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2 ANALYZA PRACOVNEHO MIESTA

Tabulka 2.1 Priklad definovania kompetenéného modelu

V zavislosti od pozicie Vsetci zamestnanci
. PROCESY
, ODBORNOST - )
Odbornost ., Znalost Struktiry, procesov
, (stanovené zadkonom
a procesy (tvrdé , ) i a postupov na pracovnom
.l alebo vniitornym predpisom X R
zruénosti) . , mieste, aj stvisiace procesy
podla opisu price) )
v pracovnom systéme
MANAZERSKE INTERPERSONALNE
i Strategické myslenie Respekt
Interpersondlne g. , Y . P ,
. Analytické myslenie Zodpovednost
a timové , , . ,
“osti Schopnost rozhodovat Timovost
zruénosti . . o s
Riadenie a komunikdcia Flexibilita
Prezenta¢né zru¢nosti Empatickd komunikdcia

Zdroj: Vlastné spracovanie.

2.1.2 Metddy analyzy pracovnych miest

Podstatou analyzy pracovného miesta je uplatnenie systematickych metéd zberu in-
formdcii o pracovnych miestach.

> Sekundérne zdroje informdcii

Pri analyzovani pracovného miesta alebo tvorbe opisu a $pecifikdcie nového pracov-
ného miesta mozno vychddzat z reportov svetovych poradenskych organizicii zamera-
nych na poziadavky na zamestnancov v budicnosti. Na Slovensku je uZito¢nym ni-
strojom Ndrodnd ststava povolani (https://sustavapovolani.sk/), ktort definuje zdkon
¢ 52004 Z. z. o sluzbdch zamestnanosti a o zmene a doplneni niektorych zékonov
v zneni neskor$ich predpisov a ktord obsahuje jednotny systém opisu $tandardnych ni-
rokov trhu préce na jednotlivé pracovné miesta. Zdkladom je Register zamestnani vytvo-
reny z ndrodnych $tandardov zamestnani obsahujutcich ndroky zamestndvatelov na kvali-
fikovany vykon jednotlivych zamestnani. Zamestnania st uvedené podla oblasti.

Polozky uvedené pre kazdé zamestnanie (blizsie https://www.sustavapovolani.sk/):

e Stru¢ny opis pracovného miesta.
e Zikladné informdcie o pracovhom mieste:

— sektorovd rada,

- kéd/revizia,

- garant,

- alternativne ndzvy,

- odporicand troven vzdelania,

- SKKR (Slovensky kvalifika¢ny rdmec),

- EKR (Eurépsky kvalifika¢ny rimec),

- ISCED 2011 (Medzindrodn4 klasifikicia $tandardov vzdeldvania),
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Table 2.1 Example of Defining a Competency Model

Competency Area For Specific Positions For All Employees
EXPERTISE PROCESSES
Technical Skills (Legally mandated or internally Knowledge of the structure,
. . processes, and procedures at the
and Processes regulated according to job . .
description) workplace, including related
P processes in the work system
MANAGERIAL INTERPERSONAL
Strategic thinking Respect
Interpersonal Analytical thinking Responsibility
and team skills Decision-making ability Teamwork
Management and communication Flexibility
Presentation skills Empathetic communication

Source: Own elaboration.

2.1.2 Methods of Job Position Analysis

The essence of job position analysis lies in the application of systematic methods for
collecting information about job positions.

> Secondary Information Sources

When analysing a job position or creating a description and specification for a new
job position, one can rely on reports from global consulting organizations focused on
future employee requirements. In Slovakia, a useful tool is the National System of Occu-
pations (https://sustavapovolani.sk/), defined by Act No. 5/2004 Coll. on Employment
Services and on the Amendment of Certain Acts, which contains a unified system to
describe the standard demands of the labour market for individual job positions. The
foundation is the Job Register, created from national job standards containing employer
requirements for the qualified performance of individual jobs. Jobs are listed by sectors.

Items listed for each job (more details at https://www.sustavapovolani.sk/):

o A brief description of the job position.
e Basic information about the job position:

— Sector council,

— Code/revision,

—  Guarantor,

— Alternative titles,

— Recommended education level,

- SKKR (Slovak Qualification Framework),

- EKR (European Qualification Framework),

- ISCED 2011 (International Standard Classification of Education),
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3 ZISKAVANIE ZAMESTNANCOV

zaistit, aby volné pracovné miesto v organizdcii prildkalo dostato¢né mnozstvo vhod-
nych uchddzacov, a to s primeranymi nédkladmi a v¢as,

ziskat primerané informdcie o uchddzacoch potrebné pre spolahlivy vyber najvhod-
nejsicho z nich.

Komunikacia

Interni Externi

040 GFiRée

I

Spatnavazba

Obrézok 3.1 Tok informdcii medzi podnikom a zdrojmi potencidlnych zamestnancov.

Zdroj: Vlastné spracovanie.

Na zabezpecenie splnenia uvedenych dloh je potrebné:

vas rozpoznat, kedy sa pracovné miesto uvolni alebo bude vytvorené,
vediet, o aké pracovné miesto ide,

poznat poziadavky pracovného miesta na zamestnanca,

vediet, z akych zdrojov budeme moct pracovné miesto obsadit,

rozhodnt, ako budeme zamestnancov hladat a ako ich budeme o volnom pracov-
nom mieste informovat,

rozhodnut, aké dokumenty a informdacie budeme od uchddzacov pozadovat,
rozhodnut, ¢o budeme potencidlnym uchddzacom pontikat,

rozhodnut o tom, ako a dokedy sa maji uchddzaci hlésit,

rozhodnut o forme ponuky zamestnania,

rozhodnit o termine ukoncenia ziskavania zamestnancov.

Za Gcelom ziskania informdcif a relevantnych rozhodnuti v kontexte tloh ziskava-

nia zamestnancov je potrebné, aby sa organizicie zamerali prioritne na faktory, ktoré

moézu ovplyvnit, a brali na zretel faktory, ktoré nemoézu ovplyvnit. Efektivny systém zis-

kavania zamestnancov predpokladd zo strany organizdcie poznanie vsetkych tychto fak-

torov, ¢o pomdze organizdcii vyriesit pripadné problémy so ziskavanim uchddzacov ale-

bo im predist.
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Ensure that the vacant position in the organization attracts enough suitable candi-
dates at reasonable costs and in a timely manner.

Obtain adequate information about the candidates necessary for the reliable selec-
tion of the most suitable one.

Communication

—

Internal External

oo N 3048 68 1B408

_
Feedback

Figure 3.1 Information Flow Between the Company and Potential Employee Sources.

Source: Own elaboration.

To ensure the fulfilment of these tasks, it is necessary to:

Recognize in a timely manner when a position will become vacant or will be created.
Understand what kind of position it is.

Know the job requirements for the employee.

Know from which sources is it possible to fill the position.

Decide how to search for employees and how to inform them about the vacancy.
Decide what documents and information to require from the candidates.
Decide what to offer potential candidates.

Decide how and by when candidates should apply.

Decide on the form of the job offer.

Decide on the deadline for closing the recruitment process.

To obtain the necessary information and make relevant decisions in the context of

recruitment tasks, organizations need to focus primarily on factors they can influence

and consider factors they cannot influence. An effective recruitment system requires

organizations to be aware of all these factors, which will help them resolve or prevent

potential recruitment issues.
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6.1 Vzdeliavanie zamestnancov

Zlozitost a rozmanitost pracovnych tloh, ktoré st dosledkom vedecko-technického
pokroku, zvy$uja poziadavky na odbornt pripravu a rozvoj ludskych zdrojov kazdej or-
ganizdcie. Zamestnanci sa musia vediet flexibilne prispdsobovat novym technolégidm,
postupom a podmienkam pracovného vykonu. Vyznam kvality a efektivnosti vzdeldva-
nia a rozvoja fudskych zdrojov tak stile rastie.

Zikladnym cielom vzdeldvania je prostrednictvom cielavedomého permanentného
formovania pracovného potencidlu vytvorit podmienky na efektivne plnenie tloh orga-
nizdcie a na jej konkurencieschopnost na trhu. Investovanie do ludskych zdrojov vedie
k ich celkovému zhodnoteniu, ktoré sa konkrétne prejavuje prostrednictvom viacerych
faktorov uvedenych na obrézku 6.1.

e Zvysenie Zvysenie . Uspory casu
Zvysenie p . Sebarealizdcia a financif
g urovne konkurencie- S P
vykonu 2 . a spokojnost v rdmci
poskytovanych schopnosti 2o 5
zamestnancov . . zamestnancov adaptdcie &
sluzieb podniku 7
preradenti

Obrézok 6.1 Prinos investicii do vzdeldvania a rozvoja zamestnancov

Zdroj: Upravené podla Strenitzerovd, 2015.

Vzdeldvanie v organizicii by sa malo ststredit na oblast kvalifika¢nej pripravy pros-
trednictvom takych aktivit, ako st uvedené na obrazku 6.2.

Adapticia (orientdcia)
novych zamestnancov
(avodnd priprava)

N ' Zvysovanie
0zvoj kvalifikdcie
zamestnancov (doskolovanie)

Rekvalifikicia
(preskolovanie)

Obrizok 6.2 Oblast kvalifika¢nej pripravy

Zdroj: Vlastné spracovanie.
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6.1 Employee Education

The complexity and diversity of job tasks resulting from scientific and technologi-
cal progress increase the demands on the professional preparation and development of
human resources in every organization. Employees must be able to flexibly adapt to new
technologies, procedures, and working conditions. Thus, the significance of the quality
and efficiency of education and human resource development continues to grow.

The fundamental goal of education is to create conditions for the effective fulfilment
of organizational tasks and its competitiveness in the market through purposeful and
continuous formation of working potential. Investing in human resources leads to their
overall appreciation, which is concretely manifested through several factors outlined in

Figure 6.1.

Improved
quality
of provided

services

Time and
financial savings
in adaptation
or reassignment

Enhanced
organizational
competitiveness

Self-fulfillment
and satisfaction
of employees

Increased
employee
performance

Figure 6.1 The Benefits of Investing in Employee Training and Development

Source: Adapted from Strenitzerovd, 2015.

Employee training within an organization should focus on qualification preparation
through activities as illustrated in Fig 6.2.

Adaptation (orientation)
of new employees
(initial training)

Qualification
Employee Enhancement
Development (continuing
education)

Retraining
(reskilling)

Figure 6.2 Areas of Qualification Preparation

Source: Own elaboration.
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osobnostné predpoklady na vykon price. V systémoch hodnotenia zamestnancov sa vy-
uzivaju vetky vyssie uvedené vyznamy vykonu. Riadenie pracovného vykonu sa v pra-
xi viac orientuje na meratelnost vystupov a vysledkov prace. Niektori autori zastdvaji
ndzor, ze aj hodnotenie osobnostnych predpokladov by malo byt stcastou riadenia pra-
covného vykonu.

Proces riadenia pracovného vykonu je proces, ktory sa cyklicky opakuje v peridde,
ktord stanovuju liniovi manazéri v zdvislosti od potrieb organizécie, resp. podla periéd
vyhodnocovania dohodnutych ukazovatelov vykonnosti zamestnancov. Proces zobraze-
ny na obrdzku 7.6 aplikuje nadriadeny na kazdého podriadeného zamestnanca na indi-
vidudlnej a/alebo skupinovej Grovni v zdvislosti od charakteru vykondvanej price.

1. Stanovenie
ukazovatelov
vykonnosti

5. Ocenenie 2. Sledovanie
splnenia vykonnosti
ukazovatelov a prijimanie
odmenami opatren{

3. Rozvoj
zamestnanca
k zvy$ovaniu

4. Findlne
hodnotenie
a spitnd vizba

vykonnosti

Obrdzok 7.6 Proces riadenia pracovného vykonu zamestnanca

Zdyoj: Upravené podla Smerek, Durian, 2021.

Proces sa zac¢ina plinovanim vykonnosti. To znamen4 stanovenie o¢akdvani organi-
zicie a nadriadeného manazéra v oblasti vykonnosti. Do tvorby plinu vykonnosti je po-
trebné zapojit aj dotknutého zamestnanca, aby ukazovatele vykonnosti a vykonové $tan-
dardy vznikali na bdze vzdjomného porozumenia, ¢o znamend ocakdvand vykonnost.
Ciele, resp. ukazovatele vykonnosti vychddzaji zo stanovenia jednotlivych prvkov stra-
tegickych cielov organizicie, z potreby zvySovania spokojnosti klienta, alebo z potreby
zvy$ovania vykonnosti procesov. Vysledkom je pldn vykonnosti vytvoreny a dohodnuty
s kazdym podriadenym zamestnancom.
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necessary to define what is considered performance and how it will be measured. Perfor-
mance can be understood as the measurement of work outputs and/or results, achieve-
ment of quantitative goals, employee work behaviour, and personal qualifications for the
job. All the aspects of performance are used in employee evaluation systems. In prac-
tice, performance management focuses more on the measurability of work outputs and
results. Some authors argue that the evaluation of personal qualifications should also be
part of performance management.

The performance management process is cyclical and repeats periodically as deter-
mined by line managers based on organizational needs or periods for evaluating agreed
performance indicators. The process, as shown below, is applied by the supervisor to
each subordinate employee on an individual and/or group level, depending on the
nature of the work performed.

1. Setting
Performance

/ Indicators

5. Rewarding 2. Monitoring
the Achievement Performance
of Performance and Taking
Indicators Measures

3. Developing
the Employee
to Increase

4. Final
Evaluation

and Feedback

Performance

Figure 7.6 Employee Performance Management Process
Source: Adapted from Smerek, Durian, 2021.

The process begins with performance planning, which involves setting the expecta-
tions of the organization and the direct manager regarding performance. The creation
of the performance plan should involve the employee to ensure that performance indi-
cators and standards are established through mutual understanding of expected perfor-
mance. Goals or performance indicators stem from the elements of the organization’s
strategic goals, the need to increase customer satisfaction, or the need to enhance pro-
cess performance. The result is a performance plan created and agreed upon with each
subordinate employee.
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8 ODMENOVANIE ZAMESTNANCOV

Transakéné formy odmien

A

Hmotné a finan¢né odmenovanie
o Mzda (plat)
o Vykonové odmenovanie

e Doplnkové formy mzdy

o Dlhodobé incentivy

® Zamestnaneckd participdcia

Zamestnanecké vyhody a sluzby
e Dochodkové pripoistenie
e Zdravotnd starostlivost

e Platené volno

e Oddych a regenerdcia
o Kulttrne a spolocenské akeie

Vzdeldvanie a rozvoj
e Riadenie kariéry

e Riadenie pracovného vykonu

Individudlne formy odmien
Y

e Profesiondlny rozvoj

® Rozvoj znalostného potencidlu
e Riadenie talentov

Kvalita pracovného Zivota
e Organiza¢nd kultira

° Styl riadenia

v
Kolektivne formy odmien

e Zamestnaneckd komunikécia

o Etika a spolocenskd
zodpovednost podniku

e Rovnovéha pracovného
a osobného Zivota

A4

Rela¢né formy odmien

Obrézok 8.1 Model zloziek celkovej odmeny
Zdroj: Armstrong, 2009.

zo strany organizdcie. Vzhladom na svoj charakter zdaneniu nepodlichajd a pre zamest-

nanca maju ¢asto vyznamnu subjektivnu hodnotu. Vsetky zlozky vo vzdjomnom pre-

pojeni vytvéraju tzv. celkovii odmenu. Prijatim principu celkovej odmeny zamestndva-

tel signalizuje svojim zamestnancom, ze md zdujem o uznanie ich usilia, o uspokojenie
ich potrieb (Peccei a kol., 2013). Odklonenim sa od pristupu ,,one-size.fits-all“ sa usilu-
je o podporu a rozvijanie pozitivnych postojov zamestnancov k organizdcii, zvySovanie
ich nasadenia pri plneni tloh a ich zapdjania do r6znych aktivit.

Pohyblivé zlozka mzdy
(tvorend pomocou
mzdovych foriem)

Zikladnd mzda

(tarifnd mzda)

Celkova mzda

Benefity
(Zamestnaneckeé vyhody Odmeny nehmotného
a sluiby) charakteru

Celkovy zirobok

Celkova odmena

Obrizok 8.2 Struktira celkovej odmeny
Zdroj: Joniakovd a kol., 2022.
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Transactional Forms of Rewards

A

Tangible and Financial Rewards
* Wage (salary)

* Performance-related pay

* Supplementary forms of wages

Individual Forms of Rewards

* Long-term incentives
* Employee participation

Employee Benefits and Services
¢ Pension insurance

¢ Health care

e Paid leave

* Rest and recuperation

e Cultural and social events

A 4

Education and Development
e Career management

* Performance management

* Professional development

* Development of knowledge

potential
* Talent management

Quality of Work Life

* Organizational culture

* Management style

* Employee communication

* Business ethics and social
responsibility

* Work-life balance

A

4

Relational Forms of Rewards

Figure 8.1 Model of Total Reward Components

Source: Armstrong, 2009.

Collective Forms of Rewards

organization. Given their nature, they are not subject to taxation and often hold sig-

nificant subjective value for the employee. All components interconnected create the

so-called total reward. By adopting the principle of total reward, the employer signals to

its employees that it recognizes their efforts and aims to meet their needs (Peccei et al.,

2013). Moving away from the ‘one-size-fits-all’ approach, it seeks to support and foster

positive attitudes of employees towards the organization, increase their commitment to

task performance, and their engagement in various activities.

Basic Salary (Tariff Variable Salary
Component (Formed by Benefits (Employee
Salary) P ploy
wage forms) benefits and services) Intangible Rewards
Total Wage
Total Earnings
Total Reward

Figure 8.2 Structure of Total Reward

Source: Joniakovd et al., 2022.
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MOTIVACIA ZAMESTNANCOV
V RIADENI LUDSKYCH ZDROJOV

Milos Hitka

Viac nez kapitdlovd sila a technologické schopnosti organizdcie st rozhodujicim
¢initelom podnikatelskej ispesnosti znalosti, zru¢nosti a schopnosti zamestnancov spo-
lo¢nosti. Predovsetkym ich pozitivny postoj k organizicii a ochota zapojit svoj potencidl
do jeho tsilia splnit stanovené podnikatelské ciele (Blahova, Ndpravova, 2002). Jednou
z podmienok zvySovania efektivnosti pracovného vykonu zamestnancov organizdcie je
aj motivovanie. Schopnost motivovat spolupracovnikov povazuji autori v oblasti riade-
nia ludského potencidlu za najvyznamnejsiu a zéroven najndro¢nejsiu zru¢nost riadiace-
ho zamestnanca.

Kazd4 organizicia sa snazi zistit, aké kroky je nutné urobit pre dosiahnutie trva-
le vysokej trovne vykonu ludi. Znamend to venovat zvysenti pozornost najvhodnejsim
spdsobom motivovania ludi pomocou réznych ndstrojov, ako st rézne stimuly, odmeny,
vedenie ludi a najmi préca. Toto je tlohou persondlneho ttvaru, resp. persondlneho za-
mestnanca. Vetky persondlne ¢innosti by mali byt ststredené v jednom ttvare, aby sa
zabezpecilo efektivne riadenie Iudskych zdrojov.

Kedze ludsky potencidl a jeho riadenie st na celom svete neoddelitelnou sticastou
systému riadenia kazdej spolo¢nosti, je velakrdt urcujicim faktorom dspechu organizd-
cie. S urychlovanim pokroku v oblasti technoldgii, informécii a globalizdcie sa prave lud-
sky faktor stdva najvi¢sou konkuren¢nou vyhodou. Existencia organizicie, jej prosperita
a dynamické napredovanie s v prvom rade podmienené kvalitou ludského potencidlu.
Prosperujtice organizicie si uvedomuju, Ze jej najvynosnejsou sti¢astou su jej zamestnan-
ci a ich motivécia. Ich prostrednictvom je organizdcia schopnd tspesne plnit vsetky svoje
ciele. Cielavedomé vytvéranie a vyuzivanie ludského potencidlu je predpokladom budo-
vania a rozvijania silnych stranok a konkuren¢nych vyhod organizécie.

Vsetky organizécie sa zaujimaji o moznosti, spdsoby a cesty, ktorymi by bolo moz-
né zvySovat kvalitu svojich zamestnancov. Uvedené Usilie je vsak redlne len na zdklade
systémovo koncipovaného riadenia ludského potencidlu, ktoré predstavuje komplexny
a logicky premysleny pristup k zaisteniu vzdjomne sa podporujticej politiky a praxe za-
mestndvania ludi. Ludia — zamestnanci a manazéri — st zdrojom, ktory je vysoko néklad-
ny a prind$a niekedy tazko zmeratelné hodnoty. Ludia pripravuji dlhodobé strategické
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EMPLOYEE MOTIVATION IN HUMAN
RESOURCE MANAGEMENT

Milos Hitka

More than capital strength and technological capabilities, the decisive factors in
business success are the knowledge, skills, and abilities of the company’s employees.
Particularly, their positive attitude towards the organization and willingness to lever-
age their potential to achieve set business goals (Bldhov4, Ndpravovd, 2002). One of the
conditions for increasing the efficiency of employees” work performance is motivation.
Authors in the field of human potential management consider the ability to motivate
colleagues to be the most significant and simultaneously the most challenging skill for
a managerial employee.

Every organization seeks to understand the necessary steps to achieve a consistently
high level of employee performance. This means paying increased attention to the most
suitable ways of motivating people through various tools such as stimuli, rewards, lead-
ership, and especially work itself. This task falls to the HR department or HR personnel.
All HR activities should be concentrated in one department to ensure effective human
resource management.

Since human potential and its management are an integral part of the management
system of every company worldwide, it often becomes a determining factor for organi-
zational success. With the acceleration of progress in technology, information, and glo-
balization, the human factor becomes the greatest competitive advantage. The existence,
prosperity, and dynamic advancement of an organization are primarily conditioned by
the quality of its human potential. Successful organizations recognize that their most
profitable asset is their employees and their motivation. Through their employees,
organizations can successfully meet all their goals. Purposefully creating and utilizing
human potential is a prerequisite for building and developing the strengths and com-
petitive advantages of the organization.

All organizations are interested in the possibilities, methods, and ways to improve
the quality of their employees. This effort, however, is only realistic based on systemat-
ically conceived human potential management, which represents a comprehensive and
logically thought-out approach to ensuring mutually supportive policies and practices
in employing people. People — employees and managers — are a resource that is highly
costly and sometimes brings difficult-to-measure values. People prepare long-term
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12.3.1 Mikroekonomicky pristup

Mikroekonomicky pristup prideluje postavenie a Glohu ludskému kapitdlu v organi-
z4cii v zmysle podnikovohospoddrskej alebo manazérskej vedy.

Z podnikovohospodarskeho hladiska nevyhnutnym predpokladom realizicie or-
ganizalnej cinnosti je zapojenie organiza¢nych vyrobnych faktorov (vstupov). Vietky
tieto vstupy tvoria pre organizdciu ndklady. Dudsky kapitdl ako jeden z organizaénych
vstupov. Tu vsak nevystupuje priamo, ale ako jeden z aspektov ludskej préce. Prica ako
organiza¢ny vstup je vynaloZenie psychickych a fyzickych schopnosti ¢loveka na dosaho-
vanie organizanych cielov. Na pricu je mozné pozerat z kvantitativneho aspektu (pocet
a Strukttira zamestnancov) a z kvalitativneho aspektu (vykonnost, tvorivost, motivdcia).
Préve kvalitativny aspekt prace najlepsie vystihuje podstatu ludského kapitdlu a jeho
posobenie v organizdcii.

PRISTUPY K VYMEDZENIU POSTAVENIA
LUDSKEHO KAPITALU
[ I 1
Mikroekonomicky Makroekonomicky
[ . 1
Podnikovohospodérsky — nédkladovy Manazérsky
I
[ I 1
Manazérsky — zdrojovy Manazérsky — tvorba trhovej hodnoty podniku Manazérsky ~
Y Jovy Y ) VP komplementdrny
l_l_l
Edvinsson, . Znalostny
Malone Svejby ] manazment
L Ludsky kapitdl ako sticast L Manazment
intelektudlneho kapitdlu ludského kapitdlu

Manazment podla
kompetencii

—— Talent manazment

'— Vekovy manazment

Obrizok 12.3 Struktira pristupov k vymedzeniu postavenia ludského kapitilu
Zdroj: Kuchar¢ikovd, 2018.

» Manazérsky — zdrojovy pristup

Koubek (2015) vo svojej préci pise o organiza¢nych zdrojoch, ktoré st materidlne
(stroje, zariadenia, energie), finan¢né, informac¢né a ludské. Cudia uvddzaji do pohybu
ostatné zdroje a determinujt ich vyuzivanie, a preto predstavujii najcennejsi a v rozvinu-
tych ekonomikdch aj najdrahsi zdroj. Préca s ludskymi zdrojmi sa preto stiva jadrom a je
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12.3.1 Microeconomic Approach

The microeconomic approach assigns the role and position of human capital within
organizations according to business economics or managerial science.

From a business economics perspective, an essential prerequisite for the organ-
izational activities execution is the integration of organizational production factors
(inputs). All these inputs constitute costs for the organization. Human capital, as one of
the organizational inputs, does not appear directly but as one aspect of human labour.
Labour, as an organizational input, is the expenditure of an individual’s mental and
physical capabilities to achieve organizational goals and can be viewed from a quantita-
tive aspect (number and structure of employees) and a qualitative aspect (performance,
creativity, motivation). The qualitative aspect of labour best captures the essence of
human capital and its impact within the organization.

APPROACHES TO DEFINING
THE STATUS OF HUMAN CAPITAL

Microeconomic Macroeconomic

Business Economics Cost-based Managerial

Managerial — Creating Market Value

Managerial — Resource-based Managerial — Complementary

of the Company
l—l—l
Edvinsson, Sveib Knowledge
Malone Y Management
HC as part | | Human Capital
of Intellectual Capital Management

Competency-based
Management

Talent
Management

—— Age Management

Figure 12.3 Structure of Approaches to Defining the Position of Human Capital
Source: Kucharcikovd, 2018.

» Managerial — Resource Approach

Koubek (2015) describe organizational resources where he categorize them as mate-
rial (machines, equipment, energy), financial, informational, and human. People acti-
vate other resources and determine their utilization, thus representing the most val-
uable and, in developed economies, the most expensive resource. Human resource



