is included in the ERIH PLUS database (European Reference Index for the Humanities
and the Social Sciences), the ICl database (Index Copernicus International) and in the List of Non-impacted Reviewed Periodicals
Published in the Czech Republic

Vyslo v Praze 30. ¢ervna 2021 / Published in Prague on 30 June 2021
Print ISSN 1801-7118 | Electronic ISSN 1801-6057 | MK CR E 16579

© NEWTON College, a.s.



Scientia 8— Societas 2

Cena 89 K¢ / Price 89 CZK

nc

NEWTON COLLEGE



	Prázdná stránka

